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Scientific Background
Mistreatment among professionals Professionals within social Social work Work servicesServices
Workplace Mistreatment mistreatment is a major social problem comprised of various types, including but not limited to bullying and incivility as its main manifestations (Hodgins et al., 2014). The plethora of research on the subject has highlighted both workplace mistreatment’sthe prevalence of workplace mistreatment and its negative impacts on organizations and individuals alike (Abas & Otto, 2016; Demsky et al., 2019; Horton, 2016; Itzkovich et al., 2021; Nurul Ain & Kathleen, 2016; Roberts et al., 2011; Rousseau et al., 2014; Taylor and & Kluemper, 2012). 
Although Despite its dyadic roots, workplace mistreatment spills over to impact victims’ family lifelives and exacerbate, enhancing work-–family conflict (Raja, Javed & Abbas et al., 2018). At the same time, mistreatment its drains individuals’' resources (Itzkovich, 2021; Itzkovich and & Dolev, 2021). All issues sSocial workers deal with these issues as part of their profession. 	Comment by Author: This does not appear in the reference list. Please amend the in-text citation or add the missing reference to the list.
While Although the negative impact of mistreatment is has been widely addressed (Andersson & Pearson, 1999; Itzkovich & Heilbrunn, 2016; Dolev et al., 2021; Itzkovich & Heilbrunn, 2016; Paulin & Griffin, 2016; Porath & Pearson, 2012; Schilpzand, De Pater, & Erez, 2016; Schilpzand, Leavitt, & Lim, 2016), Horton, (2016) highlighted the need to account for nuances emerging that emerge from diverse workplace settings, especially in helping professionals where the long-standing loyalty to a value-based mission and a unique ethical framework (Horton, 2016) shape the nature of the work and, thus, the emotional, cognitive, and behavioral responses to mistreatment. 	Comment by Author: This does not appear in the reference list. Please amend the in-text citation or add the missing reference to the list.

In this respect, social workers are of particular interest. ASocial workers as change agents, they are expected to follow and lead a code of ethics in their work and in society. These values include service, social justice, and a constant pursuit for of social change while maintaining the dignity and worth of the person in need in his the social context. That isThus, the service perception of social workers ’ service perception is aimed to at enhance enhancing the welfare and fulfillment of individuals, and to at promote promoting social change, not least where also concerning human relationships are concerned (Bisman, 2004). Following this route, social workers are expected to positively impact individuals, families, and communities positively (Nandan et al., 2015) while struggling with inherent social problems triggered by precarious work environments that nourish these mistreatments (Itzkovich et al., 2021). At the same time, social workers are struggling to maintain their own resilience in their own organizational settings (Rose and & Palattiyil, 2020), a fight representing an anti-thesisthat is antithetical to their core values. 
Yet, althoughDespite the plethora of research on workplace mistreatment, social workers as a distinct population struggling to preserve their core values while facing organizational challenges such as mistreatment, directly as victims or indirectly as victims by proxy (Itzkovich et al., 2021),, were have been overlooked. Few studies have, while only scant data focused on the impact of bullying or incivility, manifestations of mistreatment among social workers (Lane et al., 2021; Van Heugten, 2010; Whitaker, 2012). Indeed, local newspapers recently reported lately that one of the most powerful vice-CEOs at the Ministry of Welfare was had been dismissed due to incidents of bullying incidences and irresponsibility occurrences (Heruti-Sover, 2021) https://www.themarker.com/career/.premium-1.9819217 in Hebrew). 
	While most of the literature on mistreatment has concentrated on the bully/victim dyad (Coyne et al., 2019), some scholars have provided evidence for the involvement of other individuals beyond the bully and the victim, namely bystanders, the largest group affected by workplace mistreatment (Namie and & Lutgen-Sandvik, 2010; Lutgen- & Sandvik, 2006; Van Heugten, 2010), yet one that is mostly disregarded. 

