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ABSTRACT

JOB DEMANDS AND JOB RESOURCES AS THE ANTECEDENTS OF
MOBBING AND THE CONSEQUENCES

Yeldan, Sinem
M.S., Department of Psychology
Supervisor: Prof. Dr. Reyhan Bilgi¢

September 2015, 103 pages

The aim of the present study is to examine the relationship between antecedents
namely job demands and job resources and mobbing and the consequences which
are individual’s general health, job satisfaction and affective organizational
commitment. Moreover, for antecedents part moderating role of negative affectivity
between job demands, job resources and targets’ reports of mobbing was
investigated and for consequences part, burnout was considered as a mediating
variable between targets’ reports of mobbing, general health, job satisfaction and
organizational commitment. Data were collected from 223 employees working in
various sectors via online survey. Of the participants, 142 of them were women
(63.7%) and 81 were men (36.3%). The results of regression analysis showed that
there was a significant positive relationship between job demands and targets’
reports of mobbing and significant negative relationship between job resources and
targets’ reports of mobbing. Negative affectivity moderated the relationship
between job resources and mobbing. However, there was no moderation effect of
negative affectivity between job demands and mobbing. Furthermore, burnout
partially mediated the positive relationship between mobbing and individual’s
general health, negative relationship between mobbing and affective organizational
commitment; further, fully mediated the negative association between job

satisfaction and mobbing. The results were discussed in detail, limitations and



suggestions for future research, contributions of this study, and practical

implications for the managers were stated.

Keywords: Mobbing, Job Demands, Job Resources, Negative Affectivity, Burnout
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MOBBINGIN NEDENLERI OLARAK iS TALEPLERI VE IS KAYNAKLARI
VE MOBBINGIN SONUCLARI

Yeldan, Sinem
Yiiksek Lisans, Psikoloji Bolimii

Tez Yoneticisi: Prof. Dr. Reyhan Bilgic

Eyliil 2015, 103 sayfa

Bu ¢aligmanin amaci, is yerlerindeki psikolojik tacizin (mobbing) nedenleri olarak
is taleplerinin ve is kaynaklarinin, sonuclar1 olarak ise kisinin genel zihinsel
sagliginin, is tatmininin ve duygusal orgiitsel bagliliginin psikolojik tacizle olan
iligkisinin incelenmesidir. Psikolojik tacizin nedenleri incelenirken kisilerin negatif
duygulanimlarinin, is kaynaklari, is talepleri ve mobbing arasindaki moderatorliik
rolii incelenmistir. Sonuglar1 kisminda ise, kisilerin tiikkenmislik diizeylerinin
psikolojik taciz ve sonuglar1 arasindaki iliskiye aracilik edip etmedigine bakilmistir.
Veriler, degisik sektorlerde ¢alisan 223 katilimcidan internet anketi kullanilarak
toplanmistir. Katilimcilarin 142°s1 (%63.7) kadin, 81°1 (%36.3) erkektir. Regresyon
analizi sonuglarma goére, mobbing ve is kaynaklar1 arasinda anlamli ve negatif bir
iligki, is talepleri arasinda ise anlamli ve pozitif bir iliski bulunmustur. Negatif
duygulanim durumu, is kaynaklari ve mobbing arasindaki iligkide diizenleyici rol
oynarken, is talepleri ve mobbing arasindaki iliskide moderator rolii oynamamastir.
Tiikenmiglik ise, kisinin zihinsel sagligi (yiiksek skorlar daha kotii saglig
gostermektedir) ve mobbinge ugrama diizeyi arasindaki pozitif iliskiye kismen
aracilik ederken, is tatmini ile olan anlamli negatif iliskiye tamamiyle aracilik
etmistir. Tikenmislik, ayn1 zamanda mobbing ve duygusal orgiitsel baglilik
arasindaki iliskiye de kismen aracilik etmistir. Sonuglar detayli bir sekilde

tartisilmis olup, ¢alismanin kisitliliklarindan, gelecekteki calismalara onerilerden,

Vi



bu calismanin literature olan katkilarindan ve organizasyonlara ve ydneticilere

tavsiyelerden de bahsedilmistir.

Anahtar Kelimeler: Mobbing, Is Kaynaklari, is Talepleri, Negatif Duygulanim,
Tiikenmislik
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CHAPTER1

INTRODUCTION

1.1 Overview

The purpose of this study is to examine the relationship between personality and
job characteristics and experience of mobbing, furthermore to examine the
consequences in relation to burnout. Mob is a verb that is derived from Latin word
“mobile vulgus” meaning indecisive crowd. The verb mob means disturbing,
attacking, and gathering around. Mobbing was used firstly by an ethologist Konrad
Lorenz in 1960s to describe animal group behavior. It was called “mobbing” when
a group of small animals threatened by a bigger animal (Lorenz, 1966). After that
usage, a Swedish physician used that word in order to describe children’s behavior.
He called it mobbing when a small group of children behave in a hostile manner to
asingle child (Heinemann, 1972). Arnautovic (2013) pointed out in his writing that
since the existence of humanity, people have urges to command, control, and
dominate others. These urges create jealousy, hate, and competition. People mob
others in order to preserve their power and dominance rather than preserving their
continuity of their species like animals: implying that the base of mobbing came

from these urges of people (Arnautovic, 2013).

After those usages in different areas, an industrial psychologist Heinz Leymann
adapted this word to the workplace in 1980’s. Regarding, severity, continuance and
health consequences, mobbing can be differentiated from milder temporary
interpersonal conflicts (Leymann, 1990). According to Leymann (1996), mobbing
occurs when a work group or individual systematically directs aggressive and
improper communication to mostly one person. Sometimes mobbing behavior
continues reciprocally until one party loses. In order to label the behavior as
mobbing, it should take place at least once a week and continue and at least six
months resulting with serious psychological and physical health problems. This

interaction puts a person in a helpless position. Therefore, mobbing “refers to a



social interaction through which one individual (seldom more) is attacked by one
or more (seldom than four) individuals almost on a daily basis and periods of many
months, bringing the person into an almost helpless position with potentially high

risk of expulsion.” (Leymann, 1996, p. 165).

There are plethora of definitions in the literature used by various authors which
represents and have close meanings to mobbing. The summary table of used

definitions by different authors is given below (See Table 1.1).

Table 1.1 The Summary Table of Used Definitions by Different Authors

Author Used Term Definition
Continuous and repetitive actions aiming to
Harassment maltreat, to create psychological fatigue or to

Broadsky,

1976 .
get reaction.
Disintegration of victims’ personality as a
Wilson, 1991 Workplace result of their managers’ or emplo_yf:rs
Trauma observable or unobservable, repetitive,
intentional, and malignant behaviors.
Systematic (at least once at a week) and long
Mobbing, term (at least six months) hostile and unethical
Leymann, . .
Psychological  behaviors of one or more than one person
1996 . : .
Terror targeting generally one person, making this
person to feel desperate and helpless.
Negative behaviors of one or more than one
person targeting one person continuously in a
Hoel and Workplace certain time period. According to the
Cooper, 2000  Bullying definition, victim is unable to struggle and
one-time negative behaviors cannot be
counted as mobbing behaviors.
Namie and Workplace Continuous malignant behaviors of one or

more than one person to one person which
risks target’s health.

Behaviors that include harassing, disturbing,
excluding in terms of social relations, and
negatively influencing one’s fulfillment of
his/her  responsibilities. Those kind of
behaviors need to be systematic (at least once
at a week) and long term (at least six months)
in order to be labeled as bullying at work, one-
time arguments and conflicts cannot be
counted as bullying.

Namie, 2000  Bullying

Einarsen,

Hoel, Zapf, Bullying at
and Cooper, Work

2003




Table 1.1 Continued

The process of feeling defenseless as a result
of continuous and repetitive negative actions

Vartia, 2003 Work_place of people in superior, inferior or equal
Bullying o
positions.
Workolace Repetitive, negative acts causing hostile
Salin, 2005 P atmosphere and targeting one or more person
Bullying . ; . . :
in which parties have power inequality.
Forcing one person to quit job by gathering
Davenport, Mobbing, willing or unwilling people around
Schwartz, and  Emotional him/herself against this person and showing
Elliott, 2003 Abuse malignant  behaviors,  ironizing  and

humiliating to debase this target person.

Based on the previous literature, Aydin and Ozkul (2007) pointed out that, some
criteria have to be met in order to label a behavior as mobbing. These are; the
presence of a negative behavior, the endurance and frequency of this behavior,
negative effects of this behavior on the person who is subjected to, the negative
perception of this behavior by target, and finally power imbalance between the

person who perform the behavior and the person who is subjected to it.

To diagnose mobbing behaviors more precisely, Leymann (1996) presented some
categories and example behaviors of assaults which were communication related,
social relationships related, personal respectability related, job performance related,

and physical health related.

These categories are explained briefly below:

Effects on victims’ communication: Management makes victim silent, gives no
opportunity to communicate. Various verbal attacks happen in order to reject the
individual.

Effects on victims’ social relationships: Coworkers cut off communication with
victim, sometimes an isolated room can be given to an individual.

Effects on victims’ personal reputation: Others in the workplace gossip and make

fun about some characteristics of an individual.



Effects on victims’ job related situations: Management gives individual
unnecessary or meaningless tasks that are not his/her responsibility like telling a
computer engineer to throw away the garbage when he/she is working on important
software.

Effects on victims’ health: An individual may be given unsafe and dangerous tasks,

may be sexually harassed, and may be attacked physically.

Furthermore, Leymann (1996) indentified 15 more behaviors that can be labeled as
mobbing. Some examples are: The victim intentionally isn’t invited to company’s
social activities and special celebrations, perpetrators make fun of some physical
characteristics or clothes of the victims’, ignore suggestions of the victim about

work and organization (For the full behaviors see Leymann, 1996).

In addition to Leymann’s (1996) mobbing indicating behaviors, Knorz and Zapf
(1996) identified thirty nine more mobbing behaviors which may include some of
the categories Leymann (1996) explained as above. Some examples of them are:

Forbidding victim’s communication about his/her personal issues with other
colleagues, provoking colleagues against the victim, collecting signature against a

victim, rejection of working with the victim.

Some researchers identified different types of mobbing in addition to the categories
mentioned above. For example, Tinaz, Bayram and Ergin (2008) mentioned
Hierarchical Mobbing. Hierarchical mobbing types define in what directions it
occurs. In downwards mobbing, the person who performs mobbing has higher
position than the victim of the mobbing. When the person who performs mobbing
has lower position than the victim of the mobbing, it is called upwards mobbing.
When the person who performs mobbing and the victim of the mobbing have equal

positions in workplace, it can be said that it is horizontal mobbing.

Another classification includes the formation of the mobbing (Giingér, 2008). In
offensive mobbing, the mere aim of the person is to harass the victim. The victim

does nothing wrong; however, the person shows offensive behaviors to the victim.



Secondly, conflict based mobbing is because of some type of conflict between the

parties unlike reasonless offensive mobbing.

Although mobbing may happen in various ways, what is more important than this
is detecting mobbing in order to prevent and take precautions for it. In any mobbing
process, there are three parties that interactively affect each other. These are
perpetrators, targets and witnesses. There is no specific reason for mobbing and
everyone has a probability to be subjected to it. Although, no certain classifications
could be made about targets, perpetrators or witnesses, those three parties have their
own characteristics and many studies try to identify characteristics of targets and
perpetrators to understand what cause mobbing deeply. Some characteristics of
those three parties were identified by various researchers. Targets and perpetrators

play the major role in mobbing; therefore, they were mentioned briefly below.
Target Characteristics

It is a matter of question why some people are subjected to mobbing more than
others. Many studies conducted in order to define target characteristics. There were
no specific personality traits have been found in the literature that targets possess;
however, Huber (1994) pointed out that four types of people at workplace have
more tendency to be mobbed compared to others. For example, alone person is one
woman among lots of men or being one man among a lot of women. Another would
be a divergent person. This type might be wearing different style of clothes,
disabled, foreigner, single among married workers or married among single
employees; meaning a minority. Sometimes even a successful person may be a
victim of mobbing, if a person revealed an important achievement and gained
appreciation by his/her superior. A new-comer may also be a victim if a former
person who was working at the same position with a new comer was loved a lot by
others, especially if a new comer has more qualifications than others, or just he/she
is younger and physically more attractive than others. Last but not least, ethnic
minority participants may feel more bullied than people who are not minority
(Lewis & Gunn, 2007).



In addition to the characteristics of victim, research pointed out that there are some
characteristics of people who are perpetrator of mobbing. Below the literature

regarding these characteristics will be explained.
Perpetrator Characteristics

In order to understand, what type of people might exert mobbing on others,
researchers tried to define perpetrator characteristics. For example, according to
Walter (1998) perpetrators choose more aggressive one from available behaviors,
they try to maintain conflict situations, accept the negative results of their acts and
do not feel guilty about them, believing they are innocent and blame others for

conflict situations.

Based on the literature, there are some perpetrator types defined which can be seen

in the table below.

Table 1.2 Perpetrator Types Used in the Literature

Author Used Type Explanation

Because of the fact that they see themselves as
perfect and strong beings, they believe that they
deserve everything. They are cruel while they

Hiriyogen,

1998 expected admiration,  recognition,

are exhibiting arrogant and egotistical attitudes
Narcissistics and behaviors to their victims who do not show

appreciation to them. They feel extreme revenge
and anger when people underestimate, criticise,

and vanquish them.




Table 1.2 Continued

Couling, 2005

Aggressive
Perpetrators

This is a typical perpetrator. They try to control
others by spreading fear and intimidation. They
cannot control their feelings. With no reason,
they start to yell, swear, and maledict to people
around them. After that they are able to start
working as if nothing happened. They want
others to do things as the way they want and
they remind they are the bosses frequently.
Being not able to find a person when they search
drive them crazy. They are quick-tempered.
They bother others by humiliating others’
feelings and thoughts and threatening their
targets about terminating their jobs or changing
their jobs.

Ege, 1999

Double Dealer,
Sneaky
Perpetrators

Those types of perpetrators enjoy mobbing.
They constantly bother their targets. They
always search for new ways to apply pressure
on people. They are intolerant to others’ success
and rise. They can lay the blame on some other
person and easily confess they are innocent.
They act as a good person even when they are

doing something sneaky behind someone’s
back.

Ege, 1999

Megalomaniac
Perpetrators

Those kinds of perpetrators do not care about
individual differences and others’ skills and
abilities. Their inconfidence reflects itself as
jealousy, hate, and aggression. They torture
their targets quietly. Immediately they cease
their relationship with them, prevent them from
participating meetings, and do not reply targets’
calls. In this way, they block potential people’s
career ways.

Tinaz, 2011

Critical
Perpetrators

They are always pessimistic and always search
for mistakes. They continuously talk and
complain about something. Their managers like
them because they force others to work a lot.
They never get satisfied with others work.
Because of them, an organizational climate
which is stressful and displeased emerges.




Table 1.2 Continued

Ege, 1999

Disappointed
Perpetrators

Personal and family oriented problems create
disappointment  among  people.  Those
disappointed people reflect their problems and
discomfort to other people at work. According
to those people’s perception, others do not
experience these kinds of problems, they are
happy; therefore, they are their enemies. They
are always jealous of other people.

Tinaz, 2011

Ambitious
Perpetrators

Those people do anything in order to get
promotion. They even apply illegal ways. They
are so cruel that for their interest, they try to

walk over everybody.

