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Abstract: Background: This research explores the relationship between work exertion, aggression, and work life satisfaction 
among employees. With the growing concern over workplace aggression and its consequences, understanding the role of work 
exertion in fostering or mitigating aggression is crucial for organizational well-being. Additionally, the effect of such aggression 
on work life satisfaction adds another layer of significance to this investigation. Method: A sample of 113 participants completed 
two questionnaires: the Gallup12 Survey and a Brief Aggression Questionnaire. The Gallup Q12 Survey provided insights into 
work exertion levels, while the Brief Aggression Questionnaire measured participants' aggressive tendencies. The study 
employed hypothesis testing to examine the relationship between work exertion, aggression, and work life satisfaction. 
Result: There is no significant relationship between work exertion and aggression, nor between work exertion and work life 
satisfaction. Higher levels of work exertion are associated with increased aggression and decreased work life satisfaction, 
implying a negative relationship between these variables. The results revealed a significant positive correlation between work 
exertion and aggression. Additionally, a negative correlation between work exertion and work life satisfaction was found, 
aligning with the proposed hypotheses. 
Keywords: Work exertion, Aggression, Work life satisfaction, Employee behavior, Organizational psychology, Workplace 
dynamics. 
 

I.      INTRODUCTION 
A. Work Exertion 
Work effort, characterized as the total physical, cognitive, and enthusiastic endeavors workers contribute in their work assignments, 
plays a vital part in deciding organizational results and representative well-being. Investigate proposes that work effort emphatically 
impacts work execution and efficiency levels inside organizations (Salanova et al., 2014). In any case, intemperate work effort can 
moreover posture dangers to worker wellbeing and well-being, possibly driving to burnout and expanded stretch levels (Demerouti 
et al., 2001). In this manner, it is fundamental for organizations to strike a adjust between giving challenging work requests that 
invigorate employees' effort and guaranteeing adequate assets and bolster to avoid over-burden and advance feasible execution 
(Sonnentag & Frese, 2013). By understanding the components impacting work effort and actualizing methodologies to oversee 
workload successfully, organizations can make a work environment conducive to representative engagement, fulfillment, and 
general victory. In this exploration of work exertion among employees, we embark on a journey to uncover the myriad factors that 
influence their level of engagement and commitment. From the alignment of personal values with organizational goals to the 
cultivation of a supportive and inclusive work environment, we delve into strategies aimed at nurturing a culture where employees 
are empowered to unleash their full potential. 
In the bustling world of professional commitments, the dedication of employees to their tasks is undeniable. However, in the process 
of working hard, employees often face various challenges that can affect their health and performance. 
Understanding these challenges is essential to promote a supportive work environment. Problems such as exhaustion, fatigue and 
stress can arise due to intense work efforts, potentially hindering productivity and job satisfaction. 
In this study, we dig deeper into the complexity of the challenges that arise from employee work efforts. We found a myriad of 
factors contribute to these barriers, including heavy workloads, unrealistic expectations, and insufficient resources. 
 
B. Aggression in Workplace  
Aggression in the workplace refers to any behavior or action by an individual that is intended to cause harm, injury, or discomfort to 
another person or group of people within the professional setting. This behavior can take various forms, including verbal aggression 
(such as yelling, insulting, or making threats), physical aggression (such as hitting, pushing, or throwing objects), or indirect 
aggression (such as spreading rumors, gossiping, or sabotaging work). 
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Aggressive behavior in the workplace can be triggered by a variety of factors, including stress, frustration, perceived injustice, 
competition, or unresolved conflicts. Workplace aggression not only affects victims but also has broader organizational implications. 
It can lead to decreased job satisfaction, increased turnover intentions, and reduced organizational commitment among employees 
(Schat & Kelloway, 2019). Moreover, workplace aggression can negatively impact productivity, team cohesion, and overall 
organizational climate (Hershcovis et al., 2017). 
In the dynamic environment of workplaces, the pressures associated with work exertion can sometimes manifest in unexpected 
ways, including aggression among employees. Understanding and effectively managing this aggression is crucial for maintaining a 
positive and productive work environment. 
Aggression stemming from work exertion can surface due to various factors, such as high stress levels, frustration with workload, or 
interpersonal conflicts exacerbated by intense work demands. Left unchecked, this aggression can lead to strained relationships, 
decreased morale, and diminished productivity. 
When work exertion leads to aggression, it can significantly affect this equilibrium, impacting not only the individual's professional 
performance but also their broader sense of contentment and fulfillment. Workplace aggression can manifest in different forms, 
including verbal aggression (e.g., yelling, insults), physical aggression (e.g., pushing, hitting), and relational aggression (e.g., 
gossiping, ostracism) (Aquino & Thau, 2009) 
Aggression arising from work exertion can stem from a variety of stressors, including excessive workloads, tight deadlines, 
interpersonal conflicts, and feelings of overwhelm. When left unchecked, this aggression can seep into many different aspects of an 
individual's life, leading to strained relationships, decreased mental health and general feelings of dissatisfaction. general. 
Some of the problems are: 
Excessive workload and tight deadlines. are common stressors in the modern workplace, often leading to significant challenges for 
employees. These demands can increase levels of stress, anxiety, and fatigue, affecting both individual health and organizational 
performance. Employees may have difficulty effectively managing their workload, leading to feelings of overwhelm and a reduced 
sense of accomplishment. Additionally, tight deadlines can create a sense of urgency, exacerbating stress levels. Addressing these 
issues requires proactive measures such as workload assessments, time management training, and fostering a supportive work 
environment that prioritizes employee well-being alongside productivity. productivity. 
Another problem is that interpersonal conflicts and poor family time management are complex challenges that employees face, 
disrupting both the professional and personal spheres. These conflicts, whether stemming from differences in communication styles, 
clashing personalities, or competing priorities, can exacerbate stress, lower morale, and hinder productivity. Workplace. 
Additionally, poor family time management due to work commitments can put a strain on relationships, leading to feelings of guilt, 
resentment, and a general imbalance in work-life harmony. living. Addressing these issues requires fostering open communication 
skills, conflict resolution, and implementing flexible work arrangements to meet family needs. By fostering a culture of 
understanding and support, organizations can empower employees to tackle these challenges effectively, while fostering stronger 
connections at work and at home. home. 
Experiencing excessive stress and pressure is a common problem in today's professional landscape, affecting individuals in a variety 
of fields. Career. This feeling of pressure often comes from demanding workloads, tight deadlines, and the constant need to meet 
high expectations. As a result, employees may find themselves increasingly anxious, exhausted, and exhausted, which can have a 
detrimental effect on their overall health. 
Addressing this challenge requires a new approach. global approach, can recognize the harmful consequences of chronic stress. 
Organizations can play a key role by implementing initiatives to promote work-life balance, support stress management and foster a 
culture that values mental health of employee. By prioritizing employee wellbeing, organizations can create a more sustainable and 
supportive environment in which individuals feel able to manage and reduce work-related stress effectively. 
 