Existing theoretical Theoretical frameworks Frameworks and deficiencies Deficiencies in the research Research of on bystanders Bystanders 
One approach to the study of bystanders of mistreatment considers bystanders them as victims by proxy. This line of research has focused on how witnessing acts of mistreatment acts impacts bystanders’' well-beingbeing and psychological health (Niven et al., 2020). Thus, although bystanders are not part of the dyadic conflict between the perpetrator and the victim, they are passively exposed to the implications of the mistreatment ’s implications through their observation in a way that may damage their sense of self.  To date, no existing model describes the triggers of bystanders’ emotional and behavioral responses as victims by proxy exist. Pertaining to the same routeLikewise, the antecedents of these bystanders’ victimization implications bystanders’ victimization have also been scantly addressedreceived little attention. Indirect victimization was has been associated with bystanders’ tendency to be morally disengaged, their decreased empathy, and their self-efficacy (Knauf et al., 2018). Other scholars took have adopted a socio-biological viewpoint on antecedents, and focusedfocusing on the age, gender, and social context of bystanders (Espelage et al., 2012). YetHowever, these antecedents were have been separately addressed separately, with no comprehensive framework that accounts for the process or its underlying components.
As opposedIn contrast to the victim by proxy approach, other some researchers have adopted a broader perspective, noting that bystanders are not merely victims by proxy. The underlying assumption of this approach is that bystanders’ behaviours and actions can have pronounced effects on all elements of the mistreatment process and, more specifically, on the continuation or inhibition of mistreatment. These impacts consist of the bystander’'s emotional and behavioural active and passive responses, some of which are constructive, while otherssome of which are destructive (Ng et al., 2020; Niven et al., 2020). This parallel route of research overlooked the behavioural responses of witnesses directed toward himself or themselves (Giorgi, 2010). Conceptually, looking attaking account of risk and health risk behaviours (i.e., deviant bystanders’ responses toward the self), can bridge the gap between the two different perspectives mentioned above. It allows the integration of the view of bystanders as victims by proxy with the alternative view that bystanders are part of the process of targets’ victimization under a unified set of behaviours. Such This integrative viewpoint was has so far gone unnoticed thus farin the literature. 
Looking atConsideration of the complete portfolio of reactions raises another profound question concerning the process that directs bystanders’ reactions. Thus far, various studies have adopted the model proposed by Latané and Darley (1970), which sets out a five-step orbit for bystander intervention: (1) ) noticing an event, (2) recognizing the need for action, (3) taking personal responsibility, (4) ) choosing an intervention, and (5) implementing the intervention. This model has been utilized used in social abuse situations at in schools (Knauf et al., 2018) and it was recently applied to the roles of bullying bystanders’ roles of bullying (Jenkins and & Nickerson, 2017). Nonetheless, there remains a need for a profound understanding of the affective and cognitive processes underlying bystanders’ decisions. In this respect, two models have been proposed concerning bystanders’ reactions to workplace mistreatment that can address this gap and integrate different responses into a single model (Ng et al., 2020; Niven et al., 2020). These models, which draw on the work of Paull et al. (2012), provide a more integrative view of bystanders’ reactions by seeing them in terms of active and passive or constructive and destructive responses based on the work of Paull et al. (2012). In their illuminating work, Niven et al. (2020) outlined a cognitive-emotional process triggered by witnessing acts of mistreatment and igniting a set of active-passive/–constructive–-destructive responses driven by emotions. 
 Although this illuminating approach captures a broader range of reactions, it has three lacunas. First, the authors overlook the dynamic nature of emotions as a trigger to a dynamic set of responses, as described by Dolev et al. (20202021). Second, they neglect the implications of these reactions for future events beyond the repeated bully–perpetrator interaction, including hypervigilance, an which is the emotional arousal of targets who, once victimized, become pre-stressed once victimized, screeningand screen the environment for future similar acts, even in events unrelated to the initial event which that triggered their alertness . Lastly, their model ignores the behaviours of bystanders that affect the bystander himself or herself, namely their risk and health risk behaviours of bystanders as described by Giorgi (2010). 
Ng et al. (2020) presented a different model. The authors proposed a more dynamic model that considers the transformation of behaviours over time in a continuous mistreatment episode. Their groundbreaking model embedsded Bandura et al.’s (1996). conceptualization of moral disengagement to account for the constructive reactions of bystanders. However, it fails to capture behaviours directed toward the self, namely the risk and health risk behaviors of bystanders (Giorgi 2010; Nielsen et al., 2018); similarly, it, overlooking overlooks the role of emotions in the ongoing process and the impact on bystanders’ future hypervigilance in future distinct episodes of mistreatment. Moreover, these recent models utilize varioussome of the antecedents that these models use to explain bystanders’ reactions, some of which are explanatory variables focusing focused on situational traits, such as the time course of the act. Despite their explanatory contribution, such variables can’t cannot bebe impacted, and thus they contribute less little to the mitigation of mistreatment. In contrast, uUsing the conservation of resources (COR) theory as a framework to explain bystanders’ reactions to bullying can help mitigate adverse impacts, by enhancing suggesting how to enhance the resources that are key features in of the proposed model.
The Theoretical Framework of the Proposed theoretical Model
The conservation of resources (COR) theory, used here as a theoretical framework, proposes a dynamic model of stress that helps us to understand how individuals’ coping social and individual coping resources function in the process of reducing their exposure to stressors (Hobfoll et al., 2018; Lev- Wiesel et al., 2009), such as mistreatment (Dolev et al., 2021; Itzkovich, 2015). In 30 years of research, COR has been used in a wide array range of stress-related situations, primarily in organizations (Hobfoll, 2001). The underlying assumptions of COR make it appropriate for understanding the drivers and underlying process of bystanders’ reactions based on individual responses to a complicated sequence of stressful conditions that occur over time. In that sense, it takes into account the dynamicity of stress and the process underlying it. 	Comment by Author: This does not appear in the reference list. Please amend the in-text citation or add the missing reference to the list.
	Comment by Author: This does not appear in the reference list. Please amend the in-text citation or add the missing reference to the list.

