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1. INTRODUCTION

The modern workplace has evolved significantly due to rapid technological advancements,
changing organisational structures, and the growing prevalence of remote work. These changes
have created opportunities and challenges for fostering a positive work environment,
particularly concerning trust and workplace bullying, which significantly impact employee

well-being and overall organisational health. These variables interact in various work contexts.

The rise of remote work has introduced new dimensions to workplace interactions. One of the
advantages of remote work is increased flexibility and work-life balance; however, challenges
include communication barriers and feelings of isolation. This shows a different pattern from
the usual on-site workplace bullying, which is characterised by repetitive verbal, social or

psychological mistreatment of one or more employees.

Agile methodologies have gained widespread adoption across various industries with practices
designed to enhance flexibility. However, their influence extends beyond that to change

organisation culture and how they deal with various challenges.

Uncertainty in product development can be a threat or an opportunity. Complete control over
uncertainty seems impossible (Dénmez and Grote, 2018a), as IT business requirements are
constantly changing fast, with a highly competitive market. The work of software development
teams is very uncertain. It is crucial for project performance and affects many decisions (Na et
al., 2004). Uncertainty can come from multiple sources and affect all software development
cycles, leading to difficulty managing it (Stamelos and Angelis, 2001). It also can lead to the
development of extra unneeded features, reduced product quality, delayed delivery time, or
customer dissatisfaction. Due to the high costs, software development teams must pay attention
to them. (Ibrahim et al., 2009)

There are many types of uncertainty in software development that can include but are not
limited to program behaviour, undefined variables, values or names, and uncertain program
defects. Some significant defects are considered unavoidable uncertainties that need an

immediate fix, while other minor bugs can be ignored. (Ubayashi, Kamei and Sato, 2019)

Ignored uncertainty can be a real danger. It can cause project failure. Therefore, managers
should know its sources (Marinho et al., 2014) and have the proper techniques to address them.

Teams can manage uncertainty using different methods, including investigating uncertain



issues (therefore, uncertainty reduction or shifting it to another matter), intentionally ignoring
uncertainty, or increasing it. (Grote, 2015)

However, it can be managed effectively by team collaboration and uncertainty-focused
approaches such as Agile (Perminova, Gustafsson and Wikstrom, 2008). An agile mindset can
be used to mitigate threats. Nevertheless, since uncertainty does not only include threats, it is
vital to have the correct mindset in dealing with uncertainty to seize opportunities. When
uncertainty is usually mentioned in the literature, it is mainly considered a negative effect on
any project. Therefore, using different approaches to manage uncertainty is essential, as we
cannot just claim that uncertainty is bad or good. However, all agree on its effect in defining
that project's success or failure, Although only a few acknowledge this dual nature of
uncertainty. However, it is essential to mention the bright side of uncertainty by encouraging
innovation Field. (Jalonen, 2011; Marinho et al., 2014)

Many MCDM methods and tools were used to manage uncertainty, such as the fuzzy linguistic
approach (Tseng, 2011). The author has tested a new approach using an integrated AHP and
QFD. The model was tested within its maximum limit by selecting sixteen technical parameters
and considering fifteen variables for the software requirements. Stakeholders were highly
involved when making decisions, and their decision consistency was calculated to make sure
the best CRM software was selected. (al jafa, 2020a)

The model was designed with ten comprehensive steps, which included defining the problem
and the goal, defining the customer's needs, starting with the Quality function development
(QFD) model and finally making the decision using the Analytic hierarchy process (AHP). (al
jafa, 2020b) As a result, although this method proved to be efficient in breaking down
significant complex issues into smaller, manageable ones, using this method can be time-
consuming and require many team members. Therefore, better ways have been studied to

address the issue, testing its effectiveness in the new shift to remote work.

In a fast-changing market, an economic profit can only be made with an existing uncertainty
(Hicks, 1931). Otherwise, it would be wasted, allowing the risk to grow and the opportunity to
be lost. However, this high uncertainty must be addressed in software and product innovation

projects. (Paixao and Souza, 2015)

A study focused on improving practices used to deal with uncertainty done by (Dénmez and

Grote, 2018b). The study concludes that when teams are aware of the type of uncertainty they



face, they can act accordingly, whether it is a threat or an opportunity. It suggests that Agile
methods help deal with threats while allowing teams to remain open to new opportunities.

Agile is a multifaceted concept encompassing a mindset and methodology. Each organisation
selects an adoption plan based on its leadership style. Agile methods support the agile
philosophy, i.e., agile values and principles. Each Agile method consists of a different
combination of practices, describing how the software developer does the day-to-day work.
Each method differs from the other by choosing its appropriate set of terminology and practices.
(Alsaqga, Sawalha and Abdel-Nabi, 2020)

Agile methods are a set of software development methodologies that prioritise flexibility and
adaptability. They are characterised by their ability to handle situations on the go without the
need for extensive prior planning (Manchanda et al., 2017). Two popular methods in the

software industry are eXtreme Programming and Scrum. (Maurer and Melnik, 2006)

According to (Mordi and Schoop, 2020), the Agile Manifesto's values and principles form the
foundation of the Agile Mindset. It is defined by openness, flexibility, trust, accountability,
ownership, and a commitment to continuous improvement. Certain character traits and an
atmosphere that fosters autonomy for individuals and groups, manages uncertainty, and
prioritises customer value all promote this way of thinking. Being agile is the desired condition
instead of just practising agility. (Ozkan and Gok, 2020)

Applying Agile has a direct positive impact on trust, knowledge sharing and collaboration. It
also encourages a transparent communication culture (Ram* and Vijayakumar, 2019), where
any offence would be surfaced and be directly dealt with. In addition, Ram and Vijayakumar
mentioned the effect of applying Agile to create self-managing teams who can take ownership
of their work and embrace a trust culture which prevents the need for micromanagement.
Therefore, less workplace bullying would be encountered. Trust is an essential part of adopting
an Agile mindset. It is presented in the Agile manifesto principle in empowering Self-
organizing Teams (Fowler and Highsmith, 2001). Agile organisations should provide teams the
necessary trust by empowering them to act without hesitation (Meyer, 2014). This relation was
tested later, and a direct link between the growth in trust led to the rise of team effectiveness.
(Akkaya and Bagienska, 2022)

While Agile methodology applied in software development can help deal with uncertainty, it is
not directly related to preventing workplace bullying. However, applying Agile principles has

a direct effect on reducing workplace bullying. Moreover, with Agile being implemented in
3



many other departments and the new Agile HR, Agile HR can help prevent workplace bullying
by fostering a culture of mutual respect, collaboration, accountability, learnability, design work-
teams oriented, and practices oriented to empower workers (Junita, 2021). Organisations can
create a more collaborative and communicative work environment (Al Jafa, Jihad and Varallyai,
2022), which may help to prevent workplace bullying. Organisations must adopt best practices
for preventing workplace bullying, regardless of their project management approach.

The (Al Jafa, Jihad and Varallyai, 2022) study explored the role of HR in the Agile company
transition, focusing on the environmental change and how different HRM models can help

select the best tools that can benefit the organisation and not harm it.

This study explores the relationship between Agile implementation, the first principle of
building trust, and workplace bullying in IT companies. Although no direct studies have been
found on this relationship, previous research has investigated the link between workplace
bullying and stressful working environments caused by unrealistic deadlines and
micromanagement. (Johan Hauge, Skogstad and Einarsen, 2007) Conducted a study on 2539
employees in Norway and found that chances to have workplace bullying are greater in stressful
workplaces characterised by damaging approaches to leadership. Another study by (Elsayed-El
and Abdelwahid, 2020) discovered a strong positive relationship between authentic leadership
behaviours and workplace trust. Moreover, workplace trust and authentic leadership were
negatively and significantly correlated with workplace bullying. These findings underscore the
negative impact of workplace bullying on employee well-being and productivity. These
findings suggest that applying the Agile mindset in companies that embrace building trust is
essential in preventing workplace bullying and promoting a healthy and productive work
environment. The results of previous research, combined with the lack of direct studies on the
relationship between Agile implementation and workplace bullying, highlight the necessity of
further research in this area. Such a study can help organisations foster a safe and productive

workplace environment.