C. Impact Of Workplace Aggression On Work Life Balance 
Experiencing aggression due to work exertion can deeply affect an individual's overall well-being and ability to maintain a fulfilling 
work-life balance. When stress levels rise and work demands become overwhelming, employees may find themselves reacting with 
aggression, whether through verbal outbursts, strained interactions with colleagues, or even physical confrontations. This aggression 
often stems from a sense of frustration, feeling undervalued or underappreciated, or simply being stretched too thin by the demands 
of their workload. 
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The impact of work exertion-induced aggression extends far beyond the confines of the workplace, seeping into personal 
relationships and eroding the boundaries between work and home life. Employees who experience aggression at work may struggle 
to leave those negative emotions behind when they clock out, leading to increased tension and conflict in their personal interactions. 
This can strain relationships with family members, friends, and partners, as well as diminish the ability to fully engage in leisure 
activities or recharge during downtime. 
Furthermore, the toll of navigating aggression in the workplace can have detrimental effects on mental health, contributing to 
feelings of anxiety, depression, and overall dissatisfaction with life. Employees may find themselves caught in a cycle of stress and 
aggression, where each exacerbates the other, making it increasingly difficult to find a sense of balance and fulfillment. 
Addressing aggression due to work exertion requires a multifaceted approach that prioritizes both individual and organizational 
well-being. Employers can take proactive steps to create a supportive work environment by promoting stress management 
techniques, providing avenues for conflict resolution and mediation, and fostering a culture of mutual respect and appreciation. By 
acknowledging the impact of work exertion-induced aggression and taking steps to mitigate its effects, organizations can help 
employees achieve a healthier work-life balance and cultivate a more positive and productive workplace culture. 

 
D. Impact Of Aggression On Work Life Satisfaction  
Workplace aggression can have a detrimental impact on job satisfaction. When employees experience aggression from co-workers, 
supervisors, or customers, it can create a hostile and stressful work environment, leading to decreased job satisfaction. 
First, experiencing aggression in the workplace can directly impact an individual's psychological well-being. This can lead to 
feelings of fear, anxiety, and frustration, which can significantly reduce overall job satisfaction. Additionally, frequent exposure to 
aggression can make employees feel unsafe and unsupported, further reducing their satisfaction with the work environment. 
Second, aggression can disrupt interpersonal relationships in the workplace. When employees feel threatened or intimidated by 
aggressive behavior, it can undermine trust and cooperation between coworkers. A breakdown in these relationships can lead to 
feelings of isolation and dissatisfaction with the work environment. 
In addition, aggression can negatively affect work performance. jobs and career advancement opportunities. Employees who are 
targets of aggression may become less motivated and engaged in their work, leading to lower productivity and performance. 
Additionally, if aggression continues by influential supervisors or co-workers, it can hinder the employee's ability to advance in 
their career, leading to feelings of frustration and dissatisfaction. with their career development. > 
Overall, workplace aggression can have a significant impact on job and life satisfaction by creating a Toxic and stressful 
environments harm interpersonal relationships and hinder career advancement opportunities. Employers must take proactive steps to 
combat and prevent workplace aggression to promote a positive and supportive work culture that leads to employee happiness and 
satisfaction. 
 