COR is utilized used here as the framework of the current proposed model for two main reasons. First, it focuses on an ongoing dynamic process that accounts for the impact of existing resources and coping on future resources and coping beyond a specific event or individuals. Second, since it focuses on resources, it points to possible interventions, as since resources are impactable. Thus, if given that resources or lack of resources dictate behaviorur, cultivating deficient scarce resources will allow for future extinction ofmake it possible to minimize adverse behaviours once these scarcities are addressedin future, as can be learned from other contexts (Lev- Wiesel, 2009).	Comment by Author: This does not appear in the reference list. Please amend the in-text citation or add the missing reference to the list.

Research Objectives and Expected Significance
2.1	Research Objectives
The present study’'s overarching goal is to address these gaps discussed above. We will validate a comprehensive model that integrates two perspectives on bystanders ' perspectives into a complete model: the bystander as a victim by proxy (represented by the risk and health risk behaviors of bystanders) and the bystander as part of the mistreatment process. We will also account for an ongoing process that follows bystanders’' reactions in a continuous circular process.  Overall, we will provide an insights into this process by using the conservation resourcesCOR theory (Hobfoll, 2002), as the a theoretical framework that in a way that enables a future focus on interventions. In this respect, two types of resources—: personal resources and social resources (i.e., potency moral disengagement and solidarity from coworkers-workers) )—will be investigated as antecedents of the cognitive appraisals preceding that precede bystanders’ emotional and behavioral various bystanders' reactions -towardtowards themselves, the victim, and the perpetrator. 
2.2	Expected Significance 
As Given that bystanders play an essential role in mistreatment prevention and intervention, as the largest group involved in mistreatment, play an essential role in mistreatment prevention and intervention, the an understanding of the underlying processes that trigger their function and disfunction behaviorsurs is essential for the promotion of safer organizational cultures and sustainable societies. Such an understanding is of special interest among social workers, who serves as change agents that and are expected to embrace ethical behavior and strive to implement ethics in various social systems comprises society. 
The proposed model model offers a novel view concerning bystander reactions and their underlying process. Firstly, it accounts for the entire portfolio of bystanders’ reactions, including those typically not discussed as part of bystanders’' responses, namely risk and health risks behaviours. Moreover, it is based on COR as a framework and thus can point to potential resolutions of mistreatment. Utilizing Using a resource-based framework would be the first step for in developing and advancing anti- the prevention of mistreatment, prevention andas well as interventions that promote sustainable organizations and a sustainable society. Additionally it The model also accounts for hypervigilance, the an impact of bystanding that goes beyond the current or recurrent act. M and most importantly, this is the first theoretical model that is beingto be validated . Thus far no theoretical model beyondsince the classic, yet but basic, model of Latané and Darley (1970), was validated.
Methodology and Data: Detailed Description of the Proposed Research
1. 
2. 
3. 
3.1 Research Setting
Based onOn the basis of previous focus groups with social workers conducted by the first PI in the ‘Modiin IElit’ social services department, questionnaires and interviews will be delivered toadministered in additional social services departments located in two local councils and three cities. These organizations will be identified and approached with the help of the national forum for bullying mitigation, a special interest group that both PIs are part of. 
3.2 Research Methods
		The complete overall research design is a mixed-methods study. While the quantitative data will give a browed broad understanding of the interrelations between models’ the model variables, interviews will allow us a deeper understanding of these interrelations and their dynamicity over time. In addition to validated quantitative measures and semi-structured interviews, we will use ten vignettes to simulate workplace mistreatment events and account for participants’ reactions as bystanders. In line with Skilling and Stylianides (2020), we expect the vignettes to elicit participants’ beliefs, attitudes, judgments, knowledge, or intended behaviorur concerning the presented scenarios.  