It is obvious for the introduction that mobbing happens at work due to some
personal and situational conditions. Therefore it is important to examine both
personal and situational factors related to mobbing and its consequences for the
individual and organizations. Meaning the antecedents and consequences of
mobbing with the explanatory mechanisms behind will be the subject of the present

study.
1.2 Antecedents of Mobbing

Researches in mobbing field tried to draw a clear picture of what intensifies it with
purpose of developing preventive interventions. Most of the studies investigated
either only work characteristics and environment (e.g. Hauge, Skogstad & Einarsen,
2010; Leymann, 1996; Notelaers, De Witte, & Einarsen, 2010; Salin & Hoel, 2010)
or individual characteristics of the targets (e.g. Broadsky, 1976; Coyne, Seighe &
Randall, 2000; Gandolfo, 1995; Glaso, Matthiesen, Nielsen & Einarsen, 2007; Zapf
& Einarsen, 2003). Both individual and work characteristics have significant
relationships with mobbing incidences; thus, in pursuance of understanding what
escalates mobbing, those should be investigated together as the antecedents. In this
study, job demands and job resources were investigated as the antecedents of

frequency of experiencing mobbing (targets’ reports), meaning the job



characteristics. As for the individual characteristics, negative affectivity was taken
as not only an antecedent, but also considered as a moderator between job demands
and job resources and mobbing because among the investigated individual
characteristics in the literature, by its definition, negative affectivity involves
neuroticism, people who are depressed, suspicious, insecure, have high level of
anxiety etc. and have found related with job demands and job resources which will

be emphasized in negative affectivity section.
1.2.1 Job Characteristics

The situation in which people work has important effects on employee welfare
(Leymann, 1996; Vartia, 1996). For example many forms of conflict take place in
work places. Although conflict may have positive consequences for both
organization and employees, there are some differences between healthy conflict
and harmful ones such as harassment according to World Health Organization
(WHO) (2003). The job characteristics are important factors whether the conflict
will be healthy or unhealthy. In healthy conflict situations, job descriptions and
roles are clear, relationships are open and based on cooperation, communication is
direct, organizational structure is healthy and conflicts and discussions are
welcomed. However, in psychological harassment situation, roles and relationships
are not clear, conflicts and discussions are hidden and unwelcomed, organizational

structure has defects and the communication is indirect.

As it can be understood, organizational and job characteristics play important role
in the occurrence of mobbing. This situation is related to whether jobs have
demands or resources. The most known model related to the job and health related
outcomes and characteristics of a job and organization is Job Demands-Resources
Model (JD-R). The model states that existence of job demands meaning physical,
social, and organizational requirements of the job like work overload, time pressure,
and role ambiguity (Demerouti, Bakker, Nachreiner, & Schaufeli, 2001) and the
inexistence of job resources meaning physical, psychological, social or
organizational contributions of job like performance feedback, autonomy and social

support results in some negative outcomes for both organization and individual like



burnout, turnover, and health problems (Bakker, Demerouti, de Boer & Schaufeli,
2003). JD-R model is influenced by Job Demands and Control Model (Karasek,
1979) which emphasized the huge amount of stress that people experienced when
there is high level of job demands and low level of control over job and Demands-
Control-Support Model which added low support condition to the Job Demands and
Control Model (Johnson & Hall, 1988). There are some studies investigating the

relationship about these models and mobbing in the literature.

According to work-environment hypothesis, organizational and work
characteristics are the antecedents of bullying (Leymann, 1996). Studies about
work-environment hypothesis showed that work characteristics like workload
(Hauge, Skogstad & Einarsen, 2010), role conflict (Notelaers, De Witte, &
Einarsen, 2010), and job insecurity (Baillien & De Witte, 2009) are positively
related with targets’ reports of bullying; whereas, social support (Zapf, Knorz, &
Kulla, 1996) is negatively associated with targets’ reports of bullying. Moreover,
by causing conflict, work characteristics may pave the way for stronger person to
be a perpetrator and the weak employee to be a target (Baillien, Rodriguez-Munoz,
Broeck, & De Witte, 2011).

Baillien, Cuyper, and De Witte (2011) tested Karasek’s Job Demand Control Model
in relation to workplace bullying and they found that workload and job autonomy
are important antecedents for targets and perpetrators with the lack of control of

employees.

Furthermore, Baillien, Rodriguez-Munoz, Broeck, and De Witte (2011) did a study
to test work environment hypothesis in relation to Job Demands-Resources model
by applying this model to the workplace bullying. They have chosen JD-R model
as antecedents of workplace bullying because according to them this model divides
work characteristics into two reasonable sets as job demands and job resources
which are closely related with employees’ behaviors and welfare as mentioned
before. They took workload, role conflict, and job insecurity as demands of the jobs
and they considered autonomy, skill utilization and social support from colleagues
as job resources and they found that there was a positive relationship between

10



perpetrators’ report of bullying and job demands under the circumstances of high
job resources. Sometimes, bullying and mobbing are used interchangeably, yet
other times researchers differentiate these two terms as bullying being milder than
mobbing and mobbing as being more systematic, severe, including work group and
organization and not necessarily involving forcing (Sperry, 2009). There was a
positive relationship between job demands and targets’ reports of bullying and there
was a negative relationship between job resources and targets’ reports of bullying.
All of these associations were partially mediated by emotional exhaustion namely
a dimension of burnout. Job resources were not related to the perpetrator’s report
of bullying in the above mentioned study. Perpetrators’ report of bullying was
measured by asking them to how frequently they perform bullying behaviors. The
phenomenon of social desirability may be the explanation why there were not
significant findings about perpetrators in the mobbing literature. People tend to give
socially acceptable answers instead of reflecting the truth in self-report
questionnaires (Grimm, 2010). Therefore, in the present study, perpetrators’ reports
of bullying were not preferred to be used. Because of the effect of social desirability,
perpetrators may not report their deviant acts and this would fake the results. Thus,

only targets’ reports of bullying were used.

In recent research, individual characteristics of the victims and work characteristics
were examined together in order to understand the antecedents of mobbing. For
instance, Balducci, Fraccaroli, and Schaufeli (2011) found that job demands and
job resources were associated with mobbing over neuroticism. They also found that
job resources moderated the relationship between job demands and mobbing and
they suggested that personality variables are not enough to understand mobbing
behaviors, job demands and resources had really important effect on it.
Consistently, Demir and Rodwell (2012) found that job demands, job resources and
negative affectivity have significant relationships with workplace aggression.
Moreover, Demir, Rodwell and Flower (2013) showed that low levels of
supervisory support which was a component of job resources, and high negative

affectivity were significantly and positively related with bullying.
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Based on the studies mentioned above, to investigate the effect of work
environment on mobbing, job demands and resources were used. As stated in the
study of Baillien, Rodriguez-Munoz, Broeck, and De Witte (2011), job demands
and job resources comprise and represent work characteristics well because it
divides work characteristics into two reasonable sets. Due to creation of work stress,
job demands are expected to escalate mobbing incidences; reversely, because of
providing support, autonomy, personal development, and decreasing work stress,
job resources are expected to be negatively associated with mobbing. Therefore;

related hypotheses were given below.

Hypothesis 1: Job demands would have positive and significant relationship with

targets’ reports of mobbing.

Hypothesis 2: Job resources would have negative and significant relationship with

targets’ reports of mobbing.

As explained before, not only the situation but also the personal or individual
characteristics of the people who experience mobbing may create some form of

stress at work as they were combined with the situational variables.
1.2.2 Individual Characteristics of Victims

In the literature, there are various findings about the relationship between mobbing
experiences of the victims and their personality characteristics. Various researchers
tried to define individual characteristics of the people who reported that they were
subjected to mobbing. For instance, Coyne, Seigne and Randall (2000) showed that
people who have more conventional, conscientious, inflexible, and virtuous

personality are more likely to be a target of mobbing.

In the beginning of the reasons of mobbing studies, Broadsky (1976) approached
the relationship between individual characteristics and mobbing from a different
angle compared to later investigators. He stated that targets who have low level of
sense of humor may misunderstand the jokes of other people and report that they

are bullied. Later, to understand reasons better, researchers focused on personality
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characteristics. About personality traits, Glaso, Matthiesen, Nielsen, and Einarsen
(2007) found that targets who are less agreeable, extraverted and conscientious and
more neurotic are prone to be more subjected to mobbing. On the other hand,
Matthiesen and Einarsen (2001) stated that targets’ personality is important while
experiencing and dealing with mobbing; meaning, it is more related to how severely

the person gets affected by mobbing actions.

Other researchers found that people with MMPI-2 profile meaning who have the
tendency of somatization of psychological distress and paranoid perceptions are
usually the mobbing victims (Balducci, Alfano & Fraccaroli, 2009; Gandolfo, 1995;
Girardi et al.,, 2007). Parallel to this, targets who are generally depressed,
suspicious, insecure, have high level of anxiety, and have confused minds report
more mobbing incidences than targets who are not (Matthiesen & Einarsen, 2010).
In other words, people who are not self-confident and have tendency to have
psychological problems like anxiety and/or depression may feel like they are
harassed and bullied in fact they may not be actually bullied. Therefore, bullying
sometimes may be perception and feeling rather than being reality. The most
studied personality variable related to mobbing is negative affectivity (e.g. Aquino,
Grover, Bradfield & Allen, 1999; Einarsen, 2002; Zapf, 1999). Therefore, it will be
considered as one of the important individual characteristics and examined as such

in the present study.

In addition to personality, some demographic characteristics may also be important
for experiencing mobbing. For example, according to Niedl (1995) as the age
increases, the risk of being a mobbing victim increases, too. Niedl also claimed that
there is no significant difference between men and women; their frequency of being
mobbed is equal. Parallel to these findings, Acar and Diindar (2008) found that age
and position are significantly related with incidence of mobbing in Turkey. When
people get older, their risk to be subjected to mobbing increases. As a position,
officers/employees are at the highest risk of being mobbed. Secondly managers,
thirdly specialists have risk of being mobbed. They also found that there is no

significant relationship between gender and incidence of mobbing. Men and women
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almost equally encounter mobbing behaviors. In order to see whether these
individual characteristics mentioned above have significant relationships between
mobbing or other variables of this study, they were asked to the participants in the
demographic information questionnaire and the collected answers were included in

analysis.

According to the findings of another study in Turkey revealed that %58,3 of the
personnel experienced mobbing; whereas, %27,3 of the managers experienced it
(Bas & Oral, 2012). Position and being subjected to mobbing has a significant
relationship with each other. Moreover, they found a significant relationship
between the year of experience in that company and frequency of experiencing
mobbing. It was seen that, employees who have been working in that company less
than 2 years have significantly lower frequency of mobbing experiences than
others. Similar to the other studies about age, findings showed that employees
whose age is between 31 and 34 had higher levels of mobbing than whose age is
less than 30.

Similarly, in a previous study, Moayed, Darasieh, Shell, and Salem (2006)
investigated the relationship between the victims’ demographical characteristics
and the frequency of being subjected to mobbing. They took age, gender, education
level, position, and seniority as independent variables. Among those demographical
variables only age and position had significant effect on frequency of being
subjected to workplace bullying. People who were above 35 are significantly more
subjected to workplace bullying than others and employees were found to be more

subjected to workplace bullying than specialists, bosses, and managers.

In the current study, age and position were asked in demographic questionnaire

form to confirm previous findings about their relationship with mobbing.
1.3 Individual Conditions (Moderator) of Mobbing

In the literature, individual characteristics were investigated as the antecedents of
mobbing. Considering its definition, trait negative affectivity embraces most of the

researched personality variables that have significant associations with mobbing
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like being neurotic, having low level of self-confidence, anxious, depressed and less
agreeable. Among personality traits, negative affectivity was found positively
related with mobbing (Demir & Rodwell, 2012; Demir, Rodwell & Flower, 2013;
Herschovis et al., 2007). It was thought that people who are high in negative
affectivity don’t necessarily always report mobbing. Instead of being only an
antecedent, negative affectivity would be better considered as an explanatory
mechanism. Therefore, negative affectivity was included as a moderator between

job demands, job resources and mobbing.
1.3.1 Negative Affectivity

Early theorists affirmed that some characteristics of people put them in a victim
position (Amir, 1967; Felson & Stedman, 1983). They stated that those kind of
people are tend to get into interaction with aggressive people and/or offenders
(Teutsch & Teutch, 1976). The theory of victimology states that in order to
completely understand the reason why some people are targets of malignant and
aggressive behaviors of others, besides perpetrators’ characteristics, also victims’
characteristics should be investigated (Felson & Stedman, 1983). In the light of this
theory, some people may have higher tendency to report that they have been
subjected to mobbing. Victimology theorists identified some sources of
victimization. Victim precipitation was one of them (Elias, 1986). Victims are
generally anxious, sensitive and have negative view of both themselves and the
world (Olweus, 1993). Victim characteristics mentioned in the theory of
victimology overlap with negative affectivity trait. It was found that negative
affectivity positively and significantly related to perceived victimization (Aquino
& Bradfield, 2000). People who are high in negative affectivity tend to feel down
and bad more often compared to others (Herschovis, Turner, Barling, Arnold,
Dupre, Inness, LeBlanc & Sivanathan, 2007). Individuals who are high in negative
affectivity also react more negatively to stressful and negative events and
experience emotions like aggression, hatred, hostility, resentment etc. (Douglas &
Martinko, 2001). Moreover, they are individualistic, opponent, and reports negative
feelings frequently and due to these reasons they are perceived as detached, difficult
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to get on well with and unfriendly (Watson and Clark, 1984). This perception of
others may be the reason why they are subjected to mobbing or why they perceive
they’re being mobbed. This study tried to explain in what conditions, what kind of

people are likely to be victims of mobbing.

Researchers tried to explain why work characteristics like demands, resources or
control increase or decrease mobbing incidences. Baillen et al. (2009) brought
explanation to this work characteristics and mobbing relationship by claiming that
people who are under stress and strain may handle it ineffectively and because of
ineffective coping they may be causing negative climate, violation of rules and
norms. This negative atmosphere and violation of norms that these kind of people
created may put them into targets of mobbing situation. In the light of this
explanation negative affectivity could be taken into consideration. People who are
high in negative affectivity are prone to be more negative, distressed, and holding
more negative perception of self and environment (Watson and Clark, 1984).
Therefore, individuals high in negative affectivity may magnify the negative events,
perceive behaviors as mobbing. This is a reciprocal relationship meaning that
people high in negative affectivity creates negative atmosphere and triggers
negative acts towards themselves, and magnifies the nature of behaviors to them.
In their study, Aquino, Grover, Bradfield and Allen (1999) found that people who
have high negative affectivity reported that they were mobbing victims more often

than who have low negative affectivity.

In order to explain the relationship between mobbing and negative affectivity
further, self-fulfilling prophecy would be taken into consideration. “A self fulfilling
prophecy is a false belief that leads to its own fulfillment” (Madon, Willard, Guyll,
& Scherr, 2011, p.578). This process has three stages (Harris & Rosenthal, 1985;
Jones, 1986; Snyder, 1984). Firstly, one person has a false belief about another. For
example; an employee may think that his/her manager doesn’t like him/her and
won’t ask him/her to go business dinner together. Secondly, this person behave the
person in a way that he/she believes for instance, he/she avoid communicating with

his/her manager, holding distant and cold. Thirdly, his/her behaviors make the
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target person treat like what the perceiver falsely believed. As a result of distant and
cold behaviors, manager won’t ask for his/her company to business dinner. Thus, a
self-fulfilling prophecy may occur when an employee is high in negative affectivity

and this may result in mobbing behaviors.