E. Preventive Measure And Interventions 
Addressing workplace aggression requires a comprehensive approach that involves both proactive measures and reactive strategies 
to foster a culture of respect, communication, and conflict resolution. Firstly, organizations must prioritize prevention by promoting 
awareness and education regarding appropriate workplace behavior. This can include providing training on conflict resolution, 
communication skills, and stress management techniques to equip employees with the tools they need to navigate challenging 
situations effectively. Recent research emphasizes the importance of proactive strategies to prevent and address workplace 
aggression. This includes implementing policies and procedures for reporting incidents, providing training on conflict resolution and 
communication skills, and fostering a culture of respect and civility in the workplace (Aquino & Thau, 2009; Hershcovis et al., 
2017). 
Furthermore, implementing clear policies and procedures for addressing workplace aggression is essential. Employees should 
understand the consequences of engaging in aggressive behavior and feel confident in reporting incidents without fear of retaliation. 
Creating channels for confidential reporting and ensuring that complaints are taken seriously and investigated promptly can help to 
build trust and accountability within the organization. 
In addition to prevention, organizations must also be prepared to respond swiftly and decisively when incidents of workplace 
aggression occur. This may involve conducting thorough investigations, providing support and resources to those affected, and 
taking appropriate disciplinary action against perpetrators. It's crucial to communicate transparently with all parties involved and to 
prioritize the well-being of employees throughout the process. 
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Beyond reactive measures, fostering a positive and supportive work environment is key to preventing workplace aggression in the 
long term. This involves promoting open communication, collaboration, and mutual respect among employees at all levels of the 
organization. Encouraging team-building activities, recognizing, and celebrating achievements, and fostering a culture of 
appreciation can help to strengthen relationships and reduce the likelihood of conflict arising. 
Ultimately, addressing workplace aggression requires a concerted effort from both employers and employees to create a culture 
where aggression is not tolerated, and where individuals feel valued, respected, and supported in their professional endeavors. By 
prioritizing prevention, swift intervention, and the cultivation of a positive work environment, organizations can make meaningful 
strides towards reducing workplace aggression and fostering a healthier, more productive workplace for all. 
 
F. Theories related to Work Life Satisfaction, Aggression and Work Exertion  
1) Job Characteristics Model given by Hackman & Oldham in 1976 suggests that certain job characteristics, such as skill variety, 

task identity, task significance, autonomy, and feedback, influence employee satisfaction and motivation. Jobs that offer these 
characteristics are more likely to result in higher levels of satisfaction and performance. 

2) Frustration-Aggression Hypothesis was given by Dollard in 1939, According to this hypothesis, aggression is a natural response 
to frustration. When individuals are blocked from achieving their goals or experience negative emotions, they may respond with 
aggressive behavior to cope with their frustration. 

3) Transactional Model of Stress and Coping was given by Lazarus & Folkman in 1984, According to this model, workplace 
aggression can be understood as a stress response to perceived threats or challenges in the work environment. Individuals may 
engage in aggressive behavior to cope with stressors and regain a sense of control. 

4) Goal-setting Theory was given by Locke & Latham in 1990, this theory suggests that setting specific and challenging goals can 
motivate individuals to exert effort and achieve higher levels of performance. In the workplace, employees may exert effort to 
accomplish tasks and meet goals set by themselves or their supervisors. 