		The qQuestionnaire responses will be gathered in two stages. To avoid common method bias, iIn the first stage participants will receive the first half of the questionnaire, while and in the second they will receive the second half to avoid common method bias. 
Figure 1
. Process and dynamics Dynamics of bystanders’ Bystanders’ reactions Reactions in the framework Framework of COR: the proposed Proposed modelModel.
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3.3 Working Hypotheses
Working Hypotheses: 
Figure one 1 illustrates the hypothesized relationships between the study’'s primary variables. The following central research hypotheses will be tested:
1. Cognitive appraisal will mediates the relationships between witnessing an act of mistreatment and the emotional response of witnesses.
2. Emotional response will mediates the relationships between cognitive appraisals and the behavioral response.
3. Individuals with high personal resources, namely potency (i.e., high self-confidence, a heightened sense of control, and belief in the existence of a just and supportive society), will bewill be motivated and cognitively attuned to supporting the victim actively.
4. Iindividuals with high social resources, namely horizontal solidarity (solidarity from coworkers-workers), will will actively confront the a perpetrator or call for external assistance.
5. When individuals cognitively evaluate that active confrontation with the perpetrator 
6. will jeopardize some of their resources, they will can support the victim passively if they have sufficient personal resources, namely potency (such as believe a belief in a just world), namely potency.
7. Active or Passive passive destructive behaviours are chosen when potency is scantlacking, meaning they that individuals do not believe in a just world, or in an orderly, just society, as well as inor their own ability to make the world just.
8. Moral disengagement will mediates the relationship between resources and these adverse reactions.
9. Witnessing an act of mistreatment will will impact the level of hypervigilance in future and unrelated incidents of mistreatment.
1 
2 
2.1 
2.2 
2.3 
Participants and ProcedureDesign and Methods:
Participants and Procedure
A total of 300 social workers out offrom social services departments located in three main cities and two local councils will be recruited. The organizations will be approached by a national forum that was established to mitigate bullying. The two PIs are members of this forum, which has close connections withis highly connected with diverse social work organizations in Israel.
[bookmark: _Toc284714093]Following acceptance receipt of ethical approval and participants’ consent to participate, a as well as validation of the cognitive appraisal measure, self-report anonymous questionnaires will be administered (following validation of the cognitive appraisal measure). AdditionallyIn addition, 12 in-depth interviews will be conducted in each organization with various stakeholders (randomly selected at random) in each organization will be conducted. 
Measures
The questionnaires include the following measures: (a) Witnessing witnessing mistreatment (bullying and incivility); (b) Cognitive cognitive appraisal of mistreatment; (c) Emotional emotional reaction to mistreatment; (d) ) Behavioral behavioral responses to mistreatment; (e) Potencypotency; (df) Solidarity solidarity from co-workers; (eg) Moral moral disengagement; and (f) Hypervigilancehypervigilance.
Witnessing bullying mistreatment will be measured using a tuned version of the Negative Acts Questionnaire–Revised (Einarsen & Hoel, 2001), which consists of twenty two22 items measured from on a five-point scale (1= never,  to 5 = daily). Participants will be asked about the frequency they had been exposedof their exposure as witnesses to each of the behaviors during the past six months in their current workplace as witnesses. The Perceived Incivility Bystander Scale is a seven- item tuned version of the Wworkplace Incivility Scale (WIS)., Participants will be asked to report the extent to which they have been in a situation where they observed an organizational member conducting one of the scale’s described mistreatments described on the scale”. A ( sample item: is  “Talking to another employee in a condescending manner?”). Following Lim & and Lee (, 2011), we will adopt a 1-5five-point version of the scale. 	Comment by Author: This does not appear in the reference list. Please amend the in-text citation or add the missing reference to the list.
	Comment by Author: Please check whether these scales need citations (and corresponding items in the reference list).	Comment by Author: This does not appear in the reference list. Please amend the in-text citation or add the missing reference to the list.

