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Abstract: The hotel industry has transformed the social and official interaction and communication
landscape due to information technology. This has created a new venue for bullying, known as
cyberbullying. This study aims to examine the impact of workplace cyberbullying on the work
engagement of hotel employees while examining the mediating role of psychological well-being and
work meaningfulness using the job demand resource model and conservation of resource theory.
The data (n = 470) were collected from 4-star and 5-star hotel employees in Pakistan. The results
reported that psychological well-being mediates the relationship between workplace cyberbullying
and work engagement. Moreover, work meaningfulness also mediates the relationship between
psychological well-being and work engagement. Findings suggest that the hotel industry of Pakistan
should acknowledge the presence of cyberbullying and design policies and procedures to maintain a
healthy work environment for employees’ psychological well-being and ensure that hotel employees
find their work meaningful.

Keywords: social media; workplace cyberbullying; work engagement; psychological well-being;
work meaningfulness

1. Introduction

Social media and information technology have significantly transformed the tradi-
tional workplace [1], and their increased usage can be observed by recent tech adoption
in the hotel industry [2]. Researchers have started noticing these changes and investigat-
ing the use of information technology in the hotel industry [3]. Undoubtedly, there are
many advantages of using information technology, such as its reduction of the significance
of distance. Communication with a coworker in the same building can be the same as
with one who is miles away. However, recent evidence of workplace bullying channeled
through ICT or social media illustrates the potential drawbacks of such technologies [4,5].
Researchers have been encouraged to see the adverse effects on employees [3]. There are
several research studies related to youngsters’ negative online behaviors such as online
hate and extremism [6], cyberaggression [7], and cyberbullying [8]. Nevertheless, limited
studies have examined the negative use of social media or ICT for bullying in the work-
place, named cyberbullying [9]. Workplace cyberbullying (WCB) refers to “all negative
acts stemming from working relationships and occurring through the use of information
communication and technologies (ICTs)” [10] (p. 29).

Little research has been conducted on Pakistan’s hotel industry and the effects of
information and technology on employees [11] (Khan et al., 2021). The concept of WCB
has started to attract researchers’ attention [12–14] as a recently recognized risk factor in
the workplace. The hotel industry has always been marked with high job demand and
violence [14]. The use of information technology and social media provides the opportunity
for people to keep their identity hidden and say and express whatever they want, allowing
perpetrators to target their victims on a larger scale and different social media platforms
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while keeping their identity secret. Since the adoption of digitalization in the hotel industry,
employees have faced adverse consequences resulting from the relatively anonymous
nature of social media [15]. Thus, the work engagement of hotel workers is a significant
concern for the hotel industry [16,17].

It is critical for hotel staff to have positive psychological well-being (PWB) because
they work in a precarious and exploitative setting (due to, for example, customer incivility
or job stress). Given that the hotel industry is a labor-intensive environment, employees
have to manage several work requirements that can be emotionally or mentally demanding.
Therefore, a premise of the job demand model (JD-R) [18] highlights that emotionally
demanding circumstances (for example, WCB) can drain an individual’s physical and men-
tal resources and may eventually result in lower work engagement. Using the Conservation
of Resource (COR) theory [19], the second objective of the study is to investigate PWB as a
potential mediator between WCB and the work engagement (WE) of hotel employees.

Meanwhile, researchers have also highlighted the importance of the PWB of
employees [20] that helps them recognize and find meaning in their work, which eventually
improves their WE [21]. Work meaningfulness (WM) refers to individuals’ belief and
perception that an assigned job personally matters to the employee [21]. Thus, using COR
theory to increase feelings of WM would be a way to promote employees’ PWB, because
WM is considered an essential resource of job-related well-being [19]. Thus, this study
further argues that WM mediates the relationship between PWB and WE.

Collectivism is a “set of feelings, beliefs, behavioral intentions, and behaviors related
to solidarity and concern for others, and collectivistic cultures emphasize the establishment
of close and harmonious interpersonal relationships” [22] (p. 17). It would be interesting
to note that Pakistani culture is an example of a collectivist culture [23], with high power
distance, those in power have privileges. It encourages obedience to authority [24] and,
subsequently, there is a higher tolerance for work-related hostile acts and bullying [25]. At
the same time, takes into account the performance-oriented nature of the hotel industry,
making it very competitive industry. Thus, this paper contributes to the existing literature
by investigating the impact of CWB on employees’ psychological well-being and work
engagement in Pakistan, which is marked with high power distance, subsequently leading
to a higher tolerance for cyberbullying in the workplace.