The study utilises surveys and interviews to provide practical recommendations for
organisations. Suggesting that promoting a workplace culture focused on trust and the Agile
mindset can prevent workplace bullying and create a healthy work environment for both remote

and on-site settings.



2. RESEARCH OBJECTIVES AND HYPOTHESES

2.1. Aims and Questions of The Research

This research investigates the impact of implementing an Agile management mindset on
workplace bullying and abuse. The research objectives are to test hypotheses H1, H2, H3, H4,
and H5 and to identify the correlation between implementing Agile Management and trust
levels within the organisation. The study explores the relationship between Agile's first
principle and its impact on building trust in Human Resources to prevent workplace bullying
and exploitation. Additionally, the research will investigate whether transitioning to remote
work creates new opportunities for workplace bullying that differ from those in traditional

office settings and whether remote workers advocate for equal rights with office workers.
The Objectives of The Research

1. To investigate the perceived impact of implementing Agile methodology on employee trust

in IT organisations.

2. To examine the relationship between organisational trust levels and workplace bullying and

abuse incidences.

3. To evaluate the effectiveness of Agile management in preventing workplace bullying and

abuse within IT organisations.

4. To compare and contrast the communication challenges and prevalence of work abuse
between remote work and traditional office settings, and to investigate if there are significant
differences in the severity of workplace bullying and exploitation among project-based and

hourly freelance workers.

5. To identify the factors contributing to lower satisfaction among remote workers with existing
labour regulations regarding worker protection, particularly concerning measures aimed at

preventing workplace bullying.
Overall objective:

This research will test five hypotheses to investigate the relationship between Agile
management implementation, remote work, and workplace bullying and abuse. The research
findings will provide insights into ways organisations can adopt Agile management principles
to improve IT companies' processes and reduce workplace bullying and abuse.

Based on the objectives of this research, the following research questions were formed:
5



1. How does the implementation of Agile methodologies within IT organisations impact

the levels of trust among employees?

2. What is the association between organisational trust levels and the occurrence of

workplace bullying and abuse?

3. To what extent does the adoption of Agile methodologies within IT organisations

contribute to the prevention of workplace bullying and abuse?

4. What are the distinct challenges in communication and experiences of work abuse faced
by remote workers compared to those in traditional office settings? Additionally, is there
a significant difference between project-based and hourly freelance workers' severity of

workplace bullying and exploitation?

5. What factors contribute to the lower satisfaction of remote workers with existing labour
regulations regarding worker protection, particularly concerning measures aimed at

preventing workplace bullying?

2.2. Research Hypotheses

The research began with a literature review that was introduced at the beginning and expanded
in the following chapters. The review aimed to identify existing literature relationships studied
by other scholars. After conducting the review, a research gap was identified, indicating no
other research had been conducted in this area. This supported the novelty of the conducted
research. Once five variables were extracted, a set of five hypotheses were formulated. Through
this process, certain relationships were discovered and illustrated in Figure 1. After extracting

5 variables, we formulated a set of 6 hypotheses, which is summarised in Figure 2.
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Figure 1 Model created based on literature review
The previous literature review analysis suggests a logical theoretical relationship between
workplace bullying and Agile, as mentioned in the literature review. However, with the lack of
studies measuring this relationship, this research investigates the impact of implementing Agile
management on workplace bullying and abuse. The formulated hypothesises studied in the

research using SmartPLS which are shown in Fig.1:
H1: Implementing Agile methodologies in IT organisations will increase employee trust.

H2: Increased organisational trust levels result in lower workplace bullying and abuse

incidences.

H3: Implementing Agile methodologies in IT organisations will prevent workplace bullying

and abuse.

H4: Remote work poses distinct challenges for communication and work abuse compared to
traditional offices, but there's no significant difference in the severity of workplace bullying and

exploitation between project-based and hourly freelance workers.



H5: Remote workers report lower satisfaction with existing labour regulations regarding worker
protection compared to on-site workers, especially regarding the measures to prevent workplace
bullying.

H2: Increased organisational trust levels
result in lower workplace bullying and abuse

e e
Trust level incidences X

H5: Remote workers report lower satisfaction
with existing labour regulations regarding
— Work abuse <«—  worker protection compared to on-site

workers, especially regarding the measures to
prevent workplace bullyin

= H4: Remote work poses distinct challenges for

v
H1: Implementing Agile methodologies in IT communication and work abuse compared to
organisations will increase employee trust. traditional offices, but there's no significant
difference in the severity of workplace

bullying and explo WOl‘k I‘Ights

Agile
implementation

—— WO rki n H5: Remote workers report lower satisfaction
| g with existing labour regulations regarding
H3: Implementing Agile methodologies in IT worker protection compared to on-site

organisations will prevent workplace bullying CO n d |t| O n S workers, especially regarding the measures to
and abuse. prevent workplace bullyin

Figure 2: Hypothesis detailed overview

Source: based on Own work

This chapter aims to provide an overview of the methodology used in this dissertation,
specifically the methods employed for data collection to test the five hypotheses generated
through analysis. As noted by (Bailey, Marshall and Rossman, 1996), research methodology
typically begins by establishing the study's objectives, selecting an appropriate study design

and identifying the optimal method for data collection.



3. METHODOLOGY

This chapter aims to provide an overview of the methodology used in this dissertation,
specifically the methods employed for data collection to test the five hypotheses generated
through analysis. As noted by (Bailey, Marshall and Rossman, 1996), research methodology
typically begins by establishing the study's objectives, selecting an appropriate study design

and identifying the optimal method for data collection.

3.1. Research Design

Research can be classified into three categories: descriptive (evaluative) and explanatory
(causal). Evaluative research aims to find out how well something works. Evaluative research
in business and management will likely assess the effectiveness of an organisational or business
strategy, policy, programme, initiative, or process. (Powell, 2006; N. K. Saunders, Lewis and
Thornhill, 2015)

The research design is a descriptive and explanatory research study incorporating a combined
method using quantitative design and survey methodology to collect data from a sample of IT
workers who work as freelance software developers, in addition to qualitative design done
through interviews with IT workers to gather insights from remote workers. The study aims to
test five hypotheses structurally using SmartPLS, correlation analysis, chi-squared test, logistic
regression analysis, adjusted p-values, data analysis, visualisation, Pearson's correlation
coefficient, regression analysis, and ANOVA. The statistical analyses employed, including the
Smart-PLS model, regression analysis correlation and other statistical models, were selected
for their robustness and adherence to established principles, ensuring the validity and reliability
of the research findings. (Hair et al., 2019). The study population was defined using LinkedIn,
and unrelated accounts were excluded using Boolean Search. The survey was distributed
randomly to 200 accounts, and the response rate was 54.5%. The survey was offered in English
and Hungarian; most responses were in English. Additionally, 20 questions were formulated
for the qualitative design to guide the interview using open-ended questions, allowing the
interviewer to direct the conversation. The survey was distributed online to participants working
remotely as freelancers on project-based or full-time hourly paid-in IT companies. In this cross-
sectional study, data collection occurred between 2021 and 2022, capturing experiences one

year after the emergence of COVID-19. This timeframe indicates that the pandemic can affect



results. The freelancers were recruited from various online forums and social media platforms,

and though they lived in Hungary, they worked for companies from around the world.

To test the hypotheses, this study will use different statistical analyses depending on the
hypothesis, including correlation analysis, chi-squared test, logistic regression analysis,
adjusted p-values, data analysis, visualisation, Pearson's correlation coefficient, regression
analysis, and ANOVA. These analyses will help identify the relationship between variables and

provide evidence for or against the hypotheses.

A qualitative approach is commonly employed to gain deeper insight into individuals'
underlying reasons or perspectives in specific situations without relying on numerical data. This
method can be particularly useful in exploring complex and nuanced subject matter and provide

valuable context to inform decision-making processes.

Overall, the study is well-designed and appropriate for investigating the link between workplace
bullying, Agile implementation and trust among freelance software developers in Hungary and
the Netherlands working for international companies worldwide. Using survey methodology
and different statistical analyses will allow for a thorough investigation of the research

questions and hypotheses.