Cognitive Aappraisal of mistreatment will be measured using 28 - Twenty-eight items of the Stress Appraisal Measure (SAM) developed by Peacock and Wong (1990) to assess cognitive appraisal of stress will be utilized. The scale consists of seven sub scales which that are highly consisted consistent with primary and secondary appraisals of stress, as informed established by Carpenter (2016). Participants will be requested to answerasked to rate the extent to which they are experiencing a threatening situation (e.g., as part of the threat facet) on a five-point scale (1 = not at all, -  5 = a great amount), range of responses.  	Comment by Author: This does not appear in the reference list. Please amend the in-text citation or add the missing reference to the list.
	Comment by Author: This does not appear in the reference list. Please amend the in-text citation or add the missing reference to the list.

Emotional reaction to mistreatment will be assessed using - Assessment of emotional states will be based on Cheung and Boutte-Queen’s (2000) index for third parties’ emotional responses to child sexual abuse index. The original scale consists of 37 items pertaining to 10 types of emotional response categories, most of which correspond with to the emotional responses of bystanders described in the theoretical model proposed by Niven et al. (2020) theoretical model.  The scale will be adjusted to capture the emotional responses of bystanders to mistreatment, and emotional abuse, and it will be validated as part of the first phase of research. 
Bystanders’ reactionsBehavioral responses to mistreatment will be assessed using - We will develop and validate ten vignettes, which we will develop especially for the purpose, to simulate workplace mistreatment events and account for participants’ reactions, following . In line with Skilling & and Stylianides (2020). The vignettes are based on a division proposed by Paull et al. (2012) and are in line with the EVLN model dividing that categorizes responses to stress and, more recently, responses to incivility on using a 2 × x2 dimensional segregation of active-passive and  constructive-destructive facets (Itzkovich 2015; Dolev et al., 2021; Itzkovich, 2015). 	Comment by Author: Please define at first mention, unless you are certain readers will be familiar with the abbreviated form.

Potency will be measured on a scale- The Potency scale was developed by Ben-Sira (1985) measures to evaluate confidence both in one’s own capacity as well as confidenceand in the an ordered, meaningful, and just society. The 19 items’ scale measure five dimensions of potency (sample . An example of item: is – “I often feel helpless in dealing with the problems of life”).	Comment by Author: This does not appear in the reference list. Please amend the in-text citation or add the missing reference to the list.

 Horizontal sSolidarity scale from coworkers will be assessed using- The five items for measuring horizontal solidarity (toward coworkers). The items are are based on Lindenberg (1998) and refer, referring to consistent cooperative behavior across five social dilemma situations (Koster and & Sanders, 2004; Lindenberg 1998; Sanders, Schyns, and et al., Koster 2003). A ). a sample item is: is “My coworkers help me to finish tasks”" ( (Koster, 2005: 127). 	Comment by Author: This does not appear in the reference list. Please amend the in-text citation or add the missing reference to the list.
	Comment by Author: These do not appear in the reference list. Please amend the in-text citations or add the missing references to the list.
	Comment by Author: This does not appear in the reference list. Please amend the in-text citation or add the missing reference to the list.

Moral disengagement will be used as a higher-order factor and assessed on a(MD). An 8eight-item scale developed by Moore et al. (2012) will be used as a higher order factor. Items will be measured on a 5five-point Likert scale ranging from “‘strongly disagree”’ to ‘“strongly agree.”’. A sample item was is: “Some people have to be treated roughly because they lack feelings that can be hurt.”  	Comment by Author: This does not appear in the reference list. Please amend the in-text citation or add the missing reference to the list.

Hypervigilance will be tested via the arousal of the participant to the vignettes developed to measure participants’ their reactions as bystanders. Specifically, the vignettes will be delivered twice, once- each in the first and second phases of the questionnaire delivery. In the first utilization instance, they will only be used only to evaluate the participants’ arousal level to mistreatment, namely hypervigilance,. S using one item was utilized byfrom Rohrmann et al., (2002): “ The item will be referred to the vignettes asking participants ‘‘At the moment I feel physiologically aroused.”’’. This item was originally rated on a six-point scale (, ranging from 0 = (not at all,) to  5 = (very much).	Comment by Author: This does not appear in the reference list. Please amend the in-text citation or add the missing reference to the list.