Government officials in Pakistan are concerned about cybercrime’s potential impact on
national security. Under the Prevention of Electronic Crimes Act (PECA) 2016, the Federal
Investigation Agency (FIA) has set up a cybercrime wing (CCW), which is governed by laws
imposed by the FIA [26]. Moreover, the Cybercrime wing (CCW) is Pakistan’s sole body
that handles complaints and conducts legal action against cybercriminals and cyberbullying
directly. However, people are not aware of its presence. Thus, the practical implication of
this study is to highlight the existence of CWW, from which hotel employees can benefit.

Theoretical Background

The job demand-resource (JD-R) model is the most broadly cited and substantially
researched model of WE [18,27]. Under this model, work environments can be classified
into two general categories; job demands and job resources. Job demands are “physical,
social, or organizational aspects of the job that require sustained physical or mental effort
and are therefore associated with certain physiological and psychological costs” [28] (p. 501).
Job resources are “physical, psychological, social, or organizational aspects of the job that
may [ . . . ] be functional in achieving work goals, reduce job demands and its related costs,
or stimulate personal growth and development” [28] (p. 2001). JD-R model vigorously
argues that when an employee finds his job more demanding than his existing resources,
it tends to have a negative effect on the employee’s WE [18]. Thus, it is argued that WCB
tends to affect the employees adversely. Therefore, WCB might have a negative effect
on WE.

Conservation of resources (COR) theory, stress, and motivational theory delineate
how individuals are likely to be affected by stressful conditions. For example, individuals
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hold certain physical (e.g., assets), social (e.g., cultural support), or personal resources
(e.g., resilience) [29]. Cooper [30] argues that stress does not necessarily happen when
demands surpass coping resources but when individuals struggle extraordinarily. When
faced with negative workplace demands (workplace cyberbullying), individuals use their
existing resources to deal with the situation [31]. The success of their struggle relies on
the level of personal resources [32]. COR theory was used as the guiding framework
because experiencing WCB drains an employee’s energy and could decrease psychological
well-being and work engagement. Moreover, with the help of the literature and COR, a
mediating mechanism of PWB and WM is discussed below.

2. Literature Review
2.1. Cyberbullying and Work Engagement

Information technology has helped every organization and household possess a desk-
top and communicate with people around the globe. The use of technology is a dream
come true for many, and it has improved the productivity and efficiency of organizations.
However, if it is unsupervised and regulations are not in place, this dream can harm
mankind. It has changed the traditional form of bullying that was physical and face-to-face;
it is now done using information and communication technology, such as social media and
the internet. Because electronic distractions and interruptions are increasingly ubiquitous
in the office, it is becoming increasingly difficult for employees and managers to distinguish
between their work and personal life. Constant connectedness is needed in both business
and one’s personal life [33]. Hence, workplace cyberbullying is not limited to office hours
and official internet platforms. While most workplace cyberbullying occurs online, the
victim and offender frequently meet in person. While there are online social platforms that
are distinct from the offline world, such as Facebook, the real world is often intricately
entwined with online social platforms [34]

The researchers have recently accepted the phenomenon of WCB as an urgent problem
for both employees and employers [35]. Cyberbullying actions can victimize many people
because they can be shared on social media. Further, online content can be easily saved and
shared with several people worldwide. Therefore, employees can be targeted even outside
the office and at their homes. WCB is a significant workplace stressor for employees [36].
It makes it more damaging for the victims because it became hard for them to evade
cyberbullying behavior, resulting in feelings of powerlessness and mental strain [37] and
low work engagement [38]. WCB resulted in psychological stress and predicted an adverse
impact on employees such as WE [38]. According to the JD-R model, stressful job demands
are negatively correlated with WE [38–40]. Thus, the following is hypothesized.

Hypothesis 1 (H1). Workplace cyberbullying negatively influences the work engagement of
hotel employees.

2.2. Mediating Role of Psychological Well-Being

The PWB of employees is regarded as one of the most critical issues in workplace
stress literature [41,42] and is associated with employees’ physical health, longer lives, and
happiness. It can help attain work goals and enable them to better cope with the toxic
workplace [43]. In the hotel industry, employees with high levels of well-being tend to be
healthier [44] and display better employee engagement [45]. Individuals with higher levels
of PWB behave differently. Higher PWB is expected to lead to higher levels of WE [20] [46].
A study was also conducted on 550 employees in South Korea, which reported that PWB
and WE were positively associated [47]. A recent study on social workers in Italy reported a
strong association between social worker PWB and their engagement level [48]. PWB equips
individuals with the personal strength to positively view the environment and respond
more engagingly. Thus, it argues that PWB can improve WE [49,50]. PWB is associated
with higher WE level [48]. The following is hypothesized using the COR theory [29].
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Hypothesis 2 (H2). Psychological well-being mediates the relationship between workplace cyber-
bullying and work engagement.