 
II.      REVIEW OF LITERATURE 

Antón,.et al., (2022) examines that In a male-dominated work landscape, the challenges faced by women and their impact on well-
being and workplace attitudes have been documented, most commonly in organizations not the police. This study was conducted as 
a cross-sectional quantitative descriptive correlational prediction study to confirm the model of the relationship between workplace 
aggression, job satisfaction, and well-being at work. worked with a sample of 1,066 female and male agents of the Romanian border 
police. The results obtained in the study showed that no differential effects were found by gender, although women reported higher 
levels of workplace aggression than men (1.61 vs. 1.52; F = 4.20, p = 0.04). Furthermore, workplace aggression negatively and 
significantly predicted job satisfaction (R2 = 0.27) and workplace happiness (R2 = 0.31). In conclusion, although this study is an 
exploratory approach to the study of workplace aggression in the Romanian police organization, it may generate interventions that 
help reduce the Unwanted behavior such as verbal aggression, joking, mean actions, discrimination, perceptions of inequality, 
gossip. , and defamatory statements. In future research directions, different sources and conditions of victims and witnesses could be 
considered. We also study the limitations of the study and future research avenues. 
Hasan,.et al., (2021) examine how this study aims to provide important managerial implications for human resources (HR) 
practitioners in private sector organizations from an emerging economy perspective. The research contributes to optimizing 
organizational engagement in assessing work-life balance, person-job fit, working conditions and job satisfaction. It also studies the 
influence of certain demographic variables on organizational commitment. The population includes employees working in private 
sector organizations across Pakistan. A total of 1,100 survey questionnaires were sent to potential respondents; 843 people 
responded, for a response rate of 77%. Smarts 3 and SPSS software were used to perform structural equation modeling. Research 
shows that work-life balance, person-job fit, and job satisfaction have a positive influence on organizational commitment. Job 
satisfaction mediates complementarity in the relationship between work-life balance and person-job fit and organizational 
commitment, while complete mediation overall job satisfaction was found for working conditions. Age, female gender, experience 
with current employees, and total industry experience were positively related to organizational commitment. Human resource 
managers in private sector organizations should strive to ensure work-life balance, person-job fit and better working conditions so 
that employees fully job satisfaction and demonstrate strong emotional commitment to the organization. 
Abdirahman,.et al., (2020) examines the study examined the relationship between work-life balance, job satisfaction and 
organizational commitment on employee performance among administrative staff at universities in the Southern region. Northern 
Malaysia.  
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The study applied the primary source quantitative research method used to collect data from 271 administrative staff respondents 
using probability sampling technique and the data was collected and analyzed using the Faculty Statistics Package. Social Studies 
(SPSS). Data were analyzed using various statistical techniques such as reliability survey, descriptive analysis of variables, 
correlation analysis (Pearson correlation analysis) and regression analysis (multiple regression analysis). ). The regression results 
indicate that all independent variables work-life balance, job satisfaction and organizational commitment are positively correlated 
with the dependent variable employee performance. . However, the study concluded that to improve employee performance, 
motivation levels need to be improved. This will determine the sustainability or other goals of the private or public sector 
organization. 
Chummar,.et al., (2019) exa,ined how the purpose of this article is to examine the impact of passion at work on life satisfaction and 
work performance through the journey of work-life conflict as well as the journey of career enrichment. work and personal life. The 
authors also consider individual and contextual factors that influence these relationships. Implications for human resources 
researchers and practitioners are highlighted. The authors theorize how two types of passion – harmonious and obsessive – relate to 
both industrial conflict work-family and work-family enrichment. With an emphasis on resources in these relationships, the authors 
also examine the moderating effects of psychological separation and supportive work-family organizational culture. Finally, the 
authors demonstrate the significant impact of research on the passion/work-family nexus by illustrating its impact on two important 
outcomes for individuals and organizations, that is, life satisfaction and job performance.< Although research on passion at work is 
attracting increasing attention from management scholars, there is little research examining examine its impact on work 
performance and the interaction between work and life. This article advances the author's knowledge in these areas. Furthermore, 
the authors argue for the importance of considering both the individual and organizational contexts in which the experience of 
passion at work takes place. 
Gisler,.et al., (2018) examines the challenge of managing work and non-work domains is a common experience for the employed 
workforce with significant associations with psychological, physical, and behavioral health. Work-life conflict can create stress and 
deplete resources, directly or indirectly harming health. In this review, we summarize the empirical literature on work-family 
conflict, as well as the more frequently researched and more specific concept of work-family conflict, as it relates regarding 
employee health. More than three decades of literature informed this review, with particular attention paid to publications in the past 
5 years. Trends and gaps in the current literature are identified. 
Ramzy,. et al., 2018() exa,ined how Broken behavior at the working environment reflects the behavior that abuses astoundingly the 
acknowledged standards at the work environment which is in turn can be dangerous to by and large organizational execution. This 
consider points to investigate the relationship between broken behavior at the working environment and employees' work execution. 
In arrange to ponder the issue of organizational brokenness in Egypt, a interesting organization was taken as a case consider, 
specifically SEKEM. This inquire about is subjective inquire about based on the approach of Activity Investigate. Through this 
approach, a semi-structured meeting was outlined by the analysts and utilized to gather information from the workers of SEKEM. 
As such, it is prescribed to require modern approaches to viably oversee broken behavior at the working environment. 
Boekhorst,.et al., (2017) examined that the results confirm that work intensity is negatively associated with life satisfaction through 
emotional exhaustion. The results also demonstrate that psychological detachment reduces the negative influence of emotional 
exhaustion on life satisfaction. The conditional model with indirect effects shows that the indirect relationship between work 
intensity and life satisfaction is stronger when psychological detachment is low. HRM practitioners need to start taking measures to 
reduce work intensity to counter its negative effects. HRM practitioners should implement policies and procedures that limit the 
intensity of work demands to promote positive work and non-work outcomes for employees. This is the first study to show that 
work intensity can influence life satisfaction through emotional exhaustion. Unlike most recovery research, this study is also one of 
the first to focus on the moderating role of psychological detachment, especially in a moderated indirect effects model.  
Kim,.et al., (2017) examined the relationship between organizational commitment and public employees' satisfaction with work-life 
balance policies (WLBPs). Our results demonstrate that: (i) overall employee satisfaction with work-life balance programs 
(WLBPs) is positively correlated with organizational commitment; (ii) when WLBPs are examined in more detail, only satisfaction 
with health and wellness programs is positively correlated with organizational commitment; and (iii) when taking into account 
employees' preferences for WLBPs, paid sick leave, childcare policy, and compensatory time off are positively correlated with 
organizational commitment. The results show that before deploying WLBPs, it's critical to ascertain which one’s employees like. 
The theoretical and practical ramifications of this study in the context of emerging nations are covered in the essay. 2017 John Wiley 
& Sons, Ltd. All rights reserved. 



International Journal for Research in Applied Science & Engineering Technology (IJRASET) 
                                                                                           ISSN: 2321-9653; IC Value: 45.98; SJ Impact Factor: 7.538 

                                                                                                                Volume 12 Issue V May 2024- Available at www.ijraset.com 
     

 
4631 ©IJRASET: All Rights are Reserved | SJ Impact Factor 7.538 | ISRA Journal Impact Factor 7.894 | 