3.2. Research Methodology

This section delineates the classification and structure of the study following the aims of causal
research, which entails identifying cause and effect variables and exploring their relationship.
The study employs a quantitative explanatory approach, incorporating a mixed-method
quantitative and qualitative design that relies on a two-data collection technique - the
questionnaire, coupled with an appropriate quantitative analytical procedure. A mixed-method
quantitative design was chosen for its ability to address specific research questions effectively
(Creswell J. David and Creswell John W., 2017). The study aims to gather the opinions and
perceptions of remote workers in the IT industry. Qualitative research methods will be used to
achieve this, including interviews and literature review. The research will follow an
interpretivism philosophy, which means that it will try to understand participants' subjective
experiences and perceptions. Thematic analysis will be employed to identify patterns, themes,
and meanings within the data, making it possible to explore the research topic in a
comprehensive and systematic manner. One-to-one interviews will be conducted in an abstract

format without the potential to be expressed in a quantitative format. The gathered insights will
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provide valuable information for further analysis and decision-making. In addition, the study
combines descriptive, exploratory and evaluative research. The exploratory study investigates
the existence of work bullying and abuse in Agile organisations that seek to empower teams
through a survey. At the same time, the evaluative research tests the effectiveness of Agile
techniques in combating workplace bullying and fostering trust. The purpose of evaluative
research in business and management is to assess the efficiency of an organisational or business

strategy, policy, initiative or process, and a goal that aligns with the aims of this study.

This study investigates the relationship between Agile implementation, workplace bullying and
remote work environment exploitation. A literature review was conducted first, followed by a
survey to collect primary data. The interviews were conducted with 12 IT workers. The research
also aims to investigate the impact of implementing an Agile management mindset on
workplace bullying and abuse in the IT industry. The research objectives are to test hypotheses
H1, H2, H3, and H5.

The quantitative data for this study were collected using a survey method. The survey was
designed using Google Forms and distributed randomly using the LinkedIn platform to 200 IT
professionals with experience working as freelancers for companies around the world and who
lived or lived in the past in Hungary. The respondents answered without mentioning their names
or emails, and a consent form was created following confidentiality standards at the University
of Debrecen. There wasn’t any uncompleted questionnaire submission because the unfinished
survey won’t be saved. The sample size was determined by using the population size obtained
from LinkedIn, which included 904 accounts of people who work or previously worked in the
IT sector as software developers, software architects, or software testers. The survey was

offered in two languages, English and Hungarian, to maximise the response rate.

According to (Bell and Bryman, 2019), the most suitable way to investigate the existing
research and knowledge in an area is by doing a literature review. It directs the research and is
considered an appropriate way to improve the researcher's understanding of the topic and
concepts in the specified research area.

A literature review is suitable for investigating existing research and knowledge in a particular
area. Two types of scientific literature review were utilised: a narrative review and a systematic
review. The narrative review critically analysed the literature relevant to Agile HR practices,
workplace bullying, and exploitation. The systematic review, on the other hand, was used to

answer specific research questions by examining the methodology to identify, select, and

11



evaluate study results. This type of review is more suitable for quantitative research. (Bell and
Bryman, 2019)

The Scopus, ScienceDirect, and Google Scholar databases were utilised in the literature review.
The search used relevant keywords, including Agile E-HRM, HRIS, EHRM, Agile HR, Agile,
MCDM methods, workplace bullying, and uncertainty. The search was restricted to outcomes
connected to management and IT, as well as the twenty years from 2000 to 2021. The results
consisted of journals, books, and websites. The next step was to filter the relevance of the
candidate studies and professional articles published in the Agile community. All candidate
studies were systematically analysed to choose the studies that were most directly related to the
research topic.

After the literature review, a survey was designed to collect primary data for quantitative
analysis. The survey examined the relationship between employees' trust in the Agile mindset
built-in teams and the possibility of workplace bullying and exploitation in a remote working
environment. Later, 20 Questions were formulated for the qualitative interviews to get more
understanding; the final step will be evaluating and analysing the collected data and supporting

it with the previously reviewed literature.

In Figure 6, you can see how the variables are associated with the survey questions. Table 14
categorises the questions and shows how they relate to measuring the hypothesis. It also
identifies each question's dependent and independent variables and connects them directly to

the survey questions.

The author used the Smart-PLS model to analyse the data. The model effectively deals with the
high degree of multicollinearity present in the complex model that the author presented in
Figure 7. This is because the model can effectively analyse multiple variables affecting each
node using Partial Least Squares. The model is designed to evaluate the correlation between
five different variables. These variables are not isolated and are interrelated, with each variable
affecting the others in some way. The letters used in the model represent the different questions
asked to test each variable's value. By analysing the answers to these questions, we can identify
the strength and direction of the relationships between the variables. This information is critical

for making informed decisions and taking appropriate actions to achieve our goals.

12
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Figure 7 shows the preliminary research plan before applying SmartPLS. Later, two actual
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3.3. Population and Sampling

This study examines the workplace bullying of remote workers who are living in Europe,
specifically in Hungary and the Netherlands. Moreover, since freelancers are considered
independent contractors, most outsourced freelanced work contracts are not regulated by law
or monitored by governments or work champers. Unlike a typical office job because the labour
law directives did not affect the employment rights of independent contractors (self-employed)
and economically dependent workers (formally self-employed) (Gyulavari, 2014). (Tamas,
2009) reported the crises and the grey zone that exists in the labour law concerning self-

employment, where employees are not entitled to labour law protection.

The study sample was identified to include IT workers who specifically live in Hungary and
the Netherlands but work remotely for international companies worldwide. With the lack of
data, research or an official number of freelancers who work only in software development in
Hungary, the population number has been defined by the use of the popular social networking
service used for professional networking, LinkedIn. Using the following keywords: freelance
software developer, or freelance web developer, the results showed the same number of profiles
using both keywords (1500 accounts). It included people working or previously working as a
freelancer in software development. By skimming a sample of results that had 100 accounts,
many accounts were found to be included in the results, such as the IT consultants, researchers,
concept developers, and some other accounts that were not related. Using the Boolean Search
on LinkedIn (LinkedIn, 2021) to exclude unrelated accounts using NOT, by writing the
following: freelance software developer NOT consultant NOT manager NOT researcher, the

results were shrunk to 904 accounts representing the population of the PhD study.

The survey has been sent to 200 accounts using private messages on LinkedIn. The response
rate was 54.5%. The survey has been offered in two languages: English and Hungarian, the
number of Hungarian language respondents was 29, and 80 responses were in English. For most
academic studies involving individuals or organisations’ representatives, response rates of
approximately 50 per cent and 35 to 40 per cent, respectively, are reasonable. (Baruch and
Holtom, 2008)

Using sample calculations, the next step in the research is to find whether this sample is
representative and if there will be a need to share the survey with more people from the

population.

14



Data Analysis: The data collected from the survey were analysed using various statistical tools
to test the hypotheses. Correlation analysis was used for H1, H2, H3, and H5 to determine the
relationship between the variables. Data Analysis and Visualization were used to test H1, H2,
H4, and H5. For H3, chi-squared test, logistic regression analysis, and adjusted p-values using
Bonferroni, The Holm-Bonferroni, and The False Discovery Rate (FDR) correction were used
to determine the significance of the relationship between implementing Agile management and

workplace bullying and abuse.

For H5, correlation analysis, a chi-squared test, and a logistic regression analysis were used to
investigate whether better remote work regulations for freelancers would help reduce work
abuse by establishing the same standards as traditional office work.

Using a survey method allowed the researchers to collect data from a sample of IT professionals
with experience working as freelancers for worldwide companies but who are currently
residents in Hungary. The data were analysed using Excel and Python to test the hypotheses,
and the results were used to investigate the impact of implementing an Agile management

mindset on workplace bullying and abuse in the IT industry in Hungary and the Netherlands.