Negative affectivity was also found related with job demands and resources. It was
suggested that personality related variables enhances the relationship between
perceived stressors and the outcomes and differences in negative affectivity can
strengthen this relationship (Watson & Pennebaker, 1989). Later, negative
affectivity was found to have significant effect on perceptions of job demands and
discretion which means control over job, opportunities for development and
freedom of doing tasks which employees have chosen (Tyler & Cushway, 1998).
By its definition, job resources closely resemble discretion which was defined in
Karasek’s demand-discretion model (Karasek, 1979). Therefore, hypothesis given
below was suggested in this study.

Hypothesis 3: Negative affectivity would moderate the positive association between
job demands and targets’ reports of mobbing such that when the negative affectivity
of target 1s high, positive relationship between job demands and target’s reports of

mobbing would gain strength.

Hypothesis 4: Negative affectivity would moderate the negative relationship
between job resources and targets’ reports of mobbing such that when the negative
affectivity of target is high, negative association between job resources and target’s
reports of mobbing would gain strength.

1.4 Mediator of Mobbing

Why mobbing is not good for employees needs to be explained further. Meaning
there is some form of meditational mechanisms between experiencing mobbing and
its consequences. As a mediator, burnout was considered between mobbing and the
consequences namely general health, job satisfaction and affective organizational
commitment. The consequences of mobbing are as important as the antecedents.

Current study tried to present a full picture of mobbing with the antecedents and the
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consequences. It was shown in many studies that mobbing causes health related
problems like depression, anxiety (Einarsen, 2000; Hansen et al., 2006; O’Moore
et al., 1998) even Post Traumatic Stress Disorder (PTSD) (Balducci, Fraccaroli &
Schaufeli, 2011; Leymann, 1996). In addition to its effect on individual’s health, it
has an important and negative influence on job satisfaction (eg. Akar, Anafarta &
Sarvan, 2011; Cengiz et al., 2012; Civilidag & Sargin, 2013) and organizational
commitment (Einarsen, Raknes & Matthiesen, 1994; Namie et al., 2000; Pelit &
Kilig, 2014; Randall, 1997; Vartia, 1996; Zapf et al., 1996). Because of the fact that
a lot of studies presented these relationships, in this study, to contribute to the
previous literature, burnout was taken as a mediator in order to explain why
mobbing is related with individual’s health, job satisfaction and organizational

commitment.
1.4.1 Burnout

The term burnout has been used since 1970s (Maslach, Schaufeli, & Leiter, 2001).
Burnout is a syndrome which working people feel emotionally exhausted and
pessimist frequently. Emotional exhaustion is the main aspect of the burnout
syndrome. When those people feel that their emotional resources are diminished,
they are no longer able to find motivation to make an effort psychologically.
Developing cynic attitudes (depersonalization) is another element of this syndrome.
Negative attitudes are probably related with emotional exhaustion. The third
element of this syndrome is the negative evaluation of oneself. People who
experience burnout syndrome have decreased sense of personal accomplishment.
They are dissatisfied with themselves and the work they do and burnout syndrome
is related with some health problems like stress related physical exhaustion, sleep
problems, increased substance use, and some problems in close relationships
(Maslach & Jackson, 1981). Among these elements, emotional exhaustion attracted

more attention compared to other dimensions.

One of the most important indicators of stress experience at work is burnout (Nagar,
2012). In various studies, burnout was found to be related to mobbing. Einarsen,
Matthiesen, and Skogstad (1998) investigated the association between mobbing and
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burnout levels among assistant nurses in Norway. In that study, they also found
parallel relationship to those studies mentioned above. Varhama and Bjorkvist
(2004) also studied the relationship between mobbing and burnout among
municipal employees in Finland and they found positive significant relationship
between mobbing and burnout levels of those employees. Teachers also
experienced serious levels of burnout when they were subjected to mobbing
(Moscicka-Teske, Drabek, & Pyzalski, 2013). In Turkey, Siirvegil, Fettahlioglu,
Gilicenmez, Budak, and Budak (2007) studied this relationship among munipical
employees whereas Bucuklar (2007) investigated it among teachers and those
studies reported positive significant relationship.

The study of Dikmentas, Top, and Ergin (2011) also revealed that there was a
significant relationship between mobbing and burnout levels of physician
assistants. The aim of their study was to explain the relationship between mobbing
and burnout (emotional exhaustion, depersonalization, and the sense of personal
accomplishment) levels of physician assistants in a research and application
hospital. As a result of this research they found that the level of mobbing affected
the three dimensions of burnout which are emotional exhaustion, depersonalization,
and the sense of personal accomplishment significantly in physician assistants.
Similarly, Alkan, Y1ldiz, and Bakir (2011) found a positive significant relationship
between person-related mobbing behaviors and the burnout levels of physical

education teachers.

Cengiz and Aytan (2013) also investigated the correlation between being subjected
to mobbing and the level of burnout experienced among professional football
players in Turkey. They found that the emotional exhaustion and depersonalization
scores of football players who were exposed to mobbing were significantly higher
than the football players who were not exposed to mobbing. Those players who

were victims of mobbing also had decreased sense of personal accomplishment.

As it can be seen, even in different industries and countries, positive and significant
relationship between being exposed to mobbing and burnout levels was seen. In this

study, burnout was also expected to have significant relationships with possible
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outcomes of mobbing which are individual health outcomes (physical health and
psychological health) and individual organizational outcomes (job satisfaction and
organizational commitment). In the present study, burnout scores were used as a

mean burnout of the participants.

Hypothesis 5: Frequency of targets’ reports of mobbing will have significant

positive relationship with targets’ experiences of burnout.
1.5 Outcomes of Mobbing

Although burnout is an important outcome but it is a primary outcome of mobbing.
General health comes before everything. In today’s world, work life creates large
amounts of stress on employees. Stress at work affects people’s life seriously
because employees spend most of their time at work, see colleagues more than their
families and friends. Peace at work is so important for working people’s health that
many studies like this study focused on investigating the sources of work stress like
mobbing to prevent it. When there is no peace, working people may want to leave
their organization which means low organizational commitment and they no longer
satisfied with their jobs meaning low job satisfaction. Their health would most
probably get negatively affected. One of the most important sources of stress at

work; mobbing, has serious consequences which were explained below.
1.5.1 Individual Health Outcomes

Leymann (1990) stated that there were psychological outcomes of mobbing which
were depression, anxiety, suicidal behaviors, compulsions, psychosomatic illnesses
etc. Tinaz (2011) emphasized physical outcomes of mobbing like sleep disorders,
urticaria, tachicardia, back and neck pains, tremors, ulcer, indigestion,
gastrointestinal problems, breathing problems, labefaction of immune system, etc.
Therefore, individual health outcomes were explained as psychological health

outcomes and physical health outcomes, respectively.
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1.5.1.1 Individual Psychological Health Outcomes

As it was mentioned above, mobbing was found to lead to a lot of psychological
problems. Einarsen (2000) stated that being subjected to prolonged aggressive
workplace behaviors are extremely detrimental to the targets’ health. There are
various studies which investigated the association between psychological health

outcomes of mobbing.

Leymann (1996) stated that mobbing causes stress in individual and is linked to
severe psychological problems. Employees who are over 40 may not have affluent
job opportunities and even they are exposed to mobbing they may not leave their
jobs. As a result, they may develop PTSD. To show this relationship, Hansen and
her colleagues’ (2006) found that people who were subjected to mobbing reported
more indications of anxiety, depression, negative changes in general health, and
somatization compared to the participants who were not subjected to mobbing.
Likewise, the study of O’Moore et al. (1998) showed that the most frequently
declared indicators were depression, irritability, and anxiety among Irish employees

who were exposed to mobbing.

The studies most of the time used self-selected samples. One may think that the
relationship between mobbing and psychological problems may be stronger due to
these specific samples. So, one may ponder what might be the relationship among
the nonselected people. For example, Einarsen and Raknes (1997) found that there
was a significant negative relationship between being subjected to mobbing and
psychological health and well-being of 500 male Norwegian workers. Twenty three
percent of the variance in psychological health and well-being was explained by
being subjected to mobbing. In addition to those correlational studies which don’t
allow making cause and effect inferences, a cohort study from Finland revealed that
both men and women who encountered severe interpersonal conflicts at work,
which is what people experience when mobbed, have a considerable tendency of
experiencing psychiatric disease which requires hospitalization (Romanov et al.,

1996). As a result of those psychological problems, employees who are victims of
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mobbing also showed increased rates of sickness absenteeism (Kivimaki et al.,
2000).

People react differently to stressful events. Broadsky (1976) divided victims into
three depending on the types of reactions they showed. The first group experience
unclear physical indications like decrease in strength, pains and aches in various
areas of body, and fatigue. The second group experience depression or symptoms
associated with depression like decreased self-esteem, sleep problems, and
impotence. The last group experiences some psychological issues like memory
problems, nervousness, heightened feelings of victimization, hypersensitivity, and
bitterness. As it can be seen, people experience different symptoms or feelings after
being subjected to mobbing.

1.5.1.2 Individual Physical Health Outcomes

It is known that stressful situations cause not only psychological problems but also
physical health issues. Examples of those physical health problems were shown by
the study of Kivimaki et al. (2003). They found that people who were exposed to
mobbing were under higher risk of developing asthma, osteoarthritis, sciatica,
rheumatoid arthritis or cardiovascular disease compared to employees who were
not exposed to mobbing. Workers who were subjected to mobbing may develop
sleep disorders (Schat & Kelloway, 2003), urticaria, tachicardia, back and neck
pains, tremors, ulcer, indigestion, gastrointestinal problems, breathing problems,
collapse of immune system, etc. (Tinaz, 2011). Victims of mobbing may also have
musculoskeletal problems (Einarsen et al., 1996). In addition to those problems,
Cobb (2012) said that targets of mobbing experience loss of appetite and insomnia.
These are all serious outcomes of mobbing and needed to be emphasized. Thus, the

hypothesis which is related with health and mobbing was presented below:

Hypothesis 6: Frequency of targets’ experiences of mobbing would have significant
positive relationship between individuals’ general health (higher scores of general

health indicates worse health conditions).
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Moreover, general health was found significantly positively associated with
burnout. Burnout has serious health consequences and this was supported by
various studies (e.g. Ahola et al. 2012; Gerber, et al., 2013; Gorter, Eijkman &
Hoogstraten, 2000; Melamed, Shirom, Toker, Berliner & Shapira, 2006). Thus, in
the present study, the relationship between mobbing and general health was
assessed with the mediation of burnout which was found to have significant

relationships with both of these two investigated variables.

As mentioned above, in addition to health related consequences, mobbing also has

organization related consequences which is explained in next section.
1.5.2 Individual Organizational Outcomes

Job satisfaction and organizational commitment were investigated as individual

organizational outcomes in the current study.
1.5.2.1 Job Satisfaction

The term of job satisfaction emerged in 1920s can be defined as affective reflections
and cognitive evaluations of employees towards their jobs (Locke, 1976). For

employees’ well-being, being satisfied with their jobs is very crucial.

In various studies, it was shown that mobbing influences job satisfaction negatively.
This is because job satisfaction is related both feelings and cognition of the
employees. Therefore, mobbing may create some hard feelings in people and one
expects that the relationship between frequency of experienced mobbing and job
satisfaction will be a negative one. There are studies conducted in this country and
abroad found that the relationship is negative as expected. For example, Civilidag
and Sargin (2013) found that mobbing is negatively associated with job satisfaction
of academics. Akar et al. (2011) confirmed this negative relationship between
mobbing and job satisfaction among employees working for agricultural industry
in Antalya, Turkey. Cengiz, Ayta¢, Servi and Yetis (2012) investigated this
relationship among 524 football trainers and they also revealed that job satisfaction

is lower in football trainers who were subjected to mobbing compared to who were
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not to, especially in younger football trainers. Moreover, Karcioglu and Akbas
(2010) questioned the existence of this relationship among 305 medical staffs in
Erzurum and their results obtained the significant negative relationship between
mobbing and job satisfaction levels of these workers. In a similar study, Caliskan
and Tepeci (2008) also found this relationship among hotel workers and Karakus
and Cankaya (2012) demonstrated it among teachers with partial mediation of stress
and burnout. The negative relationship between mobbing and job satisfaction was

also found in nonprofit organizations (Chesler, 2014).

Job satisfaction has also significant relationship with burnout. Many studies in the
literature revealed the negative association between job satisfaction and burnout.
More recent studies supported this negative relationship. For example, Nagar
(2012) found that a high level of burnout experienced by person was related to low
job satisfaction levels. The negative association with burnout and job satisfaction
of the employees was also demonstrated in the latest studies (e.g. Ali & Ali, 2014;
Cagan & Giinay, 2015; Lizano & Barak, 2015). It can be clearly seen that mobbing
influences job satisfaction in a negative way; therefore, in the present study, this
association was investigated with the mediation of burnout because burnout also
has important relationship with job satisfaction. In addition to the studies conducted
in Turkey, the same pattern of the relationship was affirmed in studies of the other
countries (e.g. Engelbrecht, 2012; Jiang, Jiao & Rong, 2012; Moayed, Daraiseh,
Shell & Salem, 2006).

1.5.2.2 Organizational Commitment

Organizational commitment is employee’s attachment to his/her organization
(Allen & Meyer, 1990). Organizational commitment has three dimensions which
are affective, continuance, and normative commitment. Affective commitment is
emotional connection and attachment to the organization, continuance commitment
can be defined as involvement to the organization because of inability to bear the
costs of leaving. Normative commitment; on the other hand, is staying in the
organization because of perceived responsibility to abide as a part of an
organization (Allen & Meyer, 1996).
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Similar to job satisfaction, there are various studies in the literature both in Turkey
and abroad investigating the relationship between mobbing and organizational
commitment. In a lot of studies negative relationship between those two variables
was proposed (e.g. Demir & Rodwell, 2012; Einarsen et al., 1994; Namie et al.,
2000; Pelit & Kilig, 2014; Randall, 1997; Vartia, 1996; Zapf et al., 1996). Yet,
relationship patterns may change according to the type of commitment which
individuals have. For instance, Tengilimoglu, Mansur, and Dziegiclewski (2010)
showed that there was a significant negative relationship between mobbing and
affective commitment. The relationship between mobbing and normative
commitment showed the same pattern. However, there was no significant
relationship found between continuance commitment and mobbing. In this study,
overall organizational commitment was not found significantly related with
mobbing because different types have different relationships with mobbing;
therefore, in the current study, only affective organizational commitment was

investigated among those three types.

Burnout and affective organizational commitment may have also a strong negative
relationship as people experience burnout, they no longer feel affectively attached
to their organizations. In the literature, significant negative relationship was found
between affective organizational commitment and burnout (e.g. Glines,
Bayraktaroglu & Kutanis, 2009; Nagar, 2012; Tekin, Aydin, Ozmen & Yaykasl,
2014; Zhou, Lu, Liu, Zhang & Chen, 2014). Therefore; in the current study, because
of the strong relationship between burnout and affective organizational
commitment and burnout and mobbing, the relationship between mobbing and
affective organizational commitment was investigated through the meditational

effect of burnout.

The hypotheses about mobbing and its outcomes and the mediator role of burnout

between mobbing and its outcomes were presented below.

Hypothesis 7: Frequency of targets’ experiences of mobbing would have significant
negative relationship between organizational outcomes which are job satisfaction

and affective organizational commitment.
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Mobing results in stress in individual employees and this stress patially may result
in some concequences like burnout. But at the same time mobbing directly effect
some outcomes as explained (e.g. Chesler, 2014; Schat & Kelloway, 2003; Vartia,
1996). Therefore, the partial mediaiton was expected between mobbing experience

and health (general health) and organizaitonal outcomes.