Data Aanalysis
The quantitative data will be analyzed through using sSmartPLS 3 software, which. Using smartPLS3 can account for all the interrelations in a single structural equational model (, illustrated in figure Figure 1)one. The PLS algorithm is an assessment process based on bootstrapping, a nonparametric procedure that allows for testing of the statistical significance of various PLS-SEM results, such as path coefficients, Cronbach’s alpha, HTMT, and R2 values. Compared with CB-SEM, which is based on model fit, PLS-SEM is based on prediction of DV’s. 	Comment by Author: Please define at first mention, unless you are certain readers will be familiar with the abbreviated form.
	Comment by Author: Please define at first mention, unless you are certain readers will be familiar with the abbreviated form.
	Comment by Author: Please define at first mention, unless you are certain readers will be familiar with the abbreviated form.

Prior to the assessment of the structural (inner) model, additional analytics will be performed to estimate the measurement (outer model) in line with SsmartPLS 3 assessment protocol (Hair et al., 2016) and to test the validity of the questionnaires validity. Qualitative data will be analyzed through using ATLAS.ti 9. Principles of narrative analysis (Tuval-Mashiach & Spector-Marsel, 2010) will be used to collect and analyze data on the nature and impact of events and themes. The qualitative analysis of the interviews will be conducted through using the methods of Thematic thematic Content content Analysis analysis (TCA) (Smith et al., 1992). This type of analysis aims seeks to acknowledge the basic components of experience, gather them into relevant, meaningful sequences, and then encode and conceptualize the sequences into unique theoretical categories, and . The next stage of TCA consists of combiningcombine several theoretical categories into general comprehensive themes. This approach has been validated and found reliable in previous studies (e.g., Locke & Lloyd-Sherlock, 2011).	Comment by Author: This does not appear in the reference list. Please amend the in-text citation or add the missing reference to the list.
	Comment by Author: This does not appear in the reference list. Please amend the in-text citation or add the missing reference to the list.

3.3	Research Timetable 
The research timetable allows for obtaining ethical approval, constructing and validating the behavioral responses scale (i.e., the vignettes) scale, collecting data, analyzing it, and publishing it in scientific outlets. The first year will be dedicated to constructing and validating the vignettes for assessing bystanders’ responses and validating the adjusted emotional response scale. Additionally, bBefore the validation of these tools’ validation, applications for ethical approval from institutions’ ethical committees will be obtainedsubmitted. During this year, we will also approach the cities and municipalities that we hope will take part in the study. In the second year, we will collect data and conduct an initial analysis of data to allow for more focused interviews that will take place during the secondlater in the year; the . Following this stage, semi-structured interviews will then be performedcarried out. The focus in the third year will be on analyzing the complete set of results and publishing the findings in scientific outlets.
3.4	Preliminary Results 
For almost a year duringDuring 2021, the first PI conducted focus groups around the need to mitigate mistreatment of social workers. These meetings were triggered by a national forum for bullying mitigation, which is a special interest group aimed with the aim ofto promotinge the mitigation of mistreatment mitigation in organizations and to of impact encouraging policy makers to promote anti-bullying legislation. Participants in these focus groups consisted of were members of social services’ management members and an additional expert from the international forum for bullying mitigation of which the PIs are part of. In eEach meetingof the eight sessions was attended by between, 7seven and- 9 nine people attended. Eight sessions were conducted throughout 2021. 
The preliminary results of these meetings indicated the significancy significance of and need to mitigate mistreatment among social workers and the need to mitigate that mistreatment. A central theme was tThe importance of bystanders and their available resources for engaging that can enable them to engage in mitigation was a central theme. Following In light of these initial results, sixty 60 social workers from Modiin IEilit will join two local councils and three main cities as in the research sample. The international forum, which is highly connected to various social services departments in Israel, will identify and approach these additional social services departments. 
3.5	Research Infrastructure
The current project will be conducted under the auspices of Kinneret Academic College, which has a well-established infrastructure to support the projectit. The institution’s centere of applied ethics centre, which is chaired by the first PI, can provide support the project by allocating experienced research assistants throughout the project’s duration.
Expected Significance, Pitfalls, and Alternative Routes to Desired Results
Given the well-established relations of the international forum for bullying mitigation (, led by Hana Gan, a social worker highly with close connectionsconnected to social services departments), the first PI’s expertise in the study of mistreatment, and the second PI’s extensive knowledge in abuse and abuse mitigation, as well as the proven record in numerous research projects, and her extensive expertise in social work, we are confident that the project will achieve its objectives. 
 The results are expected to add significantly to our knowledge regarding bystanders as a main source for the mitigation of mistreatment mitigation. Although we can expect some challenges in gathering the data, we are optimistic that this well-planned project can reach its goals.
	Comment by Author:  Please add missing issue numbers (where relevant).
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