Nikpour, (2017) explores how organizational culture affects organizational performance through the mediating role of employee 
organizational commitment. This descriptive and correlational study used a survey method targeting all employees of the Kerman 
provincial education department. A sample of 190 individuals was selected using the Cochran formula. Data collection tools 
included questionnaires on organizational culture, organizational commitment, and organizational performance. Descriptive and 
inferential statistics, especially structural equation modeling through path analysis, were used to analyze the data. SPSS and AMOS 
software were used for data analysis. The results show that the proposed model is suitable. Furthermore, organizational culture not 
only has a direct impact on organizational performance but also has an indirect influence through employee commitment to the 
organization. It is important to note that the indirect impact is expected to be significantly larger than the direct impact. 
Kocman,. et al., (2016) conducted a systematic review of the literature, focusing on studies examining the impact of work on 
various outcomes for people with intellectual disabilities. Selection criteria included studies that specifically addressed the impact of 
work, assessing variables related to job satisfaction, quality of work life (QoWL), attitudes toward work work or work motivation 
and report specific results for this target group. Of the studies that met these criteria, 23 were identified. The results of these studies 
are classified according to the social cognitive model of job satisfaction. Overall, the current literature suggests high levels of job 
satisfaction among people with intellectual disabilities. Predictors of job satisfaction appear to coincide with those found in people 
without disabilities, although the relative importance of these factors may vary. In summary, future research should integrate well-
established theories and measures from organizational psychology to improve understanding in this field. Additionally, the findings 
suggest that high rates of satisfaction among people with intellectual disabilities may stem from limited control over career 
decisions. Zivnuska,.et al., (2016) examined how mindfulness, widely studied across a variety of fields, remains relatively 
understudied in terms of its effects on employees in the workplace. This article aims to study mindfulness in the workplace, defined 
as a state of mind in which employees intentionally focus fully on the present moment while completing their tasks. The research 
model, rooted in conservation of resources theory, illustrates how mindfulness at work can help employees cultivate resources such 
as work-life balance and work engagement. These resources, in turn, may be correlated with improved well-being, characterized by 
reduced psychological stress and increased job satisfaction, as well as positive organizational attitudes, including reduce turnover 
intention and increase emotional commitment.. 
Tabancali,. et al., (2016) examined how Work environment hostility episodes are expanding and, in this way, getting to be more 
troublesome to address within the Joined together States. Wellbeing care specialists in specific are at an expanded hazard of burnout 
compared to people working in other occupations. The reason of this quantitative correlational ponder was to explore the affinity for 
working environment animosity among wellbeing care experts and the affiliation between work fulfillment and the affinity for work 
environment hostility. The preservation of assets hypothesis was utilized to outline the ponder. The Work Environment Scale and the 
Conditional Thinking Test of Aggression were utilized to gather information from 89 mental wellbeing clinicians, medical 
attendants, and professionals utilized at 2 metro Atlanta clinics. Discoveries demonstrated no relationship between work 
environment animosity and work fulfillment among mental wellbeing laborers. Discoveries moreover shown no higher affinity for 
working environment hostility among cutting edge specialists (medical caretakers and specialists) than among other mental 
wellbeing laborers. In any case, discoveries uncovered that employees with more a long time of benefit had a better penchant for 
working environment animosity.  
Niven,.et al., (2013) examined how  Working environment hostility postures a critical challenge to organizations due to its potential 
affect on employees' mental and physical well-being. Utilizing two thinks about, this article explores whether feeling direction may 
reduce the negative impacts of presentation to working environment hostility on employees' encounter of strain, among social 
specialists (N = 77) and crisis administrations work force (N = 70). As anticipated from adapting speculations of feeling control, 
Thinks about 1 and 2 appeared that utilizing the feeling direction procedure of reappraisal amid intelligent with people from interior 
the organization (e.g., associates or directors) weakened the work environment aggression–strain interface. On the other hand, but 
steady with passionate work hypotheses of feeling direction, locks in in reappraisal and concealment amid intuitive with genuine 
untouchables (e.g., clients or patients) reinforced the working environment aggression–strain connect. The discoveries have 
suggestions for both hypothesis and viable intercessions with respect to work environment animosity.  Restubog,. et al., ( 2012) 
examined The creators create and test a directed intercession demonstrate that accounts for representative feelings (mental contract 
infringement), representative inspiration (vindicate cognitions), representative identity (self-control), and setting (seen forceful 
culture) within the relationship between mental contract breach and work environment abnormality. In Test 1, including 146 
neighborliness specialists and their peers, the creators found bolster for a conditional roundabout impact of mental contract 
infringement in anticipating working environment abnormality through vindicate cognitions for those representatives who see a tall 
as contradicted to moo forceful work culture.  
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In expansion, they found that at tall levels of seen forceful work culture, the conditional backhanded impacts of mental contract 
infringement in anticipating working environment aberrance through exact retribution cognitions were factually critical for those 
workers with moo as restricted to tall self-control. These come about were reproduced in Test 2 utilizing an autonomous test of 168 
neighborliness laborers in a distinctive social setting. Generally, the comes about propose that self-control and seen forceful culture, 
taken together, impact the sanctioning of degenerate acts. Suggestions for investigate and hone are examined. 
Chan,. et al.,( 2012) examined how regulatory burnout affects the service performance of highly stressed employees across various 
work tasks. It examines whether work stress reduces performance on tasks requiring self-regulation compared to tasks requiring 
limited self-regulation. It also explores whether supervisory support or engagement in perspective taking can limit this effect and 
how these moderating factors are mediated by feelings of fatigue and motivation. internal working force. The results confirm 
regulatory fatigue: highly stressed employees feel more tired and perform worse on self-regulatory tasks. However, supervisor 
support or perspective can limit these effects through increasing intrinsic motivation at work. 
Madlock,.at al., ( 2012) examined the reason of the current think about was to make strides our hypothetical and commonsense 
understanding by looking at the impact of a supervisor's verbal animosity on his or her employees' work fulfillment and 
commitment, bookkeeping for venture measure and the quality of options. And to account for reasons why organizations fall flat to 
completely realize the benefits related with representative maintenance. A auxiliary condition show was created to imitate the 
venture demonstrate to decide the veracity of the demonstrate within the work setting and to reply the address as to why 
representatives remained in communicatively antagonistic work situations. The discoveries shed light on the flow that is put inside a 
work environment in which workers are targets of verbal animosity by their administrators. The discoveries moreover demonstrated 
that the information fit the auxiliary condition show and confirmed the pertinence of the venture show within the work 
environment.  
Holtermann,. et al., ( 2010) examined A jumble between person physical capacities and physical work requests upgrade the hazard 
for musculoskeletal clutters, destitute work capacity and affliction nonattendance, named physical weakening. Be that as it may, 
viable intercession techniques for avoiding physical weakening in work bunches with tall physical requests remains to be built up. 
This paper portrays the foundation, plan and conceptual show of the FINALE program, a system for wellbeing advancing 
intercessions at 4 Danish work bunches (i.e. cleaners, health-care specialists, development specialists and mechanical laborers) 
characterized by tall physical work requests, musculoskeletal clutters, destitute work capacity and ailment nonattendance.  
Deery,. et al., (2011) investigated how bullying affected burnout and turnover intentions in a large group of hospital nurses in the 
UK. It contrasts the consequences of harassment initiated by colleagues and organizational managers with the consequences for 
patients and their families. Additionally, it explores the impact of ethnicity and the effectiveness of anti-harassment policies on 
burnout and turnover intentions. Results indicate that the identity of the harasser – whether internal or external to the organization – 
plays a role in the development of nurse harassment. Furthermore, this suggests that well-implemented anti-harassment policies can 
reduce turnover intentions, especially among ethnic minority nurses. 
Restubog,. et al., ( 2011) constructed a model to examine the association between aggressive workplace norms, abusive supervision, 
psychological stress, family sabotage, and deviant behaviors toward others. monitor. They conducted two studies using data from 
multiple sources: a three-phase study with 184 full-time employees (Study 1) and a two-phase study with 188 restaurant employees 
(Study 2). Our results indicate that (a) abusive supervision mediates the relationship between aggressive norms and psychological 
distress, (b) psychological distress mediates the relationship between abusive supervision and marital destruction, (c) abusive 
supervision exhibits a direct positive correlation with deviant behavior toward the supervisor, (d) the link between psychological 
distress and behavioral Spousal sabotage is more pronounced in men than in women, and (e) individuals in relationship-emphasizing 
occupations report higher levels of abusive supervision and psychological distress . 
.Banyard,.et al., (2011) examined how different forms of interpersonal violence affect employment outcomes among women. 
Although previous research in the United States has primarily focused on low-income women transitioning from public assistance to 
employment, gaps remain in understanding the experiences of a broader range of working women. This study examines the impact 
of different forms of victimization (sexual violence, physical intimate partner violence, psychological violence, and stalking) on 
various work-related factors such as job satisfaction, benefits, and task intervention experts. A telephone survey of 1,079 women 
residing in New Hampshire was conducted to collect data on experiences of victimization and current perceptions of employment. 
Results of multivariate analysis of variance and regression analysis revealed a significant association between victimization 
experiences and adverse career outcomes. Mental and physical health-related symptoms were identified as important factors 
mediating these associations. These findings highlight the importance of workplace policies and support systems that support 
survivors and promote community norms that favor access to such resources. 
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Merecz,. et al., (2009) The point of the ponder was to assess the results of the introduction to working environment hostility from 
colleagues and clients. Materials and Strategies: Members had a place to two proficient bunches: medical attendants (N = 1163) and 
open benefit laborers (N = 391). Animosity from colleagues and clients/patients was dissected independently. A few numerous 
relapse models were tried to evaluate the impact of work-related animosity experienced by the subjects on their work fulfillment, 
proficient working and mental wellbeing status. The recurrence and sort of rough practices against representative was measured by 
Introduction to Work environment Hostility Survey (EWAQ), level of burnout was decided by Maslach Burnout Stock (MBI), 
mental wellbeing status by Common Wellbeing Survey (GHQ-28), and the level of work fulfillment was measured by 22-items 
overview, created at NIOM Work Brain research Division. Within the relapse models, a few conceivable confounders were 
controlled (sex, age, person coordinate response to forceful act, and physical wellbeing status). Comes about of our consider point to 
unfavorable results of introduction to animosity at working environment, independent of its source. Workers encountering working 
environment hostility are less fulfilled with work, appear side effects of burnout, and their common wellbeing is poorer.  
 