2.3. Mediating Role of Work Meaningfulness

Employees’ WM has been found to play a significant role in organizations. It is a sig-
nificant means to assist employees in exhibiting positive workplace behaviors, particularly
regarding WE [51,52]. It is vital in developing WE strategies [53]. The construct of mean-
ingful work provides a means by which connections between PWB and engagement can be
further explained [54]. For instance, a research study [55] has shown that PWB is positively
related to WM. Previous studies have confirmed that PWB has a significant relationship
with WE [45,49,55]. Meanwhile, it is also shown by the previous studies that meaning-
fulness is positively associated with WE [21,56,57]. Some research studies [58] reported
that meaningfulness is an important predictor of WE. It can argue that work meaningful
might mediate the influence of PWB on motivational outcomes such as engagement, using
COR theory. It is further claimed that resource gain begets future gain, which in this case,
meaningfulness and thus generating ‘gain spirals’. These gain cycles are plausible because
greater resources become available when initial gains are made, resulting in improved
work engagement. Therefore, the following can be hypothesized. The relationships among
study variables have graphically representative in the theoretical framework in Figure 1.
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Hypothesis 3 (H3). Work meaningfulness mediates the relationship between psychological well-
being and work engagement.

3. Materials and Methods
3.1. Data Collection

In this study, a quantitative research design was applied. The data were collected
online via Google form because the data collection was conducted during the COVID-19
pandemic (March 2021 to September 2021), when social distancing was strictly practiced,
and employees and employers preferred to work from home. The study was cross-sectional,
and a purposive sampling technique was used. Aligned with a previous study [59] rec-
ommendations, it was ensured that employees have a minimum of 6 months of working
experience, “over the last six months, how often have you been subjected to the following
negative acts at work through different forms of technology?”. The survey participants
were assured that their participation was entirely voluntary, and informed consent was
secured. The participants were assured that their answers would be kept strictly confiden-
tial and used solely for research purposes. It was divided into different sections according
to study variables, and it was mandatory to fill in each question to ensure no missing
value issue.
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The data (n = 470) were collected from 4-star and 5-star hotel administrative-level
employees in Pakistan. The sample comprised 333 males (71%) and 137 females (29%). The
majority of participants were from 5-star hotels (62%), whereas 176 (37.4%) worked in 4-star
hotels. The sample were aged 19–22 years old (n = 18, 3.8%), 23–30 years old (n = 171, 36.5%),
31–40 years old (n = 176, 37.4%), 41–50 years old (n = 58, 12.3%), 51–60 years old (n = 46,
9.8%) and 25–26 years old (n = 27, 5.1%). In terms of education, there were 32 (6.8%) high
school graduate participants, 86 (18.3%) intermediate participants, 275 (58.5%) bachelor-
level participants, 74 (15.7%) master’s-level participants and 3 (0.6%) diploma holder
participants. In terms of work experience, the majority of participants, 300 (63.8%), had 2 to
5 years’ work experience.

3.2. Measurement Instrument

This research conducted a pretest and pilot test before the data collection. The pre-
testing ensures that the questionnaire measures what it is supposed to and that people
understand and can quickly answer it [60]. The participants were allowed to comment
on the instrument and provide insight into ground realities, apart from answering the
questions [61]. Thus, 3 academic professors and 12 hotel industry professionals has ade-
quate knowledge about the research study. Some changes were made to the instrument.
Moreover, a pilot study checked the instrument’s reliability and validity.

The workplace cyberbullying instrument was adopted from [10], measured using
13 items. It is used to understand the negative behavior using information communication
technology (internet, social media, etc.). For example, “someone forwards my emails in
order to harm me”. The data were collected using a 5-point Likert scale ranging from
1 (Never) to 5 (Daily). PWB was measured using the 5-item Satisfaction with Life Scale
(SWLS) developed by [62]. A sample item is, “I am satisfied with my life”. WM was
measured using a 5-item scale [58]. A sample item is, “The work I do on this job is
meaningful to me”. This was measured on a 5-point Likert scale from 1 = strongly disagree
to 5 = strongly agree. The data of PWB and WE were collected on a 7-point rating scale
ranging from 1 (strongly disagree) to 7 (strongly agree). Work Engagement was measured
on a 3-item scale [63]. An example is, ‘I am immersed in my work’.