Hypothesis 8: Burnout would partially mediate the relationship between frequency
of targets’ experiences of mobbing and individual’s general health and individual’s

organizational outcomes.
1.6 The Present Study

In the current study, both antecedents and outcomes of mobbing were investigated.
As organizational characteristics, job demands and job resources were considered
as the antecedants of mobbing whereas outcomes are categorized as individual
health outcomes and individual organizational outcomes namely job satisfaction
and affective organizational commitment. In order to understand when job demands
and resources influence mobbing, negative affectivity was considered as a
moderator. In addition, burnout, which creates emotional exhaustion,
depersonalization and have a role in the decrease of personal accomplishment was

used as a mediator between the targets’ reports of mobbing and the outcomes.
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Figure 1.1 Proposed Relationships between Job Demands and Mobbing, Job
Resources and Mobbing (Moderating Role of Negative Affectivity)
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Figure 1.2 Proposed Relationships between Mobbing and General Health, Job
Satisfaction, and Affective Organizational Commitment (Mediating Role of

Burnout)
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CHAPTER 11

METHOD

2.1 Participants

Present research was conducted by the voluntary 223 participants, who have been
working at least 6 months or have worked at least 6 months in Turkey from various
industries and sectors which were education, technical, health, military, and
tourism. Among the participants, 142 of them were female (63.7%) and 81 were
male (36.3%). Their age range differed from 19 to 57 and the mean age of the
participants was 30.61 (SD = 7.60). Of the participants, 125 had bachelor’s degree
(56.1%), 60 of them had master’s degree (26.9%), 17 participants had high school
degree (7.6%), 10 participants had associate’s degree (4.5%), 10 participants had
doctoral degree and more (4.5%) and 1 participant had secondary school degree
(0.4%). Of them, 140 worked in private sector (62.8%), and 83 of them worked in
governmental institutions (37.2%). As for the position, 140 of the participants were
employees/officers (62.8%), 52 of them were specialists (23.3%), 21 of them were
supervisors (9.4%), and 10 of them were managers (4.5%). Most of the participants
were working for their institutions for one to five years (48.9%), 44 of them were
working for six months to a year (19.7%), 38 of them were working for 6 to 10

years (17%), and 32 of them were working for 10 years and above (14.3%).
2.2 Procedure

Voluntary participation was required in order to participate in this study. Before
starting to survey, participants were presented informed consent form (See
Appendix A). After taking their approval to participate voluntarily, firstly, the
Demographic Information Form, Positive Affectivity Negative Affectivity Scale,
Job Demands and Resources Scale, Workplace Bullying Scale — Turkey, Maslach
Burnout Inventory, General Health Questionnaire — 12, Three Item General Job

Satisfaction Subscale, and Organizational Commitment Scale were presented to the
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participants in order. After those scales, debriefing form was presented to the
participants (See Appendix J). Data was collected via internet and snowball
sampling technique was used. The questionnaire link was also sent to Struggle with
Mobbing Association in order to collect data from seriously affected people. This
Association published this questionnaire package link in their webpage

anonymously.

2.3 Measures

Data were collected via Qualtrics Online Survey Programme. At the beginning of
the survey, participants were shown an inform consent form and without approving

it they could not start taking survey.

2.2.1 Demographic Information

Participants filled in demographic information form including sex, age, education
level, position, sector, and number of working years in their jobs. In previous
studies, age and position were found significantly affecting targets’ reports of
mobbing. Therefore, the relevant demographic information was collected in order
to investigate whether demographical characteristics have a significant effect on

major variable (See Appendix B).

2.2.2 Positive -Negative Affectivity Scale

The inventory developed by Watson, Clark, and Tellegen in 1988. It has 20 items
and it is a 5 point Likert type scale ranges from 1 “very slightly or not at all” to 5
“extremely”. Positive Affect means interested, excited, strong, determined, active
etc., and Negative Affect means upset, scared, nervous, guilty etc. There are 10
items under each of those subscales. Original version of this scale has reliabilities
of .84 to .90. The scale was adapted to Turkish by Gen¢dz in 2000. Internal
consistency was found to be .86 for Positive Affect subscale and .83 for Negative

Affect subscale. In this study, only Negative Affectivity subscale with 10 items was
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used and its internal consistency was found as .89. The full measure may be found

at the end in Appendix C.

2.2.3 Job Demands and Job Resources Scale

In this study, Job Demands and Job Resources Scale developed by Xanthopoulou
et al. (2007) and adapted to Turkish by Metin (2010) was used. Job demands has
four subscales which are workload, emotional demands, emotional dissonance and
organizational changes. The subscale of workload has four items and its internal
consistency is .86, emotional demands has six items and internal consistency of .77,
emotional dissonance has five items and internal consistency of .83, and in
organizational changes subscale, there are seven questions and its internal
consistency is .82. In this study, the internal consistencies of workload, emotional
demands, emotional dissonance, and organizational change were found to be .85,
.83, .75, and .81, respectively. Total internal consistency of Job Demands Scale was

.85.

The subscales of job resources are autonomy, colleague support, supervisory
support and opportunities for personal development at work. Of them, three
questions are measuring autonomy in this scale and its internal consistency was
found .81, colleague support has three questions and internal consistency of .80,
five items measure supervisory support and its internal consistency is .92, and there
are three items measure the opportunities for personal development at work and its
internal consistency was found .87 (Metin, 2010). It is a Likert-type scale that 1
means never and 5 means always. In this study, the internal consistencies of
autonomy, colleague support, supervisory support, and opportunities for personal
development at work were found to be .70, .83, .91, and .90, respectively. Total

internal consistency of Job Resources Scale was .90 (See Appendix D).

2.2.4 Workplace Bullying Scale - Turkey

In this study, Workplace Bullying Scale — Turkey was used to measure frequency

of experiencing mobbing. The scale was developed by Tinaz, Gok and Karatuna
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(2009) in order to measure prevalence and types of workplace in Turkey. This
questionnaire is a four point Likert-type scale that 1 means “Never”, 2 means “once
or twice in a month or less”, 3 means “once in a week” and 4 means “approximately
every day” and it includes 28 behavioral items. There are four factors in this scale
which are work oriented behaviors measured by 11 items with the Cronbach’s alpha
of .86, reputation damaging behaviors measured by five items with .82 internal
consistency, exclusionary behaviors assessed by six items with .80 internal
consistency, and verbal, written, visual assaults assessed by six questions with
Cronbach’s alpha of .79. Total internal consistency of this scale was found as .93
(Tinaz, Gok & Karatuna, 2010). In this study, reliability analysis showed that, the
internal consistencies of work oriented behaviors, reputation damaging behaviors,
exclusionary behaviors, verbal, written, visual assaults were .92, .82, .82, and .73
respectively. Total internal consistency of this scale was found .95 in this study,

which was closely similar to the original study (See Appendix E).

2.2.5 Maslach Burnout Inventory (MBI)

This scale was developed by Maslach and Jackson in 1981. MBI was adapted into
Turkish by Ergin (1992). The original version of this scale is 7 point Likert-type;
whereas, Turkish version is a 5 point Likert-type scale. MBI has three dimensions
which are emotional exhaustion, cynicism (depersonalization), and reduced
feelings of accomplishment. Emotional exhaustion is measured by nine items and
its internal consistency value is .83, cynicism has five items and internal
consistency of .75, and lastly reduced feelings of accomplishment has eight items
and Cronbach alpha score of .88 (Capri, 2006). In this thesis study, according to
reliability analysis, the internal consistencies of emotional exhaustion, cynicism
(depersonalization), and reduced feelings of accomplishment were .91, .79, and .78,

respectively. Total internal consistency of this scale was .85 (See Appendix F).

2.2.6 General Health Questionnaire — 12

Goldberg (1972) developed this scale in order to detect psychosomatic

disturbances. The short form of this scale has 12 questions and it is a 4 point Likert-
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type scale. Turkish version of this scale was adapted by Kili¢ (1996). Kili¢ reported
reliability score of .74 and validity score of .84. In the current study, Cronbach’s
alpha of the scale was .93 (See Appendix G). In this questionnaire, higher scores
indicate worse health situation of the individuals. Although the scale mainly
measures cognitive functions and mental health of the individuals; it is used in the
literature as a measure of general health; therefore, the term general health was used
to represent cognitive and mental health of the participants in the current study. The

higher the scores indicate lower general health.

2.2.7 General Job Satisfaction Subscale

The scale was adapted by Bilgi¢ (2008) from three item General Job Satisfaction
Subscale of Job Diagnostic Survey (Hackman & Oldham, 1975). Itisa 7 point likert
scale which 1 means “Totally Disagree” and 7 means “Totally Agree”. This scale
has an internal consistency of .78. In this study, reliability coefficient of this scale
was found to be .93. At the end of this questionnaire, Faces Scale of Kunin (1955)
was presented to the participants; however, participants did not make sense out of
it and the faces part of the scale was not included in the analysis (See Appendix H).

2.2.8 Organizational Commitment Scale

Organizational Commitment Scale was developed by Meyer, Allen and Smith
(1993). Short version of this scale was used in this study. There are two subscales
which are continuance commitment and affective commitment. It is a 7 point
Likert-type scale (strongly disagree to strongly agree). There are 12 questions in
this scale and each subscale has six items. Since continuance commitment was
found to have no significant relationship between mobbing (Tengilimoglu, Mansur
& Dziegielewski, 2010), only affective commitment subscale was used. Affective
commitment scale has reliability coefficient of .83 (Luchak & Gellatly, 2007).
Wasti (1999) adapted this scale into Turkish. In this study, affective organizational
commitment subscale has reliability coefficient of .92 (See Appendix I).
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CHAPTER 11

RESULTS

The results are given in three parts. In the first part, data screening and cleaning are
presented. In the second part, descriptive statistics and bivariate correlations among
variables are explained and lastly, the hypothesis testing results are presented. In
hypothesis testing part moderation analysis is given in order to test whether
negative affect significantly moderate the relationship between job demands and
targets’ reports of mobbing and moderate the relationship between job resources
and targets’ reports of mobbing and the mediation analysis is presented to
understand whether burnout partially mediate the relationship between targets’
reports of mobbing and general health, job satisfaction, and organizational

commitment.

3.1. Data Screening and Cleaning

For data screening, Tabachnick and Fidell (2007) described some steps and data
screening were conducted according to them. In this study, there is no missing value
problem because in online survey there was a setting making possible that when
someone does not answer a question, he/she cannot pass to the other question.
Therefore, participants who came to end of this survey, all the questions of his/her
were answered. There were two univariate outliers whose case numbers were 183
and 204. Those two were also found as multivariate outliers which were larger than
Mabhalanobis distance (y> > 26.12, p <.001); therefore, these cases were deleted and
further analyses were conducted for 223 cases. All normality assumptions were met
except targets’ reports of mobbing. It was positively skewed and it was transformed
via taking the square root as best results were obtained for it. Other assumptions
were met regarding linearity and homoscedasticity. In order to test linearity scatter
plots were used and the relationship pattern revealed that the relationships were
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generally linear. Thus, linearity assumption was also met. There was also no

multicollinearity observed (See table 3.1).

3.2. Descriptive Statistics and Bivariate Correlations among Variables

Reliabilities, means, standard deviations, and minimum and maximum values are
presented in Table 3.1. The correlation matrix of study variables is presented in
Table 3.2.

Among the demographic variables, age was negatively correlated with job demands
(r=-.14,p<.05), burnout (r =-.17, p <.05), and positively correlated with affective
commitment (r = .16, p < .05). Education was positively correlated with only job
demands (r = .16, p <.05). Working in private or public sector positively correlated
with burnout (r = .20, p <.01) and general health (r = .16, p < .05), and negatively
correlated with job satisfaction (r = -.14, p < .05). Because of the fact that 1 means
public sector and 2 means private sector, relationships found in this study means
that people who work in private sector reported higher levels of burnout have worse
general health conditions and lower job satisfaction compared to people who work
in public sector. Working experience has negative correlation with burnout (r = -

.18, p < .01) and positive correlation with affective commitment (r = .15, p <.05).

Bivariate correlations of the variables of this study were investigated. The
relationships with negative affectivity examined, it was found that, job demands
was positively (r = .41, p <.001), and job resources was negatively related (r = -
.34, p <.001), to negative affectivity as expected. Furthermore, burnout was
positively related (r = .51, p < .001); whereas, job satisfaction was negatively
related (r =-.30, p <.001) to negative affectivity and at the same time, general health
was positively related (r = .60, p < .001) to it. The negative affectivity was
negatively related to affective organizational commitment (r = -.35, p <.001) while

mobbing was positively related (r = .51, p <.001).

When the relationships between job demands and the others examined, it was found
that job resources was negatively related (r = -.16, p < .05) while burnout was
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positively related (r = .41, p <.001). The job satisfaction was negatively related (r
=-.18, p <.01) whereas general health was positively related (r =.38, p <.001). On
the other hand, affective organizational commitment was negatively related (r = -
.22, p < .01), and mobbing was positively related with job demands (r = .47, p <
.001).

When the associations between job resources and the others investigated, it was
found that job resources was positively related with job satisfaction (r = .54, p <
.001) and affective organizational commitment (r = .64, p <.001), and negatively
related with burnout (r = -.60, p < .001), general health (r = -.53, p < .001), and
mobbing (r = -.68, p <.001).

The relationships between burnout and the others showed that there was a positive
and strong association between burnout and general health (r =.72, p <.001), and
mobbing (r = .64, p <.001), and burnout was negatively related to job satisfaction
(r =-.62, p <.001), and affective organizational commitment (r = -.62, p <.001).

Positive relationship found between job satisfaction and organizational
commitment (r = .65, p < .001) and negative relationship found between job

satisfaction and general health (r = -.53, p <.001) and mobbing (r = -.43, p <.001).

General health was negatively related with organizational commitment (r = -.51, p

<.001) and positively associated with mobbing (r = .58, p <.001).

Lastly, affective organizational commitment was negatively related with mobbing
(r=.55, p<.001).
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Table 3.1 Reliabilities, Means, Standard Deviations, and Minimum and Maximum

Values of Study Variables

# of Cronbach’

Variable Mean SD Min. Max. items s alpha
1. Job Demands 3.11 S8 1.68 473 22 .85
2. Job Resources 3.31 80 121 493 14 .90
3. Negative Affectivity 2.14 82 1.00 480 10 .89
4. Mobbing** 1.58 S5 1.00 346 28 95
5. Square Root Mobbing  1.24 21 100 1.86 28 .95
6. Burnout 2.59 69 127 432 22 .85
7. General health 2.09 63 1.00 3.83 12 93
8. Affective Commitment 2.89 1.07 1.00 5.00 8 .92
9. Job Satisfaction 437 186 1.00 500 3 .93

*Job Demands Scale: 5 point Likert-type, Job Resources Scale: 5 point Likert-type, Negative
Affectivity Scale: 5 point Likert-type, Workplace Bullying Scale: 4 point Likert-type, Maslach
Burnout Inventory: 5 point Likert-type, General Health Questionnaire: 5 point Likert-type (similar
to burnout scales as scores increase, general health decrease), Affective Organizational
Commitment Scale: 5 point Likert-type, Job Satisfaction Scale: 7 point Likert-type.

**The scale scores was transformed into square root for the analysis
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3.3. Hypothesis Testing

3.3.1 The Relationship between Job Demands, Negative Affectivity, and

Mobbing

In the first part of the study, job demands (M = 3.11, SD = .58), job resources (M =
3.31, SD = .80) were the predictors, negative affectivity (M = 2.14, SD = .82) was
the moderator, and the targets’ reports of mobbing (M = 1.24, SD = .21) was the

criterion.