3.4. Qualitative Research Approach

Interviews: The one-to-one interview is a commonly used technique in qualitative research. It
is a valuable tool for gaining insight into people's perceptions and experiences. The interviewer
must possess the necessary skills and knowledge to conduct such an interview effectively
(Ryan, Coughlan and Cronin, 2009). This method is particularly useful during the exploratory
phase of research. Practical tips for preparing and conducting one-on-one qualitative interviews
were taken from (Stofer, 2019). The snowball sampling technique will be used to recruit
participants from the target population of migrants and freelancers working remotely in
Hungaray and The Netherlands. Snowball sampling is particularly useful for accessing hidden

or sensitive populations (Browne, 2005).

The informed consent form will be used to obtain ethical approval for the study, and the survey

questions will cover the following areas:
e Region of origin
o Age

e Languages spoken
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e Specialisation or field of work/study

o Perception of the work environment.

o Agile knowledge and experience working in Agile.

o Experiences of workplace bullying and discrimination, including examples
« Rules and regulations at the organisations.

The research findings will contribute to a better understanding of the challenges faced by
freelancers working remotely and provide insights into ways to improve their working

conditions and integration into society.

This study aims to examine the obstacles that remote freelancers encounter working in
international companies worldwide. The research will focus on their difficulties in finding job
opportunities and potential workplace bullying and discrimination. The participants in the study
are individuals who currently work or have worked in the IT industry as either full-time

employees or freelancers. The interviews were conducted over the course of 2023.

In addition, some freelancers have relocated to other EU countries and worked for global
organizations, making their insights valuable in comprehending the circumstances around
remote work and how workplace bullying can occur. As part of this study, you have been invited
to participate in an interview. The interview will last for approximately 60 minutes and cover
topics such as your background, work environment, experiences of workplace bullying and
discrimination, and their impact on your integration process. The interview will be conducted

by a researcher either online or in person, and the data collected will be kept confidential.

It's important to note that all interviews were conducted in a non-anonymous manner, but
without identifying the participants or their employers. This approach was taken to ensure that
participants could express their opinions on the topic without any concern for confidentiality.
As per the ISA ethical code, researchers are required to maintain the confidentiality of personal
information sources unless participants have given permission or expressed a desire to be
acknowledged, as outlined in (Alasuutari, Brannen and Bickman, 2008). Before participating

in the research, participants received a consent form.

Interview Structure: According to (Doody and Noonan, 2013; Jain, 2021), semi-structured
interviews are an appropriate method for collecting data in exploratory research. This approach
provides a comprehensive understanding of the research subject within a structured

questionnaire framework while allowing for the collection of detailed information pertinent to
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research questions. It also allows researchers to modify questions based on respondents'
answers to ensure clarity. (Brew, 2007) adds that the autonomy of researchers in making these
decisions is a key aspect of academic freedom. (Holmboe, 2018) emphasises the value of

academic freedom in this context, particularly in discussing sensitive topics.

Data Analysis: Thematic analysis is used, which is a popular qualitative data analysis method
that enables researchers to identify patterns, themes, and meanings within textual data. The key

steps in thematic analysis include several stages:

1. Researchers gain a comprehensive understanding of the content through repeated

readings.

2. Researchers systematically identify and label relevant data segments, capturing key

concepts, ideas, and phenomena.

3. Codes are grouped together based on similarities and differences, leading to the

identification of overarching themes that represent patterns within the data.
4. Themes are refined iteratively to capture accurate data content and meaning.

5. Themes are clearly defined and labeled, meaningfully representing the data and its

underlying patterns.

6. The thematic analysis findings are synthesised and interpreted to highlight the themes'

significance in relation to research.

Thematic analysis is a methodical and adaptable approach to examining qualitative data. It
enables researchers to uncover intricate relationships, perspectives, and insights. In this study,
we will utilise thematic analysis to delve into participants' experiences, perceptions, and
interactions regarding Agile practices and workplace bullying in remote working environments.
This will provide valuable insights into the dynamics of these phenomena. (Castleberry and
Nolen, 2018)

The interviewees' responses will be also evaluated with the assistance of Voyant Tools, a
powerful web-based software application utilised for performing text analysis. It is an open-
source software offering user-friendly tools for visualising and analysing text data (Sampsel,
2018). Its efficacy in the arena of scientific information analysis has been demonstrated in the
appraisal of a corpus of articles from open-access journals, where it was used to identify
dominant research fields and discourse themes (Kairaityté-Uzupé, Ramanauskaité and

Rudzionis, 2023). This software allows users to upload text documents or web pages and
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perform various types of analyses, such as word frequency, topic modelling, and sentiment
analysis. Voyant Tools is free and open source, meaning its source code is publicly available
for others to use and modify (Hetenyi, Dr. Lengyel and Dr. Szilasi, 2019).

Cyruss tool will be used to showcase qualitative data in quantitative terms. This tool generates
word clouds that place the most frequently used words in the centre and in the largest size. The
"Stop word" function can exclude certain words or define the maximum amount of words to be

retrieved from the corpus.

Furthermore, the interviewees' responses will be analysed using content analysis (Schilling,
2006). This method will enable the researcher to thoroughly assess the content of the interviews,
identify themes and sub-themes, and validate the findings of the quantitative analysis. It will
also help develop new theories and provide in-depth reasoning for workplace bullying

encountered by remote IT workers.
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4. CONCLUSION AND RECOMMENDATIONS

The research discusses the impact of Agile methodologies on trust among team members and
between employees and management. It also addresses the challenges of remote work and the
prevalence of workplace bullying among freelance remote workers. Additionally, the role of
leadership and management in fostering trust and mitigating bullying is highlighted. The
research concludes with practical recommendations for organisations, such as embracing Agile
practices, training leaders to manage remote teams, and implementing transparent anti-bullying
policies. Lastly, the research addresses a significant research gap in the literature by examining
the relationship between Agile implementation and workplace bullying, filling a crucial void in

previous studies.

The conclusion section of this research paper examines the outcomes of quantitative and
qualitative analysis. The first was done through a survey conducted on freelance remote workers
in the information technology (IT) industry. The second outcome was qualitative analysis.
Twelve interviews were conducted with remote workers who are working remotely in IT. The
results explained the quantitative numbers and provided insights into the challenges of working

remotely and the role of Agile management in overcoming these challenges.

4.1. Research Results and Their Explanation:

H1 Implementing Agile and Trust: The study's quantitative results were by testing the
hierarchical hypothesis using SmartPIs p = 0.003 and using regression and correlation analysis
p = 0.0258. r = 0.326 supports hypothesis H1 that incorporating an Agile mindset can enhance
employee trust and decrease workplace bullying and abuse. Moreover, the qualitative analysis
of the interviews reveals that remote working environments may create communication
challenges and power imbalances, affecting trust levels among team members. In a mature
Agile environment, having a designated scrum master is unnecessary, indicating high trust.
However, timeline pressure still exists and increases in a highly trusting environment, and trust
issues arise when performance is lower than expected. Lastly, trust is a real issue in a non-agile
environment, as promises are made without any actions. These findings align with the
conclusions of other studies. For instance, (Ram* and Vijayakumar, 2019) found that Agile
adoption positively impacts trust, knowledge sharing, and collaboration in IT organisations.
Similarly, a study conducted in Ireland by (McHugh, Conboy and Lang, 2011) revealed that

three of the five Agile practices, namely daily stand-up, iteration in sprint planning, and team

19



retrospectives, contribute to building trust. Additionally, (McHugh, Conboy and Lang, 2012)
reported that Agile could increase trust among team members by providing them with autonomy

and responsibility.

Agile Implementation and Scaling: The survey results on Agile implementation showed that
a significant percentage of respondents, 78%, had either worked or were working in an Agile
environment, and 30% of those respondents reported that Agile mindset and tools were being
used in departments other than software development. Although implementing Agile in the
whole organisation is relatively new, there is a movement to expand it to other departments,
including HR and marketing (Bjerni and Haugen, 2019). (Moran, 2015) states that the need for
change and adoption of Agile is essential to overcome challenges to existing structures,
hierarchies, people, culture, and processes. (Denning, 2018) Since Agile's initiation in 2001,
the core concept has evolved, and the entire organisation needs to embrace the Agile mindset
for successful implementation. Finally, (DeFauw, 2012) suggests that cross-department
coordination is essential for successful Agile implementation, and Agile methods can be
successfully implemented in marketing departments. On the other hand, to facilitate the
expansion of Agile in their organisation, HR Managers can refer to a proposed model by
(Choudhary and Pandita, 2022), which outlines the necessary implementation steps. Identifying
an Agile attitude, client prioritisation, and employee engagement were the most crucial aspects
of Agile HR.