4. Results

The study used a structural equation model (SEM) to examine the proposed rela-
tionship [64] using Smart PLS 3.0 software. The study’s objective was to investigate the
direct relationship between WCB and WE. Moreover, to determine the mediating role of
PWB between WCB and WE, along with the mediating role of WM between PWB and
WE. Firstly, the measurement model was examined to determine the instruments’ validity
and reliability in Table 1. The composite reliability (CR), average variance extracted (AVE),
outer loading of each variable is above than recommended value, CR and AVE are above
0.7 [65]. If an indicator’s reliability is low and eliminating that indicator goes along with a
substantial increase of composite reliability, it makes sense to discard this indicator [66];
thus, outer loadings is 0.6 and above. Moreover, it is further recommended that while
deleting the outer loadings between 0.4 and 0.7, the researchers should be mindful in a way
that only deletes the items if it assists in improving the reliability.

The discriminant validity is measured by using Fornell and Larcker [67] presented in
Table 2 and Heterotrait-Monotrait (HTMT) [68] shown in Table 3. In terms of discriminant
validity, Table 2 indicates that the square root of each variables’ AVE has to be greater than
its highest correlations with any other construct [65].
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Table 1. Factor loading and validity.

Construct Item Loadings Cronbach’s Alpha Composite Reliability AVE

Workplace
Cyberbullying

CB2 0.105 0.975 0.978 0.785
CB1 -
CB3 0.097
CB4 0.094
CB5 0.091
CB6 0.088
CB7 0.103
CB8 0.088
CB9 0.096

CB10 0.093
CB11 0.091
CB12 0.089
CB13 0.092

Psychological
Well-Being

PWB1 0.252 0.909 0.936 0.785
PWB2 0.285
PWB3 0.299
PWB4 0.292
PWB5 -

Work
Meaningfulness

WM1 0.318 0.801 0.862 0.558
WM2 -
WM3 0.197
WM4 0.239
WM5 0.295
WM6 0.293

Work Engagement
WE1 0.389 0.890 0.932 0.820
WE2 0.372
WE3 0.343

Notes: CR, composite reliability; AVE, average variance extracted. (the items dropped are denoted via “-”.)

Table 2. Assessment of discriminant validity using Fornell–Larcker.

Psychological Well-Being Work Engagement Work Meaningfulness Workplace Cyberbullying

Psychological Well-Being 0.886
Work Engagement 0.472 0.905
Work Meaningfulness 0.135 0.132 0.747
Workplace Cyberbullying −0.315 0.400 −0.080 0.886

Note: Diagonal values represent the square root of average variance extraction, while off-diagonal values represent
the correlation.

Table 3. Heterotrait–Monotrait (HTMT) ratio for the Constructs.

Psychological Well-Being Work Engagement Work Meaningfulness Workplace Cyberbullying

Psychological Well-Being - -
Work Engagement 0.523 - - -
Work Meaningfulness 0.154 0.15 - -
Workplace Cyberbullying 0.335 0.426 0.112 -

Table 3 shows the HTMT criterion. Cut-off values of 0.90 for HTMT ratio are recom-
mended by Hair [69].

Hypothesis Testing

The bootstrapping procedure is used to calculate direct, indirect, and total effects
of various relationships are presented in Table 4. The results indicate that WCB has a
significant and positive relationship with employee WE (B = 0.417, p < 0.05). So, hypothesis
H1 of this study was rejected. Furthermore, WCB has a significant and negative relationship
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with PWB (B= −0.315, p < 0.05). PWB has a significant and positive relationship with WE
(B = 0.653, p < 0.05). PWB has a significant and positive relationship with WM (B = 0.135,
p < 0.05). WM and WE have a positive and significant relationship (B = 0.093, p < 0.01). PWB
mediates the relationship between WCB and WE (B= −206, p < 0.05). WM mediates the
relationship between PWB and WE (B = 0.013, p < 0.05). The structural model is presented
in Figure 2.

Table 4. Direct and indirect path.

Hypotheses and Path B Value t-Value p-Value Confidence Interval (95%) Decision

H1 Workplace Cyberbullying ->
Work Engagement 0.417 13.926 0.000 [0.367, 0.465] Supported

H2
Workplace Cyberbullying ->
Psychological Well-Being ->
Work Engagement

−0.206 6.368 0.000 [−0.273, −0.145] Supported

H3 Psychological Well-Being -> Work
Meaningfulness -> Work Engagement 0.013 2.064 0.039 [0.004, 0.028] Supported
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The R2 value is the most often used metric to predict the accuracy of a model’s
estimates [65]. It summarizes the cumulative impact of the independent variables on the
dependent variable [70]. The effect ranges from 0 to 1, with 1 indicating total accuracy in the
measurement. R2 values of 0.75, 0.50, and 0.25, respectively, indicate significant, moderate,
and modest levels of predictive accuracy, respectively [71]. The R2 value of psychological
well-being was 0.099, suggesting that 9.9% of the variance in psychological well-being
was explained by workplace cyberbullying, The R2 value of work meaningfulness was
0.018, suggesting that 1.8% of the variance in work meaningfulness was explained by
psychological well-being and R2 value of work engagement was 0.566, indicating that
56.6% of the variance in work engagement was explained by workplace cyberbullying,
psychological well-being and work meaningfulness.