It was hypothesized that negative affect would significantly moderate the
relationship between job demands and targets’ reports of mobbing. Moderation
analysis was conducted to test these hypotheses. Firstly, the scores of negative
affectivity, job demands were centered. Then the interaction terms were formed for
each variable. Sequential multiple regression was performed to see whether the
interaction of negative affectivity and job demands was significant or not. Job
demands and negative affectivity predicted targets’ reports of mobbing positively
and significantly (R%= .35, F(2, 220) = 50.61, p < .001). However, the interaction
effect was not found to be significant; therefore, negative affectivity didn’t
moderate the relationship between job demands and reports of mobbing (4 = .00, t
= .06, p =.95).

3.3.2 The Relationship between Job Resources, Negative Affectivity, and
Mobbing

It was hypothesized that negative affect scores would significantly moderate the
relationship between job resources and targets’ reports of mobbing. In this part,
moderation hypothesis for job resources and mobbing was tested. Job resources
and negative affectivity predicted targets’ reports of mobbing significantly (R? =
56, F(2, 220) = 137.64, p <.001). The main effect of negative affectivity was
found significant (f = .32, t = 6.64, p <.001), and the main effect of job resources
was found significantly and negatively related with mobbing (5 = -.58, t = -12.03,
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p <.001). The interaction effect was also found significant; therefore, moderation

hypothesis was confirmed (4 = -.14,t =-2.91, p < .01).

The interaction term between job resources and negative affectivity explained a
significant change in variance in targets’ reports of mobbing (R?= .57, AR? = .02,
Finc (1, 219) = 8.47, p < .01). The equations for high negative affectivity and low
negative affectivity were written for the interaction graph which was plotted
according to the procedures of Aiken & West (1991) and the lines of this graph
were not parallel so the interaction effect was observed (see Figure 3.1). To
understand what interaction meant, simple slope testing was performed. Two
standard multiple regression analyses were performed. The first one was for low
negative affectivity condition and the other one was for high negative affectivity
condition. When the negative affectivity of the participants was low, there was a
significant negative relationship between job resources and targets’ reports of
mobbing and job resources explained 8% variance in mobbing (8 = -.43, t = -6.35,
p < .001). When the negative affectivity was high, again there was a significant
negative relationship between job resources and targets’ reports of mobbing;
however, different from low negative affectivity condition, this relationship showed
higher strength that job resources explained 24% variance in mobbing when the
negative affectivity was high (f =-.70, t =-10.98, p <.001). In sum, simple slopes
analysis showed that participants with high negative affectivity reported more
mobbing experiences as their scores on job resources decreased; whereas,
participants with low negative affectivity did not show much difference in their

mobbing reports as their scores on job resources decreased.
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Table 3.3 Moderation Analysis of Negative Affectivity, Job Resources, and
Mobbing

B B Sig. R° AR® Sig R® F

Y|
Step 1 56 .56 000  137.64%**
Negative Affectivity .08 .32 .000
Job Resources - -.56 .000
15
Step 2 26 22 .000 97.70%**
Negative Affectivity .07 .28 .000
Job Resources - -.57 .000
15
NA x Job Resources - -.14 .004
.04
Dependent Variable is Mobbing, NA: Negative Affectivity.
*p<.05, **p<.01, ***p<.001
—— Low NA
1,5
. --m-- High NA
1,3 TS
o
‘= L1
= 0,9
0,7 1

Low resource High resource

Figure 3.1 The interaction between job resources and negative affectivity in

predicting mobbing
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3.3.3 The Mediating Role of Burnout between Mobbing and General Health,

Job Satisfaction and Affective Organizational Commitment

In this part of the study, targets’ reports of mobbing (M = 1.24, SD = .21) is the
predictor, burnout (M = 2.59, SD = .69) is the mediator and job satisfaction (M =
4.37, SD = 1.8), general health (M = 2.09, SD = .63), and organizational
commitment (M = 2.89, SD = 1.07) are the criterion variables. There were three
meditational hypotheses of this study. It was predicted that burnout would partially
mediate the relationship between mobbing and general health of the person.
Secondly, it was predicted that burnout would partially mediate the relationship
between mobbing and job satisfaction. Thirdly and lastly, it was hypothesized that
burnout would mediate the relationship between mobbing and affective
organizational commitment. In order to test those hypotheses hierarchical multiple
regression analyses were conducted. Mediation analyses were conducted with the

light of the steps of Baron and Kenny (1986) which are:

a) The independent variable must predict the dependent variable significantly.
b) The independent variable must predict the mediating variable significantly.
C) The mediating variable must predict the dependent variable significantly.
d) When the mediating variable is placed in the equation simultaneously with
the independent variable, the effect of independent variable on the

dependent variable must decrease.

Following those steps, the hypothesis which stated that burnout would partially
mediate the relationship between mobbing and general health of the person was
tested. Firstly, mobbing entered to the model as independent variable and general
health as the dependent variable and the result was significant (R?= .34, F(1, 221)
=112.11, p <.001). Results of the regression analysis showed that targets’ reports
of mobbing significantly predicted general health (4 = .58, t = 10.59, p < .001).
Secondly, mobbing entered to the model as independent variable and burnout as the
dependent variable and the result was again significant (R? = .42, F(1, 221) =
155.86, p < .001). Targets’ reports of mobbing also significantly predicted the
mediating variable which was burnout (f = .64, t = 12.48, p < .001). Thirdly,
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burnout entered to the model as independent variable and general health as the
dependent variable and the result was also significant (R?= .52, F(1, 221) = 232.99,
p <.001) and burnout significantly predicted general health (= .72, t = 15.26, p <
.001). Mobbing explained 33% of the total variance of general health. Lastly,
mobbing and burnout added to the model simultaneously and the result was
significant (R = .54, F(2, 220) = 127.85, p < .001). When burnout added to the
regression, the direct effect of mobbing on general health decreased. With burnout
in the model, mobbing still had a significant effect on general health and burnout
also had significant effect on general health (4 = .59, t = 9.78, p < .001). They
together explained 53% of the total variance of general health. As it can be seen
that this model made a 20 point increase in total variance. Sobel test results also
supported that the partial mediation was significant (z = 7.74, p < .001).
Bootstrapping was employed to confirm Sobel test results. Estimates from 5000
samples showed that the indirect effects of mobbing through burnout on general
health lied between .8968 and 1.4409 with a confidence interval of 95% meaning

indirect effect was significant.

Table 3.4 Mediation Analysis of Mobbing, Burnout and General Health

B t Sig. R’ F DV
Analysis 1 33 112.11***  GH
Mobbing S8 10.59  .000
Analysis 2 41 155.86*** Burnout
Mobbing 64 1248  .000
Analysis 3 52 232.99***  GH
Burnout 72 1526 .000
Analysis 3 54 127.85***  GH
Mobbing 20 3.40 .001
Burnout 59 9.78 .000

*p<.05, **p<.01, ***p<.001, GH=General Health
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Mobbing w ( General Health
J 20 (.58)%** L

Figure 3.2 Mediation Analysis of Mobbing, Burnout and General Health

Secondly, the hypothesis which stated that burnout would partially mediate the
relationship between mobbing and job satisfaction of the person was tested. As the
first step, mobbing entered to the model as independent variable and job satisfaction
as the dependent variable and the result was significant (R?= .19, F(1, 221) = 50.82,
p < .001). According to the results of regression analysis, targets’ reports of
mobbing significantly and negatively predicted job satisfaction (8 =-.43,t=-7.13,
p < .001). Secondly, mobbing entered to the model as independent variable and
burnout as the dependent variable and the result was again significant (R? = .42,
F(1, 221) = 155.86, p < .001). Targets’ reports of mobbing also significantly
predicted the mediating variable which was burnout (# = .64, t = 12.48, p <.001).
Thirdly, burnout entered to the model as independent variable and job satisfaction
as the dependent variable and the result was also significant (R?>= .39, F(1, 221) =
138.13, p <.001) and burnout significantly and negatively predicted job satisfaction
(f=-.62,t=-11.75, p <.001). Mobbing explained 19% variance of job satisfaction;
however, together with burnout they explained 39% variance of job satisfaction.
Lastly, mobbing and burnout added to the model simultaneously and the result was
significant (R? = .39, F(2, 220) = 69.31, p < .001). When burnout added to the
regression, the direct effect of mobbing on job satisfaction decreased and lost its
significance. In other words, with burnout in the model, mobbing doesn’t have a
significant effect on job satisfaction (f = -.06, t = -.83, p > .05). Therefore, burnout

fully mediated the relationship between mobbing and job satisfaction.
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Table 3.5 Mediation Analysis of Mobbing, Burnout and Job Satisfaction

B t  Sig. R F DV

Analysis 1 19 50.82%** IS
Mobbing -43  -7.13 .000

Analysis 2 41 155.86*%** Burnout
Mobbing .64 1248  .000

Analysis 3 39 138.13*** ]S
Burnout -62  -11.75 .000

Analysis 4 39 69.31%** JS
Mobbing -.06 -.83 408

Burnout -58 -8.46  .000

*p<.05, **p<.01, ***p<.001, JS=Job Satisfaction

BaFE* S B2FFH (- Gg)RH*

Burnout

Mobbing w ( Job Satisfaction
J -.06(-.43)*** L

Figure 3.3 Mediation Analysis of Mobbing, Burnout and Job Satisfaction

Thirdly, the hypothesis which stated that burnout would partially mediate the
relationship between mobbing and affective organizational commitment of the
person was tested. As the first step, mobbing entered to the model as independent
variable and affective organizational commitment as the dependent variable and the
result was significant (R?= .31, F(1, 221) = 97.12, p < .001). Mobbing significantly
and negatively predicted affective organizational commitment (# = -.55, t = -9.86,
p < .001). Targets’ reports of mobbing also significantly predicted the mediating
variable which was burnout (# = .64, t = 12.48, p <.001). Then, burnout entered to
the model as independent variable and affective organizational commitment as the
dependent variable and the result was also significant (R?= .38, F(1, 221) = 136.19,
p < .001) and burnout significantly and negatively predicted affective

organizational commitment (f =-.62,t=-11.67, p <.001). Mobbing explained 30%
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of the total variance of affective organizational commitment. Lastly, mobbing and
burnout added to the model simultaneously and the result was significant (R? = .42,
F(2,220) =80.47, p <.001). When burnout added to the regression, the direct effect
of mobbing on affective organizational commitment decreased. With burnout in the
model, mobbing still had a significant effect on affective organizational
commitment (5 = -.27, t = -3.96, p < .001) and burnout also had significant effect
on affective organizational commitment (f = -.45, t =-6.68, p <.001). They together
explained 42% of the total variance of affective organizational commitment. As it
can be seen that this model made a 12 point increase in total variance. The sobel
test results also showed that partial mediation between mobbing and affective
organizational commitment was significant (z =-5.89, p <.001). Bootstrapping was
employed to confirm Sobel test results. Estimates from 5000 samples showed that
the indirect effects of mobbing through burnout on affective organizational
commitment lied between -2.1333 and -.9595 with a confidence interval of 95%

meaning indirect effect was significant.

Table 3.6 Mediation Analysis of Mobbing, Burnout and Affective Organizational

Commitment
p t  Sig. R F DV

Analysis 1 31 97.12%#* AOC
Mobbing -55 986  .000

Analysis 2 41 155.86*** Burnout
Mobbing .64 1248  .000

Analysis 3 38 136.19*%**  AOC
Burnout -62  -11.67 .000

Analysis 4 42 80.47%H* AOC
Mobbing -27  -3.96  .000

Burnout -45 -6.68  .000

*p<.05, **p<.01, ***p<.001, AOC=Affective Organizational Commitment
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Figure 3.4 Mediation Analysis of Mobbing, Burnout and Affective Organizational

Commitment

46



CHAPTER IV

DISCUSSION

The present study investigated both antecedents which are job demands, and job
resources and consequences of mobbing which are general health, job satisfaction,
and affective organizational commitment. The aim of this study was to understand
why and when those variables affect mobbing. In order to understand the
relationship between them more deeply, moderation and mediation analysis were
conducted. The results of this study broaden the evidences to interpret the
relationships between these constructs. In this section, firstly evaluation of the
findings of this study were explained in detail, secondly limitations of this study
and the suggestions for future research were discussed and then finally
contributions and practical implications of this study were presented.

4.1 Evaluation of the Main Findings

The results of the analysis supported not all but most of the hypotheses. Both
supported and not supported hypotheses have important meanings for mobbing

literature.

Main findings of this research are interpreted in this section. Similar to the previous
studies, the findings of the present study showed that job demands were
significantly and positively related with mobbing incidences; thus, hypothesis 1 was
supported. Baillien et al. (2011) found that high job demands and low control over
the job associated with higher reports of mobbing. Parallel to this, Tuckey, Dollard,
Hosking, and Winefield (2009) revealed that the presence of job demands and the
absence of social support leads to workplace bullying. Increased mobbing under the
conditions of job demands may have two explanations. Firstly, stressed employees
due to increased job demands are tend to make more mistakes and these mistakes
may cause others to approach them more negatively and establish an environment

appropriate for workplace aggression. Secondly, stressed workers without job
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resources and support which are necessary for being strong against mobbing
behaviors cannot withstand and experience even more negative incidents; therefore,
report mobbing (Baillien, Neyens, De Witte & De Cuyper, 2009).

Hypothesis 2 stated that there would be a significant and negative relationship
between job resources and mobbing and this hypothesis was supported. As job
resources increase, employees report less mobbing in the workplace. This finding
is parallel to the literature and this study confirmed this relationship for Turkish
sample (Baillen, Munoz, Broeck & De Witte, 2011; Demir & Rodwell, 2012;
Demir, Rodwell, Flower, 2013; Hauge et al., 2007; Notelaers et al., 2010; Tuckey,
Dollard, Hosking & Winefield, 2009). It was suggested that job resources may
increase mobbing incidences in two ways. When people don’t have resources, they
may not find energy and support to defense and stay against workplace aggression
and they perceive them as more negative events even they are daily normal tensions.
On the other hand, when people don’t find resources in their jobs, they may become
aggressive and show aggression to others; therefore, increase the mobbing
incidences (Demir & Rodwell, 2012). Within evolutionary basis, all creatures have
an impulse to attack, show aggression and dominance to less powerful ones
(Arnautovic, 2013). It may be, when lack of resources happens in the workplace,
some impulsive people may take this atmosphere as an advantage to show their

dominance and strength and bully others.

There was lack of studies in the mobbing literature that investigated the relationship
between job demands - resources and mobbing and the moderating variables. It was
new that negative affectivity was investigated as a moderator variable between job
demands and resources and mobbing in this study. Negative affectivity (NA) plays
an important role in mobbing incidences. Einarsen (2002) and Zapf (1999) stated
that NA has an effect on perceptions and interpretations of negative events, conflicts
between colleagues and workplace bullying. In previous studies, NA was taken as
an antecedent of mobbing and it was found significantly and positively related with
mobbing (Demir & Rodwell, 2012). In this study, hypothesis 3 stated that NA
moderates the relationship between job demands and mobbing. Hypothesis 3 was
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not supported. NA did not moderate the relationship between job demands and
mobbing. It means that when job demands which are workload, emotional demands,
emotional dissonance, and organizational changes exist in the workplace, whether
the person has negative affectivity or not, s/he reports higher levels of mobbing
compared to people reported low job demands. It may be because of negativity bias.
Negativity bias is a notion which could be defined as “bad is stronger than good”
(Baumeister, Bratslavsky, Finkenauer & VVohs, 2001). People tend to be influenced
more and longer lasting from negative events than positive events even if their
magnitudes are the same (Hilgard, Weinberg, Proudfit & Bartholow, 2014).
Employees may not necessarily have trait negative affectivity to get negatively
influenced by job demands and report mobbing. Job demands itself may be enough
to create negative and strong influence on people. This finding has an important

implication which was addressed in the practical implications section.