H2 Workplace Bullying and Trust: This study has found that organisations with higher levels
of trust experience fewer instances of workplace bullying and abuse. This has been tested by
Hypothesis 2 and resulted in significant results of p = 0.00001 and r = -0.498 in the regression
and correlation analysis for the quantitative part. Moreover, the qualitative analysis of the
interviews delves into the correlation between trust and workplace bullying. It underscores that
a lack of trust and instances of bullying can foster a toxic work environment, impeding
collaboration and productivity. Conversely, a culture of trust promotes employee well-being,
professional development, and respect, acting as a deterrent to bullying and abuse. However,
it's crucial to note that trust alone cannot ensure a safe and respectful workplace. Proactive

measures to address misconduct are essential in preventing workplace bullying and abuse.

This finding is consistent with previous research, such as (Cranwell-Ward and Abbey, 2005)
study, which also found a link between stress and workplace mistreatment. (Elsayed-El and

Abdelwahid, 2020) study also supports this, as they found a positive relationship between
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authentic leadership behaviours and workplace trust. (Hoel et al., 2009) study supports this
hypothesis by highlighting the negative consequences of traditional management styles in IT
organisations, including workplace bullying and declining employee trust. This reinforces the

idea that organisational trust is crucial in mitigating negative workplace behaviours.

Similarly, (Bartlett and Bartlett, 2011; Harrington, Rayner and Warren, 2012; Feijo et al., 2019)
studies emphasise the importance of organisational factors and HRD interventions, such as
cultivating a culture of trust, in preventing workplace bullying. Although they do not directly
cite the relationship with organisational trust, the emphasis on creating a trusting organisational
environment aligns with the hypothesis result. Overall, this study's findings contribute to a
growing body of evidence supporting the critical role of organisational trust in mitigating

workplace bullying and abuse.

The Challenge of Adopting Agile and Build Trust: The investigation has revealed that
implementing Agile and establishing trust in an organisation necessitates substantial exertion
from the developers' viewpoint. The observation is in line with (Durbin and Niederman, 2021)
assertion that impediments encountered during the implementation of Agile, such as when
implementing at different organisational levels, and Agile approaches may contradict current
customs, norms, and policies. Such hindrances are not always deemed advantageous.
Nevertheless, firms devoted to the process are more prone to achieving triumph in their Agile

transformation.

H3 Agile Implementation and Work Bullying: The analysis of Hypothesis 3, which states
that implementing an Agile mindset will decrease workplace bullying and abuse, was conducted
using SmartPLS. The results showed a significant finding with p = 0.000. This finding was
further supported by another regression test, which resulted in a significant finding with p =
0.01, confirming the acceptance of the hypothesis. The evidence suggests that adopting Agile

methods can contribute to a reduction in workplace bullying and abuse.

The observed moderate negative correlation between the implementation of Agile methods and
workplace bullying implies that as Agile practices increase, incidents of workplace bullying
decrease. This aligns coherently with the preceding logical discourse and is substantiated by
the findings outlined in Chapter 3.5. Moreover, the qualitative analysis of the
interviews explores the relationship between Agile implementation and workplace bullying.
The quantitative data indicates that Agile implementation can effectively reduce instances of

workplace bullying. This finding is further supported by the qualitative analysis. Interviewees
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working in a mature Agile environment reported no instances of bullying. They highlighted the
balanced focus on delivered value, open communication, transparency, and using Scrum. In
contrast, non-agile environments were found to harbour various forms of workplace bullying,
including discrimination. The research underscores the importance of fostering a culture of trust

and accountability to prevent abuse and create a safe working atmosphere.

Finally, it also indicated that although Agile was implemented in some organisations, they
expressed issues implementing it, such as every team member applying Agile differently.

Creating an immature Agile environment where bullying occurred.

Drawing upon the works of (Agile people, 2021; Junita, 2021; Al Jafa, Jihad and Varallyai,
2022), a theoretical connection is established between Agile principles and Agile HR.
Additionally, (Perminova, Gustafsson and Wikstrom, 2008), contribute by connecting Agile
methods with the reduction of uncertainty. Further, (Fox and Cowan, 2015; Akkaya and
Bagienska, 2022) establish a link between Agile HR and workplace bullying. Finally, (Hiibler

et al., 2000) connect uncertainty directly with workplace bullying.

In conclusion, Agile principles exhibit a logical theoretical connection in mitigating factors that
contribute to workplace bullying, utilising the two mediators, uncertainty and Agile HR. Figure
5, derived from the literature review, unveils these mediators as the conceptual links connecting
Agile principles with workplace bullying. It appears that there has been limited research on the
potential correlation between Agile and workplace bullying, and the direct relationship between
Agile and workplace bullying has not been extensively explored. However, by considering
mediator factors such as Agile HR and uncertainty, the theoretical foundations supporting
Hypothesis 3 are logically established. This highlights the importance of the current research in

shedding light on these complex relationships.

H4 Workplace Bullying and Working Conditions: The survey results indicate that workplace
bullying is a pervasive issue, with a high proportion of freelancers (83.5%) reporting
experiencing bullying frequently. This prevalence rate emphasises the need for effective
interventions to address the issue in the workplace. Nevertheless, it is still less than the 95% of
remote workers in India reported by (Rai and Upasna, 2016). Moreover, the qualitative analysis
of the interviews discusses the advantages and disadvantages of remote work, including
challenges such as lack of promotion opportunities, isolation, and communication barriers. It
recommends a hybrid approach to balance visibility and flexibility and suggests finding ways

to showcase contributions to avoid being overlooked for promotions. Communication
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challenges such as language and cultural barriers can be addressed through video calls and
English-speaking rules in international companies. This result aligns with the findings of
previous studies in different regions. For instance, the qualitative study by (Noronha and
D’cruz, 2018), examined workplace bullying among freelance workers using the Upwork
platform. The study reported a positive correlation between workplace bullying and non-
standard employment and found that workplace bullying is expected in the online labour market
in India. Similarly, (Rai and Upasha, 2016) reported that workplace bullying is a global
phenomenon, with 95% of employees reporting being subjected to bullying behaviours. These
previous findings support the current study's results and indicate that workplace bullying is a
widespread problem that affects freelancer employees globally, regardless of their job status or

industry. A significant problem that requires attention.

The study investigated the link between workplace bullying and five factors: unpaid overtime,
micromanagement pressure, threats of termination and payment cuts, promises of fake benefits,
and discrimination. The results showed that 74% of freelance remote workers experienced
workplace bullying due to unpaid overtime, followed by 52% due to micromanagement
pressure. Threats of termination and payment cuts were reported by 22% of workers, while 41%
reported being promised fake benefits. Additionally, 30% of the workers stated that they had

faced discrimination.

These findings emphasise the importance of employers taking action to create inclusive and
equitable work environments. Specifically, employers should implement anti-discrimination
policies and provide diversity and inclusion training to their employees. While previous studies
identified factors contributing to workplace bullying, this study collected these factors from the
literature review and included them in the distributed survey. These factors are mandatory or
unpaid overtime, micromanagement pressures (Hoel, Zapf and Cooper, 2002), threatening

termination and payment cuts (McAvoy and Murtagh, 2003).

(Lee, 2000) indicated that remote workers who experienced promises of fake benefits, reduced
payment by penalty, or a denied pay raise were at an increased risk of workplace exploitation.
Additionally, discrimination against remote workers was reported by (Pietersen, 2007), All

these studies highlighted the need for further research in these areas.

Overall, this study highlights the prevalence of workplace bullying among freelance remote

workers and the need for employers to address this issue.