More recently, scientists have advocated that, in addition to calculating the (R2),
effect sizes (f2) be reported in order to quantify the predictive power of each independent
construct [69]. The results ranging from 0.35 to 0.15 to 0.02 indicate a big, medium, and
small effect, respectively [69]. The variables WCB (f2 = 0.779) and PWB (f2 = 0.872) reported
a large effect size in relation to work engagement, the rest all reported a small effect size.

Another metric that must be evaluated in the structural model is predictive relevance
(Q2), or even blindfolding. This is intended to determine whether the model has predictive
power in this particular research [72,73]. In this investigation, the Q2 values were more
than zero, which indicates that the model had predictive validity. There were 0.066 values
for psychological well-being and 0.009 values of job meaningfulness, and 0.439 values of
work engagement in the Q2 survey.
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5. Discussion

The present study, based on the COR theory [19,74] and JD-R [18], aimed to test the
theoretical model in a sample of 4- and 5-star hotel employees in Pakistan in which WCB
was assumed to work as an initiator of a loss process, leading the target to experience
reduced PWB, and, in turn, reduced WE, while WM mediates the relationship between PWB
and WE, by using COR theory notion of ‘gain spirals’ because when initial gains are made,
greater resources become available that result in an improved level of work engagement.

This research study contains novel findings. The first hypothesis, there is a positive
and significant relationship between WCB and WE, implies that WCB promotes WE among
hotel employees. Although the existing literature on traditional bullying and WE reported
a negative and significant relationship [75], the results align with a previous study that
showed cyberbullying behavior has a significant direct and positive relationship with
WE [76]. Moreover, another study [77] with a similar construct workplace cyberostracism
is positively and significantly related to online work engagement of employees in Pakistan.

In this study, the positive effects of WCB may be because of collectivist culture. Pak-
istan’s culture has higher power distance and low individualistic characteristics. This
culture tends to have an uncertainty avoidance attitude that implies overall unquestioning
respect for authority [78,79]. Moreover, the hotel industry of Pakistan is also performance-
oriented, making employees more tolerant of workplace bullying acts [25]. Furthermore, a
previous study [80] on workplace bullying highlighted that workplace bullying in high-
performance-orientated cultures/countries is more acceptable by employees because some
forms of bullying (like insulting) are considered work tactics to improve employee perfor-
mance. The rationale is that bullying behaviors are detrimental to performance. The use of
technology by hotel employees in Pakistan is relatively new [11], so chances are high that
they may not even understand it as a form of bullying, because cyberbullying is difficult to
interpret and ambiguous, so they would not know about it [81] and end up accepting it as
a cultural norm.

The second hypothesis, that WCB has a significant indirect effect on WE through PWB,
is supported. Our findings align with the COR theory [19], which states that stressful
situations or adverse events may lead individuals to deplete their personal resources
(such as PWB). This loss may be associated with further losses such as lower employee
engagement among hotel employees. A previous study has proven the relationship between
WCB and employees’ well-being [76]. The result is similar to a study on the mediating
effect of a toxic workplace environment (bullying, ostracism, and harassment) on PWB,
which, thereby, can have negative consequences on the WE of employees [76].

The body of empirical research supports the hypothesis that WM mediates the re-
lationship between PWB and work engagement. The results are aligned with previous
studies; meaningfulness was significantly and positively related to WE [21,57]. Individuals
with higher levels of PWB tend to lead to higher levels of engagement [20]. According to
COR theory [74] when employees have WM, this appears to increase employees’ WE.

5.1. Theoretical and Managerial Implications

The empirical result of this study reported that work stressors, which have already
been investigated in relation to traditional bullying, are found to have an association with
workplace cyberbullying, according to the findings of this study. The research findings
enrich the literature on workplace cyberbullying by demonstrating that the PWB mediated
the relationship between workplace cyberbullying and work engagement. This finding
better understands the connection between PWB and work engagement when mediated by
work meaningfulness. This, in turn, contributes to the literature, as a gap is highlighted by
a recent call for papers by a Special Issue on mental health at the workplace [82].