It is interesting that while job demands and mobbing was not moderated by negative
affectivity, hypothesis 4 stating NA moderates the relationship between job
resources and mobbing was supported. In other words, there was a significant
negative relationship between job resources and mobbing and NA moderated this
relationship significantly. When people had high NA, there was a significant
negative relationship between them and there was also a significant negative
relationship between job resources and mobbing when people had low NA.
However, the strength of the relationship was higher in high NA condition. In other
words, participants with high NA had more mobbing experiences as their scores on
job resources decreased; whereas, participants with low NA did not show much
difference in their mobbing reports as their scores on job resources decreased. As it
was mentioned in the introduction section, people who are high in NA tend to feel
down and bad more often compared to others (Herschovis et al., 2007) not with
high demand but with less resources. They also react more negatively to stressful
and negative events and experience emotions like aggression, hatred, hostility,
resentment etc. (Douglas & Martinko, 2001). Because of those characteristics,
people who are high in NA may magnify the stressful events like mobbing when

they did hot have enough resources to alleviate their stress. It was stated that people
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are more vulnerable and less strong against any type of workplace aggression when
they are lack of resources (Baillien et al., 2009). It can be inferred that together with
the lack of resources, high levels of NA make people less strong against stressful
events and/or more susceptible to perceive that they have experienced mobbing.
Conversely, high level of resources would make people less vulnerable to stress
and, thus experience less mobbing even when they have already high negativity in
their personality and perceiving things negatively. The main theme is when people

high in NA, provide resources or select those with low negativity.

Hypothesis 5 was also supported that frequency of targets’ experiences of mobbing
had significant positive relationship with targets’ experiences of burnout. Burnout
has really serious and negative influences on employees’ well-being like decreased
motivation and energy, and decreased quality of interpersonal relationships
(Maslach & Jackson, 1984; Maslach & Schaufeli, 1993); therefore, many studies
focused on burnout. The same strong relationship was found in many studies in the
literature (e.g. Alkan, Yildiz & Bakir, 2011; Bucuklar, 2007; Cengiz & Aytan,
2013; Dikmentas, Top & Ergin, 2011; Einarsen, Matthiesen & Skogstad, 1998;
Siirvegil et al., 2007; Varhama & Bjorkvist, 2004). as expected.

Hypothesis 6 was also confirmed that frequency of targets’ experiences of mobbing
had significant relationship between individuals’ general health. As mentioned in
introduction section, mobbing has important consequences in terms of physical and
psychological health (e.g. Broadsky, 1976; Einarsen, 2000; Einarsen & Raknes,
1997; Leymann, 1996) and this was confirmed in the present study. It can be
inferred from significaant positif correlation between general health experience of
mobbing that people experience sleep problems, feel less happy, careful, alert, self-
confident, strong against difficulties and more anxious, distressed, indecisive as a

result of experiencing mobbing.

It was found that frequency of targets’ reports of mobbing had significant negative
relationship between organizational outcomes which are job satisfaction and
organizational commitment which means hypothesis 7 was confirmed. It can be

inferred from hyphotesis 6 and 7, mobbing was found to lead important individual
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and organizational consequences. When people experience mobbing, their physical
and psychological health become worse, they feel that they no longer love their jobs
and organizations and they don’t feel committed affectively to their organization
which increases intentions to leave and actual turnover (e.g., Maertz & Campion,
1998; Mathieu & Zajac, 1990; Turner & Chelladurai, 2005).

Hypothesis 8 was partially supported. It was hypothesized that burnout would
partially mediate the relationship between frequency of targets’ reports of mobbing
and individual’s general health and individual’s organizational outcomes. Between
these consequences and mobbing, it was found that burnout partially mediated the
relationship between mobbing and individual’s general health and affective
organizational commitment and mobbing. The partial mediation was predicted;
however, full mediation of burnout was found between job satisfaction and
mobbing. The meaning of the supported hypothesis is that experiencing burnout is
a key stone to experience negative consequences of mobbing.

According to the results of this study, it can be inferred that when people are
subjected to mobbing, their health become worse and they feel less committed to
their organizations significantly. Moreover, when they experience burnout these
relationships get stronger. Burnout and mobbing together, explain substantial
amount of variance on general health and affective organizational commitment of
the individuals. Burnout has also a significant negative association with job
satisfaction (e.g. Ali & Ali, 2014; Cagan & Giinay, 2015; Lizano & Barak, 2015)
as it was found in the present study. One of the most important findings of this study
is that burnout fully mediated the relationship between mobbing and job
satisfaction. When the person do not experience burnout, even if s/he is subjected
to mobbing, his/her job satisfaction would not get influenced. Measure nature may
be an important factor in here. The questions of the used scale were about general
satisfaction of the job. With more detailed job satisfaction measures assessing
satisfaction with supervisors, coworkers etc. this finding might be different. With
the nature of the used measure, an explanation may be that job satisfaction is more

related to the relationship of person and the job itself. For example, one may love

51



teaching others and have enthusiasm towards being a teacher. Just because of being
subjected to mobbing by his/her manager, s/he may not give up on loving the job
and satisfying with it, s/he just dislike or hate that school specifically and keep
having positive feelings towards being a teacher. Factors other than mobbing may
play more crucial role in job satisfaction like found in this study burnout;
additionaly, being self-employed or salary-earner (Hytti, Kautonen & Akola, 2013),
work itself, stress, organization’s policies, pay and benefits, opportunuties for
development were also found significant determinants of job satisfaction (Nandan
& Krisna, 2013). As a result, mobbing influences job satisfaction only if person
experiences burnout is an important finding having practical implications which
were emphasized below in the practical implications for managers and

organizations section.
4.2 Evaluation of the Findings about Demographic Variables of the Study

After the evaluation of hypotheses testing, the relationships between demographic
variables and mobbing were presented. Interestingly, none of the demographic
variables which were age, gender, education, sector, position, and work experience
were found significantly related with experience of mobbing. In the literature age
and position (Acar & Diindar, 2008; Niedl, 1995; Moayed, Darasich, Shell &
Salem, 2010), and working experience (Bas & Oral, 2012) were found to have
significant relationships with mobbing. However, there are contradictory findings
for age and working experience. The studies mentioned above found that as the age
and working experience increase, mobbing increases. Contrarily, some of the
studies revealed that as the age and working experience decreases mobbing
increases (Ko¢ & Bulut, 2009; Efe & Ayaz, 2010; Akyil, Tan, Saritas & Altuntas;
2012). It may be because of the fact that these studies focused on specific targets
like nurses and academicians. Specific to some sectors, relationship patterns may
change. In this study, there were participants approximately from all sectors so there
was no significant relationship was found. Moreover, there were meaningful

correlations found between some of the demographic variables and other variables
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of this study. These were not placed in hypotheses; however, significant

correlations were worth to mention about because they have important meanings.

Among the demographic variables, age was negatively correlated with job demands
and positively correlated with affective commitment. Moreover, working
experience has negative correlation with burnout and positive correlation with
affective commitment. When people get older, their working experience also
increases; therefore, findings about age and working experience could be
interpreted together. Liebermann, Wegge and Miiller (2013) found that expectation
of remaining in the same job until retirement was negatively related with job
demands. It could be inferred that when job demands are low, people tend to stay
in their jobs until their old ages. It is also possible that when age increases, the
position of the person may increase. In higher positions, autonomy and
opportunities for development which are the components of job resources are also
higher and demands may be lower relatively. If people work until old ages, it can
be inferred that they are committed to their organizations affectively. Brimeyer,
Perrucci and Wadsworth (2010) stated that older people are more experienced and
experienced workers having more autonomy have also more organizational

commitment.

Education was positively correlated with only job demands. It can be inferred that
the more the person educated, the more work stress, time pressure, and work
overload on him/her. This relationship made sense that expectation from more
educated people may be very high. Because they are perceived to have high
capacity, employers may give them too much responsibility and expect unrealistic

performance which may create stress and burden on them.

Working in private or public sector positively correlated with burnout and general
health and negatively correlated with job satisfaction. In this study, two indicated
private sector and one indicated public sector. About general health, higher scores
indicated worse health situation. It was shown that in private sector, people
experienced higher burnout levels, had worse general state of health and lower job
satisfactions. Public workers found to be healthier, satisfied and experience less
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burnout. The reason why private sector employees experienced these may be
because they work longer hours, experience less flexibility, even called for work in
national holidays, and have less time for their family and personal activities

(Francis, Lingard, Prosser & Turner, 2013).
4.3 Limitations of This Study and Suggestions for Future Research

This study has some limitations. As the first limitation, hypothesis 3 stated that NA
moderates the relationship between job demands and mobbing was not supported.
Factors other than negative affectivity could moderate or mediate this association.
Why there is a relationship between job demands and mobbing is suggested to be

questioned by future researchers.

Secondly, the results of this study relies on self-reports. Self-reports have risk to
give biased results because of social desirability. Especially for negative affectivity
questionnaire, this may create a problem because people may be reluctant to show
themselves as negative. For other questionnaires, participants’ own thoughts and
perceptions were considered as important; thus, self-reports may not pose a
problem. For negative affectivity, future researchers may collect data from
participants’ family, best friends or coworkers or implicit personality measures

could be used.

Thirdly, mobbing means were found relatively low compared to other study
variables meaning that participants of this study generally do not experience serious
levels of mobbing. The survey was sent to Struggle with Mobbing Association in
order to collect data from seriously affected people and the contact person from this
association published the survey link on their webpage; however, there were not
many returns. Thus, it is suggested that going to this particular union and

distributing paper questionnaires would provide healthier results.

In the present study, burnout was found as a key stone between mobbing and its
consequences which are individual general health, job satisfaction and affective
organizational commitment. Therefore, future research could focus on when

mobbing results in burnout. Finding when mobbing results in burnout may help
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preventing burnout and the negative consequences of mobbing mediated by

burnout.

In addition, mobbing has different types. In this study, overall score of the
Workplace Bullying Scale — Turkey was used in the analyses. Future research could
analyze sub-dimensions of mobbing in order to see which antecedents increase or
decrease what kind of mobbing behaviors. Job demands and resources have also
different dimensions. Different dimensions of these antecedents may have different
effects on types of mobbing. Further analyses of those subtypes may provide better

understanding of the associations.
4.4 Contributions of the Study

This study has several contributions to the literature. First of all, there were not
many studies investigating the relationship between job demands and job resources
and mobbing. This study made contribution by investigating a personality
characteristic which is negative affectivity as a moderator between job
characteristics which are job demands and job resources and mobbing for the first
time. Negative affectivity was found as significantly moderating the relationship
between job resources and mobbing. This finding is important because it brings
explanation to when there is a relationship between these two variables. Being not
able to find a moderating effect of negative affectivity between job demands and
mobbing provides us to understand that when job demands are high, people’s
individual characteristics no longer play role on reporting mobbing. Experiencing
job demands in itself creates negativity.

Secondly, this study provide evidence for the mediating effects of burnout between
mobbing and the organizational outcomes which are job satisfaction, general health
and affective organizational commitment. The most importantly, full mediation of
burnout between mobbing and job satisfaction was revealed that if only employees
experience burnout as a result of mobbing, their job satisfaction decreases. In the

existing literature, the negative relationship between mobbing and job satisfaction
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presented for years; however, full mediation found in this study brought a good

explanation why this relationship exists.

Thirdly, partial mediations have also important meanings. This study contributes to
the existing literature with presenting burnout as a mediator between mobbing and
its outcomes. Finding out how and why these consequences occur plays important
role on intervene in mobbing. Burnout partially mediated the relationship between
mobbing and general health. And it also mediated the relationship between
mobbing and affective organizational commitment which are crucial organizational
consequences playing important roles in employees’ physical and psychological

health, success and life satisfaction.

Fourthly, this study did not present merely relationships between mobbing,
antecedents and its consequences, instead via moderation and mediation analysis,
it tried to explain the conditions and the mechanisms how these associations occur.
This contribution brings insight to understand mechanisms deeper and could make

easier to take precautions for mobbing which affects employees life seriously.
4.5 Practical Implications for Managers and Organizations

This study has important implications for managers and organizations. Decreasing
and preventing mobbing are matters of research for years because it has serious
consequences. The results of this study would help managers and organizations to
create good organizational climate with preventing mobbing. The findings give us

clues about how to decrease mobbing incidences.

To decrease mobbing organizations should work through decreasing job demands.
In this study, it was found that whether the person has negative affectivity or not,
people experience mobbing when job demands are high. If job demands are high in
an organization, mobbing increases, as a consequence, burnout increases, general
health becomes worse, job satisfaction decreases and also affective organizational

commitment decreases. Decreasing it may help to decrease others as well.
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The moderating effect of negative affectivity between job resources and mobbing
should be also considered. Personality measures are used widely in recruitment
processes. Managers may implement personality measure including the questions
about negative affectivity. Before hiring a person considering whether s/he is high
in negative affectivity may be important after evaluating the job conditions. If the
job demands are high, NA measure in personality assessment may not be crucial;
however, if the resources are low in job, managers should regard the level of
negative affectivity of the candidate due to decrease mobbing reports of the

employees.

Consequences of mobbing which are worse general health, decreased job
satisfaction and affective organizational commitment are very important that the
job performance of people experiencing them may also decrease. Burnout is an
important factor why people experience these consequences; therefore, burnout
should also be decreased. This may be possible with increasing job resources.
Increasing job resources may not only decrease burnout but also decrease mobbing.
In the literature it was found that high quality leader member exchange increases
job resources and decreases burnout levels of employees (Thomas & Lankau,
2009). Therefore, it is suggested that managers and supervisors should support their
employees, build mutual trust, and guide them in their career ways. This kind of

attitude would decrease mobbing and increase the well-being of employees.
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APPENDICIES

APPENDIX A: Goniillii Katilim Formu

Bu calisma, ODTU Endiistri ve Orgiit Psikolojisi boliimii 6grencilerinden
Sinem Yeldan tarafindan, ODTU Psikoloji boliimiinden Prof. Dr. Reyhan Bilgic
danigsmanliginda yiiriitiilen bir yliksek lisans tezi ¢alismasidir. Calismanin amaci,
mobbingin sebep ve sonuglarinin incelenmesidir. Caligmaya katilim tamimiyle
goniilliiliik temelinde olmalidir. Calisma siiresince, sizden kimlik belirleyici
hicbir bilgi istenmemektedir. Cevaplariiz tamimiyle gizli tutulacak ve sadece
arastirmacilar tarafindan degerlendirilecektir; elde edilecek bilgiler bilimsel

yayimlarda kullanilacaktir.

Caligsma sirasinda doldurulmasi talep edilecek anketler, genel olarak
kisisel rahatsizlik verecek herhangi bir ayrint1 igermemektedir. Ancak, katilim
sirasinda sorulardan ya da herhangi bagka bir nedenden 6tiirii kendinizi rahatsiz
hissederseniz ¢aligmayi yarida birakmakta serbestsiniz. Calismay1 yarida birakma
durumunda anketi uygulayan kisiye, anketi tamamlayamadiginizi sdylemek
yeterlidir. Calismanin veri toplama asamasinin sonunda, bu ¢alismayla ilgili
sorulariniz cevaplanacaktir. Bu ¢alismaya katildiginiz i¢in simdiden tesekkiir

ederiz.