23



Hypothesis 4 (H4) posited a relationship between working conditions and work abuse. The
analysis focused on project- and hourly-based freelancers. The results of the analysis indicate
that project-based freelancers reported a bullying rate of 82%. In comparison, hourly-based
freelancers reported an 84% bullying rate, resulting in a total bullying rate of 83.5%. Contrary
to expectations, the analysis revealed no statistically significant difference between the two
groups. However, more findings were tested in the qualitative analysis. Remote work poses
unique communication challenges and potential exploitation compared to traditional office
settings. The evidence suggests that remote workers may experience isolation, unfair treatment,
and difficulties in showcasing their value to the organisation. Communication challenges, such
as language and cultural barriers, can lead to misunderstandings and misinterpretations and
exacerbate performance issues. Additionally, the qualitative data suggests that there may be
differences in the severity of workplace bullying and exploitation between project-based and
hourly freelance remote workers. Therefore, the hypothesis that remote work poses distinct
challenges for communication and potential exploitation can be accepted.

This outcome matches with the observations made by (Hoel, Zapf and Cooper, 2002), who
noted a higher susceptibility to workplace bullying among male part-time workers compared to
their full-time counterparts. Another research by (Ortega et al., 2009) supports the idea that the
type of work can significantly influence workplace bullying. Ortega found that unskilled
workers and those in male-dominated or client-facing roles face a higher risk of being subjected
to workplace bullying. Consequently, these findings suggest that the nature of work and the

gender ratio within specific roles are substantial risk factors in the onset of workplace bullying.

Considering these qualitative findings, it appears that there are indeed distinct communication
challenges and potential work abuse in remote work compared to traditional office settings.
Moreover, the qualitative data suggests that there might indeed be differences in the severity of

workplace bullying and exploitation between project-based and hourly freelance workers.
Based on the provided qualitative results, the hypothesis can be accepted because:
- Remote work does pose distinct challenges for communication and potential exploitation.

- There seems to be evidence of differences in the severity of workplace bullying and

exploitation between different types of remote workers.

To sum up, the study's findings Accept the suggested link between work conditions and work

abuse in the context of freelance projects versus traditional hourly office settings. The results
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offer valuable insights into the complex dynamics of work abuse in different working
conditions, questioning assumptions and calling for further investigation, particularly in light
of the observed trends by other working conditions identified by (Hoel, Zapf and Cooper, 2002)
and (Ortega et al., 2009).

H5 Freelancers Working Rights: Hypothesis 5 compares satisfaction with the legal rights
recommendation by comparing the working conditions with on-site workers and the existence
of sufficient measures to prevent workplace bullying. At the time of this study, Remote workers
and Freelancers lack the same rights and protections as traditional employees. The European
Union lacks specific regulations to protect their interests, putting them at risk of exploitation as
shown in Chapter 3.7. Policymakers must address these gaps and establish comprehensive
protections. SmartPLS found a p-value of 0.000, supporting the data analysis that 82.5% of
respondents supported enhanced legal rights. Remote workers demand equitable rights and fair

contracts.

The acceptance of Hypothesis H5 aligns with previous studies conducted by various
researchers, highlighting the lack of legal protection for freelancers. (Sundalangi, 2018) and
(M. Muhsin, 2021) both emphasise the absence of clear regulations and employer
responsibilities, exposing freelancers to potential exploitation. However, (M. Muhsin, 2021)
also points to recent legislation in Indonesia as a model for a clearer legal framework that
Europe could adopt. (Merkel, 2019) and (Wynn, 2015) discuss the potential for collective self-
help and organisation among freelancers, with co-working spaces and freelance unions offering
support and protection. Collectively, these studies convey the nuanced nature of legal protection
for freelancers, acknowledging challenges while also identifying opportunities for

improvement and empowerment within the freelance community.

The Hypothesis also suggest that remote workers want remote work legal rights to be improved
to protect them as regular employee work to reduce workplace bullying. The study found a
significant correlation (r = 0.43) between the number of experiences of workplace bullying and
the likelihood of recommending better legal rights for remote workers. This correlation
indicates a positive relationship between workplace bullying and the need for better legal rights
for remote workers. Both the regression analysis and SmartPLS results identified workplace

bullying as a significant predictor for recommending better legal rights for remote workers.

The study also found that 68% of freelancers perform unpaid trials and share their ideas without

receiving any compensation. This practice may be considered a form of exploitation of
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freelancers, who are often left unprotected without a proper contract. Freelancers may be more
vulnerable to workplace bullying, as shown by previous studies, with Indian freelancers
experiencing emotional abuse in online labour markets (Noronha and D’cruz, 2018). However,
workplace bullying is a widespread issue that requires attention across all employment types
(NOTELAERS et al., 2011). The idea of exploitation, as defined by (Andrejevic, 2010), refers
to the act of taking advantage of workers by making them work without pay, under compulsion,
and in alienating conditions. Even the most trustworthy platforms can be used to bypass
employment regulations, putting workers at risk and increasing uncertainty (Aloisi, 2015).
However, countries are moving to improve this, the Freelance Isn't Free Act implemented in
New York City, as mentioned by by (Gounardes, 2022), is a significant step towards protecting
freelancers. This law mandates all companies that hire freelancers, regardless of location, to
provide written contracts and ensure timely payments, promoting fair treatment and

safeguarding the rights of freelancers who are vulnerable to exploitation.

Moreover, the qualitative analysis of the interviews discusses the issue of workplace bullying
and abuse among remote workers. Half of the interviewees expressed concern about inadequate
company regulations to protect their rights and prevent them from being bullied. The
importance of having clear and transparent bullying policies, tracking incidents, and taking
disciplinary action to address inappropriate behaviour is emphasized. Raising awareness within
the organisation is suggested as a way to address and prevent workplace bullying and abuse.
Despite efforts to address the issue with management, bullying persists in some cases, further

exacerbating the sense of isolation and frustration among remote workers.

4.2. Summary

Several hypothesis tests were conducted to investigate the research questions. Correlation
analysis was performed to test hypotheses H1, H2, H3, and H5, while data analysis and
visualisation were used to examine hypotheses H1, H2, H4, and H5. Moreover, a chi-squared
test and regression analysis were conducted to test hypotheses H3 and H5. The results of these
tests provide insights into the relationships between the variables under investigation. Using
hypothesis tests allowed this research to draw conclusions about their findings' statistical
significance and evaluate their hypotheses' validity. It is typical to determine if there is a
significant correlation between two categorical variables using the chi-squared test of
independence. On the other hand, correlation analysis measures the strength and direction of

the link between two continuous variables, and regression analysis investigates the effect of one
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or more predictor variables on a dependent variable. Furthermore, using qualitative tests
allowed this research to draw conclusions and recommendations supporting the statistical data
collected in the quantitative test. The findings are depicted in Figure 21, indicating the
acceptance or rejection of each hypothesis, along with the direction of the relationship between
the two variables. These hypotheses were previously explained in chapters 6.1 to 6.6,
Additionally, a summary of all the statistical results and conclusions drawn from each

hypothesis can be found in Table 10.

Workplace
Trust level H2 p He
bullying
! T
= o e
| |
Agile Working :
implementation — Conditions —H— Work rights

Figure 5: Final Hypothesises test results

Source: own editing based on survey data, 2023.
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Table 1 Summary of the Hypothesis Test Results

Hypothesis | Significance | Significance Result Explanation
Hypothesis | (Regression,
Testing correlation)

H1: Agile p = 0.0258 Accepted | Implementing Agile in IT

Implementat r=0.326 organisations will increase

ion -> Trust employee trust.

Level p =0.003

H2: Trust | N/A p = 0.00001 Accepted | Increased organisational

Level -> Work [ = -0.498 trust levels result in lower

Abuse workplace bullying and

abuse incidences.

H3: Agile | p=0.000 p=0.01 Accepted | Implementing an  Agile

Implementat OR=25 methods  will  decrease

ion -> Work workplace bullying and

Abuse abuse.

H4: Working | N/A project-based: | Accepted | Link was found between

Conditions -> 82%  Bullied work conditions and work

Work Abuse hourly-based: abuse in the context of
84% Bullied freelance projects versus
835%  Total traditional hourly office
Bullied settings.

H5:  Work | p=0.000 82.5% Accepted | Remote workers are

Rights  -> recommended advocating for having equal

Working this rights with office workers.