There are substantial implications for managers and researchers interested in current
work-related issues such as WCB. The findings suggest a few practical applications, such
as encouraging the hotel industry to enhance the PWB and WM of employees. It is
essential for hotel managers to understand that a new form of bullying has been identified
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in the hotels and has deleterious effects on employees’ WE. Considering that employee
job resource has a positive impact on work engagement, hotel management may initiate
a job support program in which employees are allowed to participate in policymaking
for any new workplace issues. For practitioners, cyberbullying raises challenges about
when and where to intervene because of its boundary-blurred nature. Cyberbullying
poses new challenges for workplace health and safety rules; thus, hotel policies must
consider the changing nature of the workplace and the potential dangers that may arise as
a result of it. It is understandable that many organizations are unsure how to handle and
respond to this new form of workplace cyberbullying. Ad hoc tactics are employed, such
as attempting to pacify the perpetrator or referring the target to external counsel. However,
target victimization might happen again if there are inadequate management practices.
Thus, hotel management needs to ensure proper counseling policies and procedures. The
practitioners can provide their staff with training to help them better handle a stressful
work environment and to better control their feelings. For example, it has been shown
that stress-management interventions involving altering thoughts and then reinforcing
active coping abilities (i.e., a cognitive-behavioral approach) are helpful. Moreover, they
can collaborate with the Cybercrime wing (CCW), FIA, to handle complaints and conduct
legal action against cyberbullying in the workplace.

5.2. Limitations and Future Research Directions

The study limitations offer opportunities for researchers to further contribute to the
literature. This study employed a quantitative research technique. Future researchers can
adopt a mixed-method approach to improve the rigor of the research. The participants
of this study were from Pakistan, which has a collectivist culture; thus, the study results
cannot claim generalizability with other countries’ hotel industries, especially if they have
an individualist culture. Therefore, it is recommended to study WCB in different sectors
and countries. This research used an online and cross-sectional methodology for data
collection. Future researchers can examine it using the longitudinal survey technique.

The sample size indicates that participants were willing to bring up the problem of
workplace cyberbullying in the hotel industry of Pakistan. Moreover, it would be interesting
to note that there are a few limitations of online surveys [83], such as low response rates
that could compromise the quality of web surveys; in this study, all four and five-star hotels
were targeted to ensure appropriate sample size and hence it took seven months for data
collection (March 2021 to September 2021). Moreover, the interest in the survey topic can
encourage the respondents to feel motivated to fill out web surveys.

This study examines the mediating role of individual resources, PWB and WM, and
how they can assist in working against cyberbullying. Future researchers can examine the
moderating role of the hotel industry climate. In addition, it is necessary to research the
prevention of workplace cyberbullying. Researchers should examine more closely how
cyberbullying victims express themselves online to understand the phenomenon better.
Intervention studies that focus on how bystanders of cyberbullying can intervene to support
the target and prevent the cyberbullying situation would be an important contribution to
the research area.

Author Contributions: Conceptualization, A.A.; methodology, A.A. and D.M.H.K.; software, A.A.
and M.F.I.; validation, A.A., D.M.H.K. and M.F.I.; formal analysis, A.A.; investigation, A.A.; re-
sources, A.A.; data curation, A.A.; writing—original draft preparation, AA.; writing—review and
editing, A.A., D.M.H.K. and M.F.I.; visualization, AA, D.M.H.K. and M.F.I.; supervision, D.M.H.K.;
project administration, A.A. and M.F.I. All authors have read and agreed to the published version of
the manuscript.

Funding: This research received no external funding.

Institutional Review Board Statement: Not applicable.

Informed Consent Statement: Not applicable.



Information 2022, 13, 165 10 of 12

Data Availability Statement: Not applicable.

Conflicts of Interest: The authors declare no conflict of interest.

References
1. Day, A.; Cook, R.; Jones-Chick, R.; Myers, V. Are Your Smart Technologies Killing It or Killing You? Developing a Research Agenda

for Workplace ICT and Worker Wellbeing. In A Research Agenda for Workplace Stress and Wellbeing; Edward Elgar Publishing:
Cheltenham, UK, 2021; pp. 91–118.

2. Jaffer, Z. How COVID-19 Has Accelerated Tech Adoption in the Hotel Industry. Hotel Management. Available online: https:
//www.hotelmanagement.net/tech/how-covid-19-has-accelerated-tech-adoption-hotel-industry (accessed on 12 January 2022).

3. Ghorbanzadeh, D.; Khoruzhy, V.I.; Safonova, I.V.; Morozov, I.V. Relationships between Social Media Usage, Social Capital and Job
Performance: The Case of Hotel Employees in Iran. Inf. Dev. 2021, 02666669211030553. [CrossRef]

4. Farley, S.; Coyne, I.; D’Cruz, P. Cyberbullying at Work: Understanding the Influence of Technology. In Concepts, Approaches and
Methods; Springer: Singapore, 2017; pp. 233–263.