III.      RESEARCH METHODOLOGY 
A. Aim 
The aim of this research is to investigate the relationship between work exertions, aggression in the workplace, and their impact on 
work life satisfaction. 
 
B. Objective 
 To examine the prevalence and forms of aggression encountered by employees in the workplace. 
 To investigate how experiencing or witnessing aggression at work influences work life satisfaction. 
 
C. Hypotheses 
 (H0): There is no significant relationship between work exertion and aggression, nor between work exertion and work life 

satisfaction. 
 (H1): Higher levels of work exertion are associated with increased aggression and decreased work life satisfaction, implying a 

negative relationship between these variables. 
 
D. Research Design 
 Surveys will be administered to employees to collect data on aggression experiences, and work life satisfaction. 
 A standardized questionnaire will be used to measure work life satisfaction and workplace aggression adapted from existing 

scales. 
 

E. Variables 
In an experiment, an independent variable is one that is controlled or watched to see how it affects the dependent, or outcome, 
variable. Independent variables might be causally connected to the dependent variable or not. The dependent variable is the result 
that can be seen to exist, or change based on what happens or how the independent variable changes. In correlational research, the 
effect that you want to predict or explain is the "dependent variable". Dependent variables and the independent variable may or may 
not be causally linked. also known as a response variable, effect variable, or criteria variable (VandenBos, 2015). Following is the 
case for the current study: 
Independent variable: Aggression, Work life satisfaction   
Dependent variable: Work Exertion 
 
F. Sampling 
A stratified random sampling approach was employed to select 113 employees across diverse genders, aged 18 to 45, and working 
in various domains. Each age group and gender were proportionately represented to ensure a balanced sample. Participants were 
selected randomly from each stratum based on their working periods. 
 