Conditions p-value = 0.001 Better ~ remote  work
r=043 regulations for freelancers

would help reduce work

abuse.
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The findings suggest that implementing Agile principles and building trust within organisations
require a cultural shift, strong leadership, and significant time and effort. However, the benefits
can be significant, including increased productivity, better collaboration, and faster response to
changing requirements. Employers who commit to the process and invest in the necessary

resources and support are likelier to succeed in their Agile transformation.

4.3. Research Recommendations

The trends shown in the quantitative analysis, along with the qualitative analysis and the
analysis of literature review, provided insights to form the recommendations. These
recommendations can be used to manage remote workers, support employees best, and prevent
workplace bullying and abuse. In the quantitative analysis, Trust in organisations has proven
again to be an essential factor. Agile were linked positively with increasing trust and lower
workplace bullying, considering it as the best way to build and maintain trust; then more
questions were raised about which type of management method is the best to build a work
environment and let employees on-site and remotely feel supportive where they feel
comfortable reporting incidents of bullying or abuse, the answer came from the qualitative
analysis and finding thematic answered this by proposing Agile management as a practice to
implement this. Ensuring transparency and efficient communication where a culture of respect
and collaboration exists, where all team members are treated with dignity and fairness.
Companies should consider incorporating Agile practices into their building process to create

an environment that encourages collaboration and empowers employees.
Recommendations to Address Workplace Bullying and Trust Issues

1. Implement Clear and Transparent Anti-Bullying Policies.
- Develop Comprehensive Policies: Ensure that clear, comprehensive, and transparent anti-
bullying policies are in place. These should define what constitutes bullying and provide clear

procedures for reporting and addressing it.

- Anonymous Reporting Mechanisms: Implement mechanisms for anonymous reporting to
encourage employees to speak up without fear of retaliation. For example, interviewees

highlighted the importance of anonymous reporting in preventing bullying.

2. Foster a Culture of Trust and Open Communication.
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- Regular Feedback and Communication: Encourage regular, structured communication,
such as daily stand-up meetings in Agile environments, to maintain transparency and trust. As

seen in the interviews, daily scrum meetings were effective in fostering trust.

- Promote Open Dialogue: Create a culture where employees feel safe to voice their concerns.
This includes promoting open dialogue between employees and management and ensuring that
feedback is taken seriously and acted upon.

3. Address Managerial Misconduct and Power Imbalances.

- Training for Managers: Provide training for managers on how to manage teams effectively,
especially in remote and hybrid environments. This includes training on cultural sensitivity,
communication, and conflict resolution. Train managers to support remote employees, address
motivation issues, and actively monitor for signs of workplace bullying. Interviews indicated a
lack of managerial support, which resulted in low morale (e.g., "Lack of motivation is why ’'m

searching for another job now").

- Regular Assessments and Feedback: Conduct regular assessments of managers to ensure
they are supporting their teams appropriately. Avoid relying solely on one-to-one assessments,
as suggested by interviewee 7. Managers should be equipped to provide feedback, recognise
achievements, and create a supportive environment that mitigates the risk of burnout and

dissatisfaction.

4. Apply or enhance Agile Implementation.
- Ensure Maturity of Agile Practices: Ensure that Agile practices are mature and well-
implemented. This includes having regular sprints, daily scrum meetings, and a culture of

constructive feedback.

- Role Flexibility: In mature Agile environments, roles such as Scrum Master can be flexible
and taken on by different team members, as interviewees 11 and 7 noted. This flexibility can

contribute to higher levels of trust and self-accountability.

- Implement Agile Methodologies to Increase Employee Trust and Reduce Workplace
Bullying: Adopt Agile management practices to create a supportive work environment that

promotes trust, reduces workplace bullying, and supports remote workers.

Agile principles, like transparency, team empowerment, and regular feedback, create a culture
of respect and collaboration. These principles empower individuals, promote self-organising

teams, and reduce micromanagement—a common form of workplace bullying. Seven
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interviewees, including 2, 5, 6, 7, 9,10 and 11, highlighted the benefits of Agile. The positive
attributes of the Agile environment include a strong focus on teamwork, remote work
flexibility, a "chill" and goal-oriented work culture, a sense of camaraderie within the team, and
strict policies against workplace bullying and discrimination. By implementing these practices,
organisations can create an environment where employees feel valued and respected, reducing
the likelihood of bullying. Ensuring transparency and efficient communication fosters a culture
of respect and collaboration, where all team members are treated with dignity and fairness.
Building companies should consider incorporating Agile practices into their process to
encourage collaboration and empower employees. Evidence from the interviews showed that
Agile environments reduced workplace bullying and promoted employee trust.

5. Hybrid Work Model.

- Balance On-site and Remote Work: Adopt a hybrid work model that balances remote and
on-site work benefits. This can help mitigate the isolation and communication challenges
associated with fully remote work.

- Visibility of Efforts: Ensure that remote workers’ efforts are visible and recognised. This can

be achieved through regular updates, team meetings, and performance reviews.

6. Addressing Language and Cultural Barriers.
- Language Training and Support: Provide language training and support to help non-native

speakers communicate more effectively.

- Cultural Sensitivity Training: Offer cultural sensitivity training to all employees to reduce

misunderstandings and foster a more inclusive work environment.

7. Tracking and Accountability.
- Incident Tracking: Establish a system to track reported incidents of bullying and other

misconduct. Regularly review and address these incidents to ensure accountability.

- Disciplinary Actions: Take appropriate disciplinary actions against repeat offenders to

maintain a safe and respectful workplace environment.

8. Raising Awareness and Education.
- Awareness Campaigns: Conduct regular awareness campaigns about workplace bullying, its
effects, and how to report it. This should be part of the company’s ongoing efforts to prevent

bullying and abuse.
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- Employee Training: Provide training to all employees on recognising and responding to

bullying. This can empower employees to take action when they witness or experience bullying.
9. Fair Agreements and Trust Building with remote workers and freelancers.

Provide fair agreements and avoid requesting free trials without proper contracts or
reimbursement. Ensuring transparent and equitable contract terms can improve trust and reduce
stress among freelancers, thereby lowering the risk of workplace bullying, as was supported in
the quantitative analysis. Interviewee #12 noted, “All the promises made were fake, and nothing
was actually resolved.” This highlights the need for transparency and fair treatment in contract
terms. Along with many other interviewees who raised this issue, Trust issues and unfair

treatment were common themes in the qualitative data.

By addressing these areas, organisations can create a more supportive and trustful work
environment, whether operating in Agile or non-Agile settings, and effectively mitigate

workplace bullying.

4.4. Research Limitations

Although the research has successfully achieved its objectives and addressed the research

questions, it is not without limitations. Her

o Sample Diversity- Demographic and Industry Representation: The interviewees'
diversity in demographics, industry sectors, and geographic locations is not specified.
This lack of diversity might limit the applicability of the findings across different
contexts. the study focused on a single manufacturing sector, IT companies, and only
considered freelance software developers, excluding consultants, managers, or
researchers. Therefore, future studies could expand the scope of the investigation to
different working sectors such as marketing, advertisement, or education. Conducting a
comparative study between different industrial sectors could provide insights into the
impact of implementing Agile on workplace bullying since this relationship requires

further investigation.

o Scope of Analysis - Emphasis on Remote Work: The study primarily focuses on the
challenges of remote work, which might overshadow other important aspects of

workplace dynamics in hybrid or on-site settings.
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e Temporal Factors - Timing of Data Collection: The data collection period might
influence the findings. For instance, remote work dynamics could differ significantly

pre- and post-pandemic, and these temporal factors are not explicitly addressed.

o Context-Specific Findings- Organizational and Cultural Specificity: Findings from
specific organisations or cultural contexts may not universally apply. Different
organisational cultures and regional cultural norms can significantly influence the

phenomena of trust and bullying.

e Lack of Longitudinal Data - Short-Term Perspective: The research appears to be
cross-sectional, providing a snapshot in time rather than examining changes and
developments over a longer period. Longitudinal studies could offer more insights into

the dynamics of trust and workplace bullying.