5. Lyu, M.; Sun, B.; Zhang, Z. Linking Online Voice to Workplace Cyberbullying: Roles of Job Strain and Moral Efficacy. Kybernetes
2022, ahead of print. [CrossRef]

6. Costello, M.; Hawdon, J.; Ratliff, T.N. Confronting Online Extremism: The Effect of Self-Help, Collective Efficacy, and Guardian-
ship on Being a Target for Hate Speech. Soc. Sci. Comput. Rev. 2017, 35, 587–605. [CrossRef]

7. Wegge, D.; Vandebosch, H.; Eggermont, S.; Walrave, M. The Strong, the Weak, and the Unbalanced: The Link between Tie
Strength and Cyberaggression on a Social Network Site. Soc. Sci. Comput. Rev. 2015, 33, 315–342. [CrossRef]

8. Leung, A.N.M.; Wong, N.; Farver, J.M. Testing the Effectiveness of an E-Course to Combat Cyberbullying. Cyberpsychol. Behav.
Soc. Netw. 2019, 22, 569–577. [CrossRef] [PubMed]

9. Vranjes, I.; Baillien, E.; Vandebosch, H.; Erreygers, S.; De Witte, H. The Dark Side of Working Online: Towards a Definition and an
Emotion Reaction Model of Workplace Cyberbullying. Comput. Human Behav. 2017, 69, 324–334. [CrossRef]

10. Vranjes, I.; Baillien, E.; Vandebosch, H.; Erreygers, S.; De Witte, H. When Workplace Bullying Goes Online: Construction and
Validation of the Inventory of Cyberbullying Acts at Work (ICA-W). Eur. J. Work Organ. Psychol. 2018, 27, 28–39. [CrossRef]

11. Khan, K.I.; Niazi, A.; Nasir, A.; Hussain, M.; Khan, M.I. The Effect of COVID-19 on the Hospitality Industry: The Implication for
Open Innovation. J. Open Innov. Technol. Mark. Complex. 2021, 7, 30. [CrossRef]

12. Herron, M.M. Social Media Bullying in the Workplace: Impacts on Motivation, Productivity, and Workplace Culture. In Handbook
of Research on Cyberbullying and Online Harassment in the Workplace; IGI Global Publisher: Hershey, PA, USA, 2021; pp. 72–89.

13. van Geel, M.; Vedder, P. Does Cyberbullying Predict Internalizing Problems and Conduct Problems When Controlled for
Traditional Bullying? Scand. J. Psychol. 2020, 61, 307–311. [CrossRef]

14. Tag-Eldeen, A.; Barakat, M.; Dar, H. Investigating the Impact of Workplace Bullying on Employees’ Morale, Performance and
Turnover Intentions in Five-Star Egyptian Hotel Operations. Tour. Travel. 2017, 1, 4–14. [CrossRef]

15. Mkono, M. ‘Troll Alert!’: Provocation and Harassment in Tourism and Hospitality Social Media. Curr. Issues Tour. 2018,
21, 791–804. [CrossRef]

16. Hsu, F.S.; Liu, Y.A.; Tsaur, S.H. The Impact of Workplace Bullying on Hotel Employees’ Well-Being: Do Organizational Justice
and Friendship Matter? Int. J. Contemp. Hosp. Manag. 2019, 31, 1702–1719. [CrossRef]

17. Olugbade, O.A.; Karatepe, O.M. Stressors, Work Engagement and Their Effects on Hotel Employee Outcomes. Serv. Ind. J. 2019,
39, 279–298. [CrossRef]

18. Bakker, A.B.; Demerouti, E. Job Demands–Resources Theory: Taking Stock and Looking Forward. J. Occup. Health Psychol. 2017,
22, 273–285. [CrossRef]

19. Hobfoll, S.E. Conservation of Resources: A New Attempt at Conceptualizing Stress. Am. Psychol. 1989, 44, 513–524. [CrossRef]
[PubMed]

20. Robertson, I.T.; Cooper, C.L. Full Engagement: The Integration of Employee Engagement and Psychological Well-being.
Leadersh. Organ. Dev. J. 2010, 31, 324–336. [CrossRef]

21. Ugwu, F.O.; Onyishi, I.E. Linking Perceived Organizational Frustration to Work Engagement: The Moderating Roles of Sense of
Calling and Psychological Meaningfulness. J. Career Assess. 2018, 26, 220–239. [CrossRef]

22. Hui, C.H. Measurement of Individualism-Collectivism. J. Res. Pers. 1988, 22, 17–36. [CrossRef]
23. Hofstede, G. The Business of International Business Is Culture. Int. Bus. Rev. 1994, 3, 1–14. [CrossRef]
24. Islam, N. Sifarish, Sycophants, Power and Collectivism: Administrative Culture in Parkistan. Int. Rev. Adm. Sci. 2004, 70, 311–330.