Calisma hakkinda daha fazla bilgi almak i¢in ODTU Endiistri ve Orgiit
Psikolojisi boliimii 6grencilerinden Sinem Yeldan (Tel: 0 506 324 50 13; E-posta:
sinemyeldan@gmail.com) ya da tez danismani Prof. Dr. Reyhan Bilgi¢ (Oda: B-
241; Tel: (0312) 210 31 85; E-posta: rey@metu.edu.tr) ile iletisim kurabilirsiniz.

Bu ¢alismaya tamamen goniillii olarak katilyyorum ve istedigim zaman
yaruda kesip ¢cikabilecegimi biliyorum. Verdigim bilgilerin bilimsel amagh
yayimlarda kullanilmasinit kabul ediyorum. (Formu doldurup imzaladiktan sonra

uygulayiciya geri veriniz).
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APPENDIX B: DEMOGRAFIK BiLGi FORMU

Yasiniz:

Cinsiyetiniz: K E

Egitim Durumunuz:

Isiniz/Mesleginiz:

Calisiginiz Kurum: ~ Kamu _ Ozel

Calistiginiz Sektor (turizm, enerji, saglik vb.):

Calistiginiz Pozisyon:

Su Anki Is Yerinizde Calistigiiz Siire:

Is Hayatinizda Calistigiiz Toplam Siire:
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APPENDIX C: POSITIVE NEGATIVE AFFECTIVITY SCALE

Bu olgek farkli duygulart tanimlayan bir takim sozciikler icermektedir.
Son iki hafta nasil hissettiginizi diisiiniip her maddeyi okuyunuz. Uygun cevabi her
maddenin yaninda ayrilan yere (puanlar1 daire igine alarak) isaretleyiniz.

Cevaplarinizi verirken agagidaki puanlart kullaniniz.

1. Cok az veya hig
2. Biraz

3. Ortalama
4. Oldukga
5. Cok fazla

—

) Hgili 1
. Sikintili 1
1

. Heyecanl

. Mutsuz

. Gui¢li

. Su¢lu

. Urkmiis

© 0 3 O »n B~ W N

. Hevesli

10. Gururlu
11. Asabi

12. Uyanik
13. Utanmis
14. Tlhamhi 1 2

NI N NN NN

1
1
1
1
. Diismanca 1
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1
1
1
1
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(yaratici diistincelerle dolu)
15. Sinirli 1 2 3
16. Kararl 1 2 3 4 5
17.Dikkatli _ 1 2 3 4 5

SN
(€]
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18. Tedirgin

19. Aktif

20. Korkmus
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APPENDIX D: JOB DEMANDS AND RESOURCES SCALE

Asagida isinizin Ozellikleri ile ilgili ¢esitli sorular bulunmaktadir. Her bir
maddede ifade edilen durumu ne siklikta yasadiginizi, sunulan 5 noktali 6lgekte
size uygun olan segenegi isaretleyerek belirtmeniz istenmektedir.

Ornegin, isinizin yapilis sekli {izerinde hi¢ kontroliiniiz yoksa, “Isin nasil
yapildig1 tizerinde kontroliiniiz olabiliyor mu?” sorusuna 1 (Hi¢bir Zaman)
secenegini igaretleyiniz.

Hicbir | Cok Cogu Her

Zaman | Nadir | Bazen | Zaman | Zaman

1 2 3 4 5
1. Hizli ¢alismak mi1 zorundasiniz? 1 2 3 4 5
2. Yapmaniz gereken ¢ok fazla isiniz mi var? 1 2 3 4 5

3. Bir isi zamaninda yetistirmek i¢in ne siklikla
fazla mesai yapmaniz gerekir?

4. Calisirken lizerinizde zaman baskisi
hissediyor musunuz?

5. Isinizi yaparken esnek olabiliyor musunuz? 1 2 3 4 5

6. Isin nasil yapildig iizerinde kontroliiniiz
olabiliyor mu?

7. Isin yapilisinda karar alma asamasinda yer
alabiliyor musunuz?

8. Isiniz duygusal agidan talepkar m1? 1 2 3 4 5

9. Isinizde size duygusal olarak dokunakli
olaylarla kars1 karsiya kalir misiniz?
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10. Isinizde duygusal anlamda dolgun
durumlarla karsilastiginiz olur mu?

11. Calisirken onlart memnun etmek adina her
seyl yapmaniza ragmen yine de siirekli sikayet
eden miisterilerle karsilagir misiniz?

12. Isinizde talepkar miisterilerle ugrasmak
zorunda kalir misiniz?

13. Calisirken hak ettiginiz saygi ve nezakette
davranmayan miisterilerle karsilagir misiniz?

14. Lazim oldugunda is arkadaslarinizdan
yardim isteyebilir misiniz?

15. Iste zorluklarla karsilastiginizda is
arkadaslarinizin size destek olacagina
giivenebilir misiniz?

16. Is arkadaslarinizin sizi degerli buldugunu
hissediyor musunuz?

17. Calisirken hislerinizi dogal gdriinmek adina
ne siklikta bastirirsiniz (6rn. Kizginlik)?

18. Calisirken spontane duygularinizi ne
siklikta gostermeye engel olursunuz (6rn.
Antipati)?

19. Calisirken, miisterilerinize (i¢ veya dis) ne
siklikla asil hissettiginiz duygulardan farkl
olan belirli duygular1 gostermek zorunda
kalirsimiz?

20. Calisirken, miisterilerinize kars1 baska tiirlii
hissetmenize ragmen ne siklikta olumlu
duygular géstermek durumunda kalirsiniz?

21. Calisirken caninizi sikan miisterilere ne
siklikla anlayish davranmak zorunda kalirsiniz?

22. Amirim beni benden memnun olup
olmadig1 konusunda bilgilendirir.
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23. Amirim isteki sorunlarim ya da isteklerime
ilgi gosterir.

24. Amirim tarafindan deger gordiigiimii
hissederim.

25. Amirim iste karsilastigim sorunlarin
¢Ozlimiinde etkili olur.

26. Amirim bana kars1 yakin ve sicaktir.

27. Is yeriniz degisikliklerin (6rn: personel,
iirlin ya da siire¢) oldugu bir yer midir?

28. Simdiki i pozisyonunuzda herhangi bir
yeniden diizenlemeyle karsilagtiniz m1?

29. Kendinizi is yerinizdeki degisikliklere
uydurmak zorunda misinizdir?

30. Son zamanlarda is yerinizdeki organizasyon
yapisinda bir degisiklik meydana geldi mi?

31. Son zamanlarda takimimizin yapis1 degisti
mi?

32. Son zamanlarda isinizin icerigi degisti mi?

33. Isinizde degisen gorevlerle karsi karsiya
kaldiniz mi1?

34. Isimde giiglii oldugum ydnlerimi
gelistirebilecegim imkénlar var.

35. Isimde kendimi siirekli olarak gelistiririm.

36. Isim bana yeni seyler 6grenme olanagi
sunar.
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APPENDIX E: isyerinde Psikolojik Taciz Ol¢egi (iPTO)

Ayda bir,
iki defa emen
Hicbir | veya daha | Haftada her siin
Zaman nadir bir defa g
1 2 3 4
1. Yaptigim her is ince ince izleniyor. 1 2 3 4
2. Mesleki becerilerimin altinda veya 6zsaygima 1 ) 3 4
zarar veren isler yapmam isteniyor.
3. Yaptigim her is elestiriliyor, hatalarim tekrar
o . 1 2 3 4
tekrar yiizime vuruluyor.
4. Isimle ilgili yanls bilgi veriliyor veya
1 2 3 4
saklantyor.
5. Soru ve taleplerim yanitsiz birakiliyor. 1 2 3 4
6. Yetistirilmesi imkansiz, mantiksiz gorev ve
o1 1 2 3 4
hedefler veriliyor.
7. Isle ilgili konularda sz hakki verilmiyor veya
- e 1 2 3 4
soztim kesiliyor.
8. Sorumluluklarim daraltiliyor veya elimden 1 ) 3 4
almiyor.
9. Isle ilgili &neri ve goriislerim reddediliyor. 1 2 3 4
10. Benimle bagirilip ¢agirilarak veya kaba bir
1 2 3 4
tarzda konusuluyor.
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11. Ise iliskin kararlarim sorgulaniyor.

12. Olumsuz mimik ve bakislar yoneltiliyor.

13. Ozel yasamimla ilgili konusulmasini
istemedigim hassas konular aciga ¢ikariliyor.

14. Benimle herkesin 6niinde asagilayici bir
iislupla konusuluyor.

15. Di1s goriintigiimle, hal ve hareketlerimle veya
kusurlarimla alay ediliyor.

16. Ozel yasamimla alay ediliyor.

17. Isyerimde yasanan her tiirlii problemin
sorumlusu tutuluyorum.

18. Isyerinde sanki yokmusum gibi davraniliyor.

19. Isyerinin kutlamalarina benim disimda herkes
cagriliyor.

20. Basarilarim, bagkalarinca sahipleniliyor.

21. Is arkadaslarim benimle birlikte calismaktan,
ayn1 projede yer almaktan kaginiyor.

22. Is arkadaslarimdan ayr1 bir boliimde
calismaya zorlantyorum.

23. Ozel yasamima iliskin hakaret boyutuna
varan elestiriler yapiliyor.

24. Siyasi ve dini gorlislerim nedeniyle sozlii
veya sOzsliz saldirilara hedef oluyorum.

25. Ofis i¢inde veya disindayken gereksiz telefon
cagrilart ile rahatsiz ediliyorum.

26. Cinsel igerikli s6z ve bakislar yoneltiliyor.

27. Tehditkar s6z veya davranislar yoneltiliyor.
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28. E-postama veya ofisime agagilayici, hakaret
iceren resim veya yazilar gonderiliyor.
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APPENDIX F: MASLACH TUKENMISLiK OLCEGI

Asagida, isinizle ilgili ne siklikta neler hissettiginizi 6lgmeyi hedefleyen
maddeler yer almaktadir. Her bir maddede ifade edilen durumu ne siklikta

hissettiginizi, sunulan 5 noktali 6lgekte size uygun olan segenegi isaretleyerek

belirtiniz.
Hi¢ | Cok | Bazen | Sik | Cok
Nadir Sik | Sik
1 2 3 4 5
1. Isimden sogudugumu hissediyorum. 1 2 3 4 5
2. Is doniisii ruhen tiikkenmis hissediyorum. 1 2 3 4 5
3. Sabah kalktigimda bir giin daha bu isi
< e 1 2 3 4 5
kaldiramayacagimi diigiiniiyorum.
4. Isim geregi karsilastigim insanlarin ne
. o 1 2 3 4 5
hissettigini hemen anlarim.
5. Isim geregi karsilastigim bazi1 insanlara sanki
insan degillermis gibi davrandigimi 1 2 3 4 5)
hissediyorum.
6. Biitlin giin insanlarla ugragmak benim i¢in
1 2 3 4 5
gercekten ¢ok yipratici.
7. Isim geregi karsilastigim insanlarin sorunlarina
s 1 2 3 4 5
en uygun ¢6ziim yollarini bulurum.
8. Yaptigim isten tliikendigimi hissediyorum. 1 2 3 4 5
9. Yaptigim is sayesinde insanlarin yasamina
b . 1 2 3 4 5
katkida bulunduguma inaniyorum.
10. Bu iste ¢calismaya bagladigimdan beri
. . 1 2 3 4 5
insanlara karsi sertlestim.
11. Bu isin beni giderek katilastirmasindan 1 5 3 4 5
korkuyorum.
12. Cok seyler yapabilecek glicteyim. 1 2 3 4 5
13. Isimin beni kisitladigimni hissediyorum. 1 2 3 4 5
14. Isimde ¢ok fazla calistigimi hissediyorum. 1 2 3 4 5)
15. Isim geregi karsilastigim insanlara ne oldugu
. 1 2 3 4 5
umurumda degil.
16. Dogrudan dogruya insanlarla ¢calismak bende
1 2 3 4 5
cok fazla stres yaratiyor.
17. Isim geregi karsilastigim insanlarla aramda
. 1 2 3 4 5
rahat bir hava yaratirim.
18. Insanlarla yakin bir calismadan sonra kendimi 1 5 3 4 5

canlanmis hissederim.
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19. Bu iste bir¢ok kayda deger basari elde ettim.

20. Yolun sonuna geldigimi hissediyorum.

21. Isimdeki duygusal sorunlara serinkanlilikla
yaklagirim.

22. Isim geregi karsilastigim insanlarin bazi
problemlerini sanki ben yaratmisim gibi
davrandiklarini hissediyorum.
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APPENDIX G: GENEL iS DOYUMU ANKETI

Bilgi¢ (2008) tarafindan Tiirk¢e’ye uyarlanan Gorev Tan1 (Hackman & Oldham,
1975) 6lgeginin #3 Maddelik Genel Is Doyumu alt boyutu ile olusturulmustur.

7°1i Likert Tipi (1= Tamamen Katilmiyorum, 7= Tamamen Katiliyorum).

e o =.78 Genel Is Doyumu alt boyutu i¢in (Bilgic, 2008)
1. Genel olarak konugmak gerekirse, bu is beni ¢ok tatmin ediyor.

2. Buiste yaptigim c¢aligmalar, genel olarak, beni tatmin ediyor.

3. Genel olarak konusmak gerekirse, isimi seviyorum.
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APPENDIX H: GENEL SAGLIK ANKETI (GSA)

Son birkag hafta i¢cinde herhangi bir sikayetinizin olup olmadigini, genel olarak
sagliginizin nasil oldugunu 6grenmek istiyoruz. Liitfen, sorularin tamamini size
en uygun sikki isaretleyerek cevaplayiniz.

Son zamanlarda;

1)Endiseleriniz nedeni ile uykusuzluk ¢ekiyor musunuz?
a)Hayir, hi¢ cekmiyorum b)Her zamanki kadar c)Her zamankinden sik d)Cok sik
2)Kendinizi siirekli zor altinda hissediyor musunuz?
a)Hayir, hissetmiyorum b)Her zamanki kadar c)Her zamankinden sik d)Cok sik
3)Yaptiginiz ise dikkatinizi verebiliyor musunuz?

a)Her zamankinden iyi b)Her zamanki kadar c)Her zamankinden kotii d)Her
zamankinden ¢ok kotii

4)Cevrenizde yararli bir rol oynadiginizi diisiiniiyor musunuz?

a)Her zamankinden ¢ok b)Her zamanki kadar ¢c)Her zamankinden az d)Her
zamankinden ¢ok daha az

5)Sorunlarmizla basa ¢ikabilmek i¢in kendinizi yeterli gériiyor musunuz?

a)Her zamankinden ¢ok b)Her zamanki kadar c)Her zamankinden az d)Her
zamankinden ¢ok daha az

6)Karar vermekte giicliik ¢ekiyor musunuz?
a)Hayir, hi¢ cekmiyorum b)Her zamanki kadar c)Her zamankinden sik d)Cok sik
7)Karsilagtiginiz giicliiklerin iistesinden gelemediginizi hissediyor musunuz?

a)Hayir,hi¢ hissetmiyorum b) Her zamanki kadar c)Her zamankinden sik d)Cok
stk

8)Degisik yonlerden baktiginizda kendinizi mutlu hissediyor musunuz?

a)Her zamankinden ¢ok b)Her zamanki kadar c)Her zamankinden az d)Her
zamankinden ¢ok daha az

9)Glinliik islerinizden zevk alabiliyor musunuz?