Finally, it would be valuable to investigate the synergistic effect of other management practices,
such as lean management and its tools, on workplace culture, specifically workplace bullying.
Such research could provide a more nuanced understanding of workplace bullying and ways to

mitigate it effectively.
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5. MAIN CONCLUSION AND NOVEL FINDINGS

The research provides main conclusions and novel findings on the impact of Agile
methodologies and remote work settings on trust and workplace bullying. It highlights the
positive influence of Agile practices on trust, the challenges and dynamics of remote work, the
role of leadership in fostering trust and mitigating bullying, and practical recommendations for
organisations. The research also offers comparative insights on trust in Agile versus non-Agile
environments, a new understanding of remote work's effect on workplace bullying, qualitative
depth of personal experiences, identification of trust-building practices in Agile teams, and
context-specific bullying mechanisms. The importance of informal interactions in remote work
is also emphasised. These insights are valuable for organisations aiming to enhance trust,
prevent workplace bullying, and foster a positive work environment. To our knowledge, this

relationship has not been tested before.

5.1. Main Conclusions
1. Impact of Agile Methodologies on Trust:

o Agile methodologies significantly enhance trust among team members and between
employees and management. Agile practices, such as regular communication through daily
stand-ups and retrospectives, promote transparency, collaboration, and a sense of shared

purpose, which are crucial for building and maintaining trust.
2. Challenges of Remote Work:

o Remote work presents unique challenges that can both foster and hinder trust. While remote
work can increase flexibility and autonomy, it can also lead to communication barriers

and feelings of isolation. These factors can negatively impact trust if not properly managed.
3. Workplace Bullying in Different Settings:

o The prevalence of workplace bullying among freelance remote workers is a significant
concern, with a high proportion of respondents reporting frequent incidents of bullying.
One element that allows workplace bullying is insufficient legal protection for remote
freelance workers. This research surveyed remote IT workers living in Hungary and the
Netherlands but working in international companies worldwide. It found a high
percentage of work bullying and workers facing workplace bullying and demanding

better work rights, similar to regular employees with better contracts and
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benefits. This highlights the necessity for more investigation to address the issue in the
workplace. Our data analysis further reveals thatunpaid overtime and
micromanagement pressure are the most common forms of workplace bullying

experienced by freelancers working in companies worldwide.

o The study reveals that workplace bullying manifests differently in Agile versus non-agile
and remote versus on-site environments. Agile environments tend to have lower
instances of bullying due to the emphasis on teamwork and open communication.
However, remote work can sometimes exacerbate bullying due to the lack of face-to-face

interactions and the potential for miscommunication.
4. Role of Leadership and Management:

« Effective leadership and management practices are critical in fostering trust and mitigating
bullying. Leaders demonstrating transparency, empathy, and consistent communication can

significantly enhance team trust and reduce bullying incidents.
5. Practical Recommendations for Organizations:

e Organisations should embrace Agile practices to cultivate a culture of trust and
collaboration. For remote teams, holding regular virtual meetings and creating opportunities
for informal interactions can help maintain trust and receive direct feedback. In addition,
organisations should provide training for leaders to manage remote teams and proactively
address bullying effectively. Implementing clear and transparent anti-bullying policies is
essential. Hybrid work has been suggested as a solution that allows companies to leverage

the benefits of both remote and on-site work.

Research Gap: This study is the first to investigate the relationship between Agile
implementation and workplace bullying. Previous studies have shown a negative relationship
between trust and workplace bullying. Additionally, a positive relationship between stress,
uncertainty, and workplace bullying has been established. However, no direct research
has been previously conducted to link the Agile mindset, which involves iterations to deal with
uncertainty and has principles to empower individuals and build trust. Therefore, this research

fills a crucial gap in the literature that has not been studied before.

5.2. Novel Findings

1. Comparative Insights on Trust:
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The research provides novel comparative insights into how trust is built and maintained in
Agile versus non-agile environments, highlighting the specific practices and principles that
make Agile methodologies particularly effective in fostering trust. The results show a
moderately negative relationship between Trust and workplace bullying and a
negative relationship between trust and discrimination levels. Implementing Agile
principles and building trust within organisations requires a cultural shift, strong leadership,
and significant resources and effort. However, the benefits can be substantial, including

better communication, better collaboration, and a faster response to changing requirements.
Remote Work and Bullying Dynamics:

The study offers a new understanding of how remote work affects workplace bullying,
identifying specific factors that can either mitigate or exacerbate bullying in a remote
setting. Thisadds a new dimension to the existing literature on workplace bullying,
which traditionally focuses on on-site environments. The novelty of this research is that it
offers a solution for remote working communication and cultural challenges by
suggesting Agile and, more specifically, scrum event to prevent silos and improve the work

culture, build trust, and prevent workplace bullying.

Additionally, many respondents reported performing unpaid trials and sharing their ideas
without compensation, which can be considered a form of exploitation. The research
provides insights into how unethical unpaid crowdsourcing practices can be used as an early

indicator of workplace bullying and exploitation for freelancers.
Quialitative Depth of Personal Experiences:

The research captures employees' experiences and perceptions of trust and bullying through
in-depth interviews. This qualitative data provides a richer, more nuanced understanding of

these issues, which is often missing from quantitative studies.
Identification of Trust-Building Practices in Agile Teams:

The research shows that trust levels are higher in companies fully adopting Agile, which
aligns with previous studies. However, The research identifies specific Agile practices, such
as regular retrospectives and collaborative planning sessions, that are particularly effective
in building trust in remote working settings. This finding is novel in highlighting actionable

practices that can be adopted by organisations to enhance trust.

Context-Specific Bullying Mechanisms:
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e By exploring the mechanisms through which bullying occurs in different organisational
contexts, the study offers new perspectives on preventing and addressing bullying. For
example, it identifies how the lack of face-to-face interaction in remote work can lead to

misunderstandings and conflicts that may escalate into bullying.
6. Role of Informal Interactions in Remote Work:

e The research highlights the importance of informal interactions in maintaining trust in
remote teams. Creating virtual spaces for casual conversations can help mitigate the

isolation and communication barriers that remote work can bring.
7. The Role of Management support and regulations:

 Itsheds light on the rights and regulations for freelancers and remote workers. It emphasises
the need for further studies to improve companies’ regulations in order to prevent workplace
bullying and protect workers. The study analysed the freelance and remote work market in
Europe. The results align with other researchers' findings regarding trust and workplace
bullying. It is essential for companies to create and implement clear and transparent anti-

bullying policies and to comply with country regulations.
Conclusion

The main conclusions and novel findings of this research provide a comprehensive
understanding of how trust and workplace bullying are influenced by Agile methodologies and
remote work settings. These insights are valuable for organisations seeking to foster a positive
work environment, enhance trust among employees, and effectively address and prevent
workplace bullying. The research underscores the importance of Agile practices, effective

leadership, and proactive measures in creating a culture of trust and preventing bullying.
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SUMMARY

This research can be categorised as a descriptive or analytical study because it attempts to
investigate a link between Agile implementation, trust, working conditions and workplace
bullying and explore remote workers' satisfaction with their current legal rights. Additionally,
it assumed a positive relationship existed between experiencing workplace bullying and
recommending a better legal right, then empirically tested the relationship. Six chapters make

up the dissertation.

Overall, the study emphasises the importance of addressing workplace bullying and
promoting trust among employees, particularly remote workers. The results suggest that
trust levels are higher in companies that have fully adopted Agile, associated with lower

workplace bullying and abuse incidences.

Additionally, the study identifies the negative impact of workplace bullying on freelance remote
workers. It highlights the need to enhance and promote remote work as a legitimate and safe
option for employees. The research also emphasises the importance of providing sufficient legal
protection for remote workers, including freelancers, who face a high percentage of work
bullying. Our findings have significant implications for organisations seeking to improve their
workplace culture and support their remote workforce. The research also emphasises the
importance of providing sufficient legal protection for remote workers, including freelancers,
who face a high percentage of work bullying. Further long-term studies are necessary to verify
the potential impact of improved freelance remote work rights on dealing with country crises

and reducing high-skilled labour migration.
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