G. Tools  
The study used questionnaire’s consisting of the following measures: 



International Journal for Research in Applied Science & Engineering Technology (IJRASET) 
                                                                                           ISSN: 2321-9653; IC Value: 45.98; SJ Impact Factor: 7.538 

                                                                                                                Volume 12 Issue V May 2024- Available at www.ijraset.com 
     

 
4634 ©IJRASET: All Rights are Reserved | SJ Impact Factor 7.538 | ISRA Journal Impact Factor 7.894 | 

 The Gallup Q12 Survey 
The Gallup Q12 Survey, also known as the "Gallup Engagement Survey," is a widely used tool for measuring employee engagement 
and satisfaction within organizations. It consists of twelve key questions designed to assess various aspects of employee experiences 
and perceptions in the workplace. It was utilized as a comprehensive tool for assessing employee engagement and satisfaction 
within the workplace. Comprising 12 questions, it gauged various facets of employee experiences, including recognition, 
communication, and opportunities for growth. This survey methodically measured the degree to which employees felt engaged with 
their work and the organization. By analyzing the responses, researchers and organizations gained valuable insights into 
organizational strengths and areas for improvement, enabling the development of targeted strategies to enhance employee 
engagement, productivity, and overall satisfaction.  

 
 The Brief Aggression Questionnaire (BAQ)  
The Brief Aggression Questionnaire (BAQ) is a concise and widely used instrument designed to assess various dimensions of 
aggressive tendencies and behaviors in individuals. Developed by Webster et al. (1994), the BAQ consists of a small number of 
items that capture different facets of aggression, including physical aggression, verbal aggression, anger, and hostility was employed 
as a succinct instrument for evaluating aggressive tendencies and behaviors among individuals. Consisting of a concise set of items, 
it assessed different dimensions of aggression, such as physical and verbal aggression, hostility, and anger. This streamlined 
questionnaire provided researchers and practitioners with a rapid and reliable means of assessing aggression levels in diverse 
populations. Utilizing the BAQ facilitated the identification of individuals at risk of engaging in aggressive behavior, thereby 
informing intervention strategies aimed at promoting workplace safety and fostering a culture of mutual respect and well-being. 
 
H. Procedure 
 For research, manual sampling is carried out targeting a specific population, using convenient sampling due to its practicality. The 
Gallup Q12 questionnaire and the brief aggression questionnaire were chosen based on their reliability and validity. Participant 
selection is based on predetermined criteria, with an emphasis on diversity and representation. Confidentiality is ensured through 
strict data handling procedures, including encryption and participant anonymization, if the participant is not comfortable in 
revealing their identity. A comprehensive consent form was used, detailing study objectives, procedures, and participant rights. 
Informed consent was obtained from all participants prior to data collection, emphasizing voluntariness and the right to withdraw. 

 
IV.      RESULT 

Table 1 
Pearson’s correlation across the study variables. 

 Resilience: 
Variable  ∑ (Sum) Mean (M) SS (Sum of 

Squares) 

Work 
Satisfaction 

4864 43.044 6744.779 

Aggression 4938 43.699 18023.77 

Combined  113 - -341.496 

 
N (total number of observations) = 113 
r (Pearson's correlation coefficient) = -0.031 
r² (coefficient of determination) = 0.001 
Table I presents the correlation between the study variables, it reveals significantly negative correlation between Work 

Satisfaction and Aggression and resilience (r- -0.031).  
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V.      DISCUSSION 
The results of this study provide insight into the complex interactions between work effort, job effort, and work and life satisfaction. 
As the workplace evolves and demands increase, it becomes imperative to analyze the multifaceted drivers that influence employee 
well-being and organizational performance. Essentially, the significant negative correlation identified between job satisfaction and 
aggression highlights an important aspect of organizational motivation. This means that as instances of workplace aggression 
increase, employees' overall satisfaction with their jobs will decrease proportionally. This resonates strongly with current research, 
which highlights the detrimental impact of workplace aggression on individual well-being and organizational culture (Schat & 
Kelloway, 2019). Workplace aggression, whether manifested through verbal abuse, fighting or relational sabotage, erodes trust, 
weakens collaboration, and creates a toxic environment detrimental to employee productivity and morale. Aggression in 
organizational settings. Interventions aimed at preventing and mitigating workplace aggression must be prioritized, encompassing 
strategies such as conflict resolution training, fostering a culture of respect and civility, and establishing clear channels for reporting 
and addressing incidents. By cultivating an environment where aggression is not tolerated and where employees feel safe and 
supported, organizations can foster a culture of trust and collaboration conducive to employee engagement and satisfaction. 
Furthermore, the negative correlation observed between work satisfaction and aggression underscores the pivotal role of work 
exertion as a potential catalyst for workplace aggression. Excessive workloads, stringent deadlines, and overwhelming job demands 
can precipitate stress and frustration among employees, predisposing them to aggressive behavior (Demerouti et al., 2001). 
Consequently, organizations must navigate a delicate balance between challenging work requirements and providing adequate 
resources and support to prevent employee burnout and mitigate the risk of workplace aggression. The study's findings advocate for 
a holistic approach to managing work exertion and promoting work-life balance within organizational frameworks. Strategies aimed 
at managing workload effectively, implementing flexible work arrangements, and fostering a supportive organizational culture are 
paramount. By prioritizing employee well-being and creating avenues for achieving a harmonious balance between work and 
personal life, organizations can mitigate the adverse effects of work exertion and enhance employee resilience and satisfaction. 
Moreover, the study underscores the pivotal role of resilience in buffering the impact of work exertion and workplace aggression on 
employee well-being. Resilience, defined as the ability to adapt and rebound from adversity, emerges as a critical determinant of 
employee outcomes amidst challenging work environments (Salanova et al., 2014). Organizations must invest in cultivating 
resilience among employees through targeted interventions, including resilience training, mentoring programs, and fostering a 
culture of psychological safety and support. 
In conclusion, the findings of this study offer profound insights into the complex interplay between work exertion, workplace 
aggression, and work-life satisfaction. By shedding light on the underlying factors driving workplace aggression and its implications 
for employee well-being, the study underscores the imperative of adopting comprehensive interventions and organizational 
strategies aimed at fostering a positive and supportive work environment. By prioritizing employee engagement, satisfaction, and 
resilience, organizations can navigate the evolving landscape of work and cultivate environments where employees thrive and 
flourish. 