[CrossRef]
25. Salin, D. Workplace Bullying and Culture: Diverse Conceptualizations and Interpretations. Dign. Incl. Work. 2021, 3, 513–538.
26. Federal Investigation Agency. Cyber Crime Wing. Available online: https://fia.gov.pk/ccw# (accessed on 15 March 2022).
27. Lesener, T.; Gusy, B.; Wolter, C. The Job Demands-Resources Model: A Meta-Analytic Review of Longitudinal Studies. Work Stress

2019, 33, 76–103. [CrossRef]
28. Demerouti, E.; Nachreiner, F.; Bakker, A.B.; Schaufeli, W.B. The Job Demands-Resources Model of Burnout. J. Appl. Psychol. 2001,

86, 499–512. [CrossRef]

https://www.hotelmanagement.net/tech/how-covid-19-has-accelerated-tech-adoption-hotel-industry
https://www.hotelmanagement.net/tech/how-covid-19-has-accelerated-tech-adoption-hotel-industry
http://doi.org/10.1177/02666669211030553
http://doi.org/10.1108/K-03-2021-0246
http://doi.org/10.1177/0894439316666272
http://doi.org/10.1177/0894439314546729
http://doi.org/10.1089/cyber.2018.0609
http://www.ncbi.nlm.nih.gov/pubmed/31526296
http://doi.org/10.1016/j.chb.2016.12.055
http://doi.org/10.1080/1359432X.2017.1363185
http://doi.org/10.3390/joitmc7010030
http://doi.org/10.1111/sjop.12601
http://doi.org/10.21511/tt.1(1).2017.01
http://doi.org/10.1080/13683500.2015.1106447
http://doi.org/10.1108/IJCHM-04-2018-0330
http://doi.org/10.1080/02642069.2018.1520842
http://doi.org/10.1037/ocp0000056
http://doi.org/10.1037/0003-066X.44.3.513
http://www.ncbi.nlm.nih.gov/pubmed/2648906
http://doi.org/10.1108/01437731011043348
http://doi.org/10.1177/1069072717692735
http://doi.org/10.1016/0092-6566(88)90022-0
http://doi.org/10.1016/0969-5931(94)90011-6
http://doi.org/10.1177/0020852304044259
https://fia.gov.pk/ccw#
http://doi.org/10.1080/02678373.2018.1529065
http://doi.org/10.1037/0021-9010.86.3.499


Information 2022, 13, 165 11 of 12

29. Hobfoll, S.E.; Halbesleben, J.; Neveu, J.-P.; Westman, M. Conservation of Resources in the Organizational Context: The Reality of
Resources and Their Consequences. Annu. Rev. Organ. Psychol. Organ. Behav. 2018, 5, 103–128. [CrossRef]

30. Cooper, C. Fundamentals of Organizational Behavior; SAGE Publications Ltd: London, UK, 2002.
31. Neto, M.; Ferreira, A.I.; Martinez, L.F.; Ferreira, P.C. Workplace Bullying and Presenteeism: The Path Through Emotional

Exhaustion and Psychological Wellbeing. Ann. Work Expo. Heal. 2017, 61, 528–538. [CrossRef] [PubMed]
32. Treadway, D.C.; Ferris, G.R.; Hochwarter, W.; Perrewé, P.; Witt, L.A.; Goodman, J.M. The Role of Age in the Perceptions of

Politics—Job Performance Relationship: A Three-Study Constructive Replication. J. Appl. Psychol. 2005, 90, 872–881. [CrossRef]
33. Orhan, M.A.; Castellano, S.; Khelladi, I.; Marinelli, L.; Monge, F. Technology Distraction at Work. Impacts on Self-Regulation and

Work Engagement. J. Bus. Res. 2021, 126, 341–349. [CrossRef]
34. Forssell, R.C. Cyberbullying in a Boundary Blurred Working Life: Distortion of the Private and Professional Face on Social Media.

Qual. Res. Organ. Manag. An Int. J. 2019, 15, 89–107. [CrossRef]
35. Zhang, Z.; Xiao, H.; Zhang, L.; Zheng, J. Linking Cyberbullying to Job Strain: Roles of Ego Depletion and Self-Efficacy. J. Aggress.

Maltreat. Trauma 2021, 30, 1–18. [CrossRef]
36. Kowalski, R.M.; Robbins, C.E. The Meaning, Prevalence, and Outcomes of Cyberbullying in the Workplace. In Handbook of

Research on Cyberbullying and Online Harassment in the Workplace; IGI Global: Hershey, PA, USA, 2020.
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