 
VI.      CONCLUSION 

In conclusion, this research has illuminated the intricate relationship between work exertion, workplace aggression, and work-life 
satisfaction, offering valuable insights for organizations striving to create healthier and more productive work environments. The 
significant negative correlation between work satisfaction and aggression highlights the detrimental impact of workplace aggression 
on employee well-being and organizational dynamics. It underscores the urgency for organizations to prioritize interventions aimed 
at preventing and mitigating workplace aggression, fostering a culture of respect and support, and creating avenues for conflict 
resolution and communication. 
Moreover, the observed correlation underscores the pivotal role of work exertion as a potential trigger for workplace aggression. 
Excessive workloads, stringent deadlines, and overwhelming job demands can precipitate stress and frustration among employees, 
predisposing them to aggressive behavior. Hence, organizations must strike a delicate balance between challenging work 
requirements and providing adequate resources and support to prevent burnout and mitigate the risk of workplace aggression. The 
study underscores the importance of adopting a holistic approach to managing work exertion and promoting work-life balance 
within organizational frameworks. Strategies aimed at managing workload effectively, implementing flexible work arrangements, 
and fostering a supportive organizational culture are paramount. By prioritizing employee well-being and creating ways to achieve a 
healthy work-life balance, organizations can minimize the harmful effects of work stress, while also improving their performance. 
resilience and employee satisfaction. 
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Furthermore, the central role of resilience is emerging as an important determinant of employee outcomes in the work environment. 
challenging job. Investing in resilience-building interventions, including training programs and cultivating a culture of support and 
psychological safety, can help employees cope with adversity and thrive in the face of adversity. face challenges in the workplace. In 
essence, this research highlights the urgency for organizations to adopt a proactive stance in combating workplace aggression, 
managing stress at work and promoting work-life balance. By prioritizing employee engagement, satisfaction and resilience, 
organizations can create environments where employees feel appreciated, supported, and empowered to reach their full potential. 
their abilities. Through targeted interventions and a commitment to promoting a positive and supportive work culture, organizations 
can pave the way to a better, more sustainable future for their employees and themselves. 
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APPENDICES 

Brief Aggression Questionnaire (BAQ) 
Please rate yourself on the items below using a scale of 1 (Extremely Uncharacteristic 
of Me) to 7 (Extremely Characteristic of Me). 
1. Given enough provocation, I may hit another person. _____ 
2. If I have to resort to violence to protect my rights, I will. _____ 
3. There are people who pushed me so far that we came to blows. _____ 
4. I am an even-tempered person. _____ 
5. Sometimes I fly off the handle for no good reason. _____ 
6. I have trouble controlling my temper. _____ 
7. I tell my friends openly when I disagree with them. _____ 
8. When people annoy me, I may tell them what I think of them. _____ 
9. My friends say that I’m somewhat argumentative. _____ 
10. Other people always seem to get the breaks. _____ 
11. I sometimes fell that people are laughing at me behind my back. _____ 
12. When people are especially nice, I wonder what they want. _____ 
Scoring Instructions: 
• Reverse score Item 4. 
• Brief Aggression Questionnaire score: Average Items 1–12. 
• Physical Aggression subscale score: Average Items 1–3. 
• Anger subscale score: Average Items 4–6. 
• Verbal Aggression subscale score: Average Items 7–9. 
• Hostility subscale score: Average Items 10–12. 
 
The Gallup Q12 Index  
Gallup's employee engagement work is based on more than 30 years of in depth behavioral economic research involving more than 
17 million employees. Through rigorous research, Gallup has identified 12 core elements -- the Q12 -- that link powerfully to key 
business outcomes. These 12 statements emerged as those that best predict employee and workgroup performance.  
The Twelve Questions are:  
1. Do you know what is expected of you at work?  
2. Do you have the materials and equipment to do your work right?  
3. At work, do you have the opportunity to do what you do best every day?  
4. In the last seven days, have you received recognition or praise for doing good work?  
5. Does your supervisor, or someone at work, seem to care about you as a person?  
6. Is there someone at work who encourages your development?  
7. At work, do your opinions seem to count?  
8. Does the mission/purpose of your company make you feel your job is important?  
9. Are your associates (fellow employees) committed to doing quality work?  
10.Do you have a best friend at work?  
11.In the last six months, has someone at work talked to you about your progress?  
12.In the last year, have you had opportunities to learn and grow? 



 