87



a)Her zamankinden ¢ok b)Her zamanki kadar c)Her zamankinden az d)Her
zamankinden ¢ok az

10)Kendinizi mutsuz ve ¢okkiin hissediyor musunuz?

a)Hayir,hi¢ hissetmiyorum b)Her zamanki kadar c)Her zamankinden sik d)Cok
stk

11)Kendinize gliveninizde azalma var mi1?
a)Hi¢ yok b)Her zamanki kadar ¢c)Her zamankinden ¢ok d)Cok fazla
12)Kendinizi degersiz biri olarak gdriiyor musunuz?

a)Hayir, hi¢ géormiiyorum b)Her zamanki kadar c)Her zamankinden sik d)Cok sik
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APPENDIX I: ORGUTSEL BAGLILIK OLCEGI

Liitfen asagidaki 6l¢ekteki sayilardan size uygun olani ciimlelerin
basindaki bosluklara yaziniz.

Kesinlikle Katilmiyorum | Ortadayim | Katihyorum Kesinlikle
Katilmiyorum Katiliyorum
1 2 3 4 5

___ 1) Bu kurumun bir ¢alisan1 olmanin gurur verici oldugunu diisiiniiyorum.
___2) Bu kurumun amaglarin1 benimsiyorum.

___3) Bu kuruma kendimi “duygusal olarak bagli” hissetmiyorum.

___4) Kendimi kurulusumda “ailenin bir parcasi” gibi hissetmiyorum.

___5) Buradaki isimi kendi 6zel isim gibi hissediyorum.

____6) Bu kurumun benim i¢in ¢ok 6zel bir anlami var.

___7) Sirketime kars1 giiclii bir aitlik hissim yok.

___8) Bu kurumun meselelerini gergekten de kendi meselelerim gibi
hissediyorum.
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APPENDIX J: KATILIM SONRASI BiLGi FORMU

Bu calisma daha dnce de belirtildigi gibi, ODTU Endiistri ve Orgiit Psikolojisi
béliimii dgrencilerinden Sinem Yeldan tarafindan, ODTU Psikoloji boliimiinden
Prof. Dr. Reyhan Bilgi¢ danismanliginda ytiriitiilen bir yiiksek lisans tezi

calismasidir. Calismanin amaci, mobbingin sebep ve sonuglarinin incelenmesidir.

Mobbing, igyerinde psikolojik taciz anlamina gelmektedir. Cesitli faktorler bu
olaym goriilme sikligini etkilemektedir. Ornegin, isin baz1 6zellikleri mobbingi
arttirirken, bazilari ise azaltmaktadir. Aragtirmalarda, is yiikii, duygusal yiik,
duygusal tutarsizliklar ve organizasyonel degisikliklerin mobbingin goriilme
sikhigint arttirdidy; iste 6zerklik, is arkadaslarindan gelen destek, yonetimden
gelen destek ve kurumda kisisel gelisim i¢in firsatlar olmasinin ise mobbingin
goriilme sikligini azalttigi bulunmustur (Baillien, Rodriguez-Munoz, Broeck & De
Witte, 2011). Bu galismada ise mobbingi etkileyen bu faktorlere neyin aracilik
ettigini bulmak amaciyla katilimcilarin pozitif negatif duygulanim durumlarina
bakilmistir. Eger katilimcilarda, negatif duygu durumuna yatkinlik varsa, igin
yukarida bahsedilen taleplerinin olmast durumunda daha fazla mobbing rapor
edecekleri, pozitif duygu durumuna yatkinlik varsa, yine yukarida bahsedilen isin
imkanlar1 olmasi halinde de daha az psikolojik tacize maruz kaldiklarini rapor
edecekleri beklenmektedir.

Ek olarak, bu aragtirmada, mobbingin ¢esitli saglik sonuglarina, orgiitsel bagliliga
ve is tatminine olan etkileri de arastirilmaktadir. Psikolojik tacize ugramis olan
bireylerde, genel saglik 6l¢egi puanlarinin, orgiitsel baghiliklarinin ve is

tatminlerinin diisiik olmasi beklenmektedir.

Bu ¢alismadan alinacak ilk verilerin Haziran 2015 sonunda elde edilmesi
amaglanmaktadir. Elde edilen bilgiler sadece bilimsel arastirma ve yazilarda
kullanilacaktir. Caligmanin sonuglarin1 6grenmek ya da bu aragtirma hakkinda
daha fazla bilgi almak i¢in asagidaki isimlere bagvurabilirsiniz. Bu arastirmaya

katildiginiz icin tekrar ¢ok tesekkiir ederiz.
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Sinem Yeldan (Tel: 0 506 324 50 13; E-posta: sinemyeldan@gmail.com)
Prof. Dr. Reyhan Bilgig (Tel: 0 312 210 31 85; E-posta: rey@metu.edu.tr)
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APPENDIX K: EXTENDED TURKISH SUMMARY

TURKCE OZET

1. GIRIS

Is yerinde psikolojik taciz (mobbing), calisanlarin hayatni 6nemli diizeyde
etkileyen bir stres kaynagidir. Bu calismanin amaci, psikolojik tacize ugrayan
kisinin bireysel faktorleri ve is 6zelliklerinin, psikolojik taciz rapor etme sikligi ile
olan iligkisini arastirmak, ek olarak da psikolojik tacizin sonuglarini tiikkenmislik
araciligr ile incelemektir. Mob, Latin kokenli bir fiil olup, kararsiz kalabalik
anlamina gelen “mobile vulgus” kelime Obeginden tiiremistir. Bu fiil, rahatsiz
etmek, saldirmak ve etrafinda toplanmak anlamina gelmektedir. Mobbing kelimesi
ilk defa 1960’11 yillarda, etolojist Konrad Lorenz tarafindan hayvan davraniglarini
aciklamak i¢in kullanilmistir (Lorenz, 1966). Bu kelimenin farkli alanlardaki
kullanimlarindan sonra, 1980°li yillarda, endiistri psikologu Heinz Leymann
mobbing kelimesini is yerinde kullanilmak {izere adapte etmistir. Mobbing, bir
bireyin, bir kisi ya da daha fazla kisi tarafindan, neredeyse her giin, aylarca ve
devamli olarak ugradigi, bireyi c¢aresiz, savunmasiz duruma diisiirecek ve yiiksek
thtimalle isten ¢ikmasina sebebiyet verecek davraniglar biitiintidiir (Leymann,
1996).

Bir davranisin mobbing oldugunu sdyleyebilmek igin bazi kriterlerin olmasi
gerekmektedir. Leymann (1996) mobbing davranislarini tanimlayabilmek i¢in bazi
kriterler listelemistir. Bu davranislar, kisilerin iletisimine, sosyal iliskilerine, kisisel

sayginligina, is performansina ve fiziksel sagligina zarar vermektedir.

Mobbingin nedenleri olarak bireysel (Hauge, Skogstad & Einarsen, 2010;
Leymann, 1996; Notelaers, De Witte, & Einarsen, 2010; Salin & Hoel, 2010) ve is
ile alakal1 faktorler (Broadsky, 1976; Coyne, Seigne & Randall, 2000; Gandolfo,
1995; Glaso, Matthiesen, Nielsen & Einarsen, 2007; Zapf & Einarsen, 2003) ayri
ayrt arastirilmistir. Bu calismada ise mobbingin nedenleri ve sonuglart birlikte

incelenmigstir. Nedenleri olarak is talepleri ve is kaynaklar, kisilerin negatif
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duygulanimlarinin diizenleyici roliiyle incelenmis, sonuclari olarak genel saglik, is

tatmini ve duygusal orgiitsel baglilik, tiikenmislik araciligiyla analiz edilmistir.

Is yiikii, zaman baskis1 ve rol belirsizligi is taleplerine girmekte olup, performans
geri bildirimi, dzerklik ve sosyal destek ise is kaynaklarindan sayilmaktadir. s
talepleri ve kaynaklari modeline gore, isin fiziksel, sosyal ve orgiitsel taleplerinin
fazla olmas1 (Demerouti, Bakker, Nachreiner & Schaufeli, 2001) ve psikolojik,
sosyal, organizasyonel katkilar1 olan is kayaklarinin az olmasi, kisi ve kurum
acisindan, tikkenmislik, devir hiz1 ve saglik problemleri gibi negatif sonuglara yol
acmaktadir (Bakker, Demerouti, de Boer & Schaufeli, 2003). Literatiirde, is
kaynaklart mobbing ile negatif iligski gosterirken (Zapf, Knorz, & Kulla, 1996), is
talepleri pozitif iligkili bulunmustur (Hauge, Skogstad & Einarsen, 2010).

Bu calismaya diizenleyici degisken olarak dahil edilen negatif duygulanimi yiiksek
kisilerin kendini kotii hissetmeye daha yatkin olmasi, stresli olaylara direnglerinin
daha diisiik olmasi, 6fke, nefret, diismanlik ve intikam gibi duygular1 daha sik
hissetmesi s6z konusudur (Douglas & Martinko, 2001). Bu nedenle negatif
duygulanim seviyeleri yliksek olan kisilerin daha sik mobbing rapor ettigi

bulunmustur (Aquino, Grover, Bradfield & Allen, 1999).

Mobbingin sonuglarina baktigimizda, bu arastirmada genel saglik, is tatmini ve
duygusal orgiitsel baglilik degisken olarak alinmigtir. Literature gore, mobbinge
maruz kalan kisilerin fiziksel ve psikolojik sagliklarinin kotii etkilendigi (Einarsen,
2000; Einarsen & Raknes, 1997; Leymann, 1996), is tatminlerinin diistiigu
(Chesler, 2014; Caliskan & Tepeci, 2008; Karakus & Cankaya, 2012) ve duygusal
orgiitsel bagliliklarmin azaldigi ortaya koyulmustur (Demir & Rodwell, 2012;
Einarsen et al., 1994; Namie et al., 2000; Pelit & Kili¢, 2014; Randall, 1997; Vartia,
1996; Zapf et al., 1996).

Yukarida bahsedilen sonuglarin mobbing ile olan iligkisi, tiikenmislik araciligiyla
incelenmistir. Mobbing ile tiikenmislik arasinda positif bir iligki vardir (Alkan,
Yildiz & Bakir, 2011; Einarsen, Matthiesen & Skogstad, 1998; Moscicka-Teske,
Drabek, & Pyzalski, 2013). Tiikenmislik ayn1 zamanda genel sagligi (Ahola et al.
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2012; Gerber, Lang, Karina, Feldmeth, Elliot, Brand & Holsboer-Trachsler, 2013;
Gorter, Eijkman & Hoogstraten, 2000; Melamed, Shirom, Toker, Berliner &
Shapira, 2006), is tatminini (Ali & Ali, 2014; Lizano & Barak, 2015; Cagan &
Glinay, 2015) ve duygusal orgiitsel bagliligi (Giines, Bayraktaroglu & Kutanis,
2009; Nagar, 2012; Tekin, Aydin, Ozmen & Yaykasli, 2014; Zhou, Lu, Liu, Zhang
& Chen, 2014) negatif yonde etkilemektedir.

Bu bilgiler 1s181inda, asagida bu ¢alismada test edilen hipotezler listelenmistir:

Hipotez 1: s talepleri ve kurbanlarin mobbing rapor etme siklig1 arasinda anlamli
ve pozitif bir iligki vardir.

Hipotez 2: Is kaynaklar1 ve kurbanlarin mobbing rapor etme siklig1 arasinda anlaml
ve negatif bir iligki vardir.

Hipotez 3: Kisilerin negatif duygulanimlar yiiksekse, is talepleri ve kurbanlarin
mobbing rapor etme siklig1 arasindaki pozitif iliski kuvvetlenmektedir.

Hipotez 4: Kisilerin negatif duygulanimlar yiiksekse, is kaynaklari ve kurbanlarin
mobbing rapor etme siklig1 arasindaki negatif iliski kuvvetlenmektedir.

Hipotez 5: Kurbanlarin mobbing rapor etme sikligi ve tiikenmislik seviyeleri
arasinda anlamli ve pozitif bir iliski vardir.

Hipotez 6: Kurbanlarin mobbing rapor etme sikligi ve genel sagliklari arasinda
anlamli ve pozitif bir iligki vardir (yliksek skorlar daha koti saglik durumunu
gostermektedir).

Hipotez 7: Kurbanlarin mobbing rapor etme sikligi ve kisilerin orgiitsel sonuglari
(i doyumu ve duygusal orgiitsel baglilik) arasinda anlamli negatif bir iliski vardir.
Hipotez 8: Tiikenmislik, kurbanlarin mobbing rapor etme siklig ile kisilerin genel
saglig1 ve orgiitsel sonuclar1 (is doyumu ve duygusal orgiitsel baglilik) arasindaki

iliskiye kismi aracilik edecektir.
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2. YONTEM
2.1 Katilimcilar

Calismaya 223 kisi goniillii olarak katilmistir. Katilanlarin 142°si kadin (%63.7) ve
81’1 erkektir (%36.3) ve yaslart 19 ile 57 arasinda degismektedir. Katilimcilarin
¢ogu iniversite ve sonrasi kurumlardan mezun olmustur. (%62.8). 140 kisi 6zel

sektorde (% 2.8) ve 83 kisi devlet kurumlarinda (% 37.2) ¢alismaktadir.
2.2 Islem

Katilimcilarin  tamami  goniilliilik esast c¢ergevesinde c¢alismaya katilmistir.
Anketlerden once tiim katilanlara ¢calismanin amacinin sunuldugu goniillii katilim
formu onaylatilmistir. Calisma sonunda ise katilimcilara katilim sonrasi bilgi formu
sunulmustur. Veriler internet araciligiyla toplanmis olup, drneklem se¢iminde
kartopu yontemi kullanilmistir. Bu ¢alisma Orta Dogu Teknik Universitesi Etik

Komitesi’nden onay alindiktan sonar uygulanmuistir.
2.3 Olgekler
2.2.1 Demografik Bilgi Formu

Bu formda katilimcilara yaglari, cinsiyetleri, egitim diizeyleri, ¢alistiklar yerdeki

pozisyonlari, sektorleri, ¢alistiklart toplam yil sayis1 sorulmustur.
2.2.2 Pozitif Negatif Duygulanim Olgegi

Olgek, Watson, Clark, ve Tellegen tarafindan 1988 yilinda gelistirlmis olup,
Tiirkge’ye Gengoz (2000) tarafindan uyarlanmistir. Pozitif duygulanim alt 6lgegi
10 madde, negatif duygulanim alt 6lcegi 10 madde olup 6l¢ek toplam 20 maddedir.
Bu caligmada yalnizca negatif duygulanim alt 6l¢egi kullamilmistir ve mevcut

calismada i¢ tutarlilik katsayisi .89 olarak bulunmustur.
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2.2.3 Is Talepleri ve Is Kaynaklar1 Olcegi

Olgek, Xanthopoulou ve arkadaslar1 tarafindan 2007 yilinda gelistirilmis ve
Tirkge’ye Metin (2010) tarafindan uyarlanmistir. Toplamda 36 maddesi olan bu
Olcegin, is talepleri alt 6lgeginin mevcut caligsmadaki i¢ tutarlilik katsayisi .85 olup,

is kaynaklarinin ise .90 olarak bulunmustur.
2.2.4 Is Yerinde Psikolojik Taciz Olcegi

Bu o6lcek, Tirkiye’de, Tinaz, Gok ve Karatuna tarafindan 2009 yilinda
gelistirilmistir. 28 davranigsal maddeden olusan bu 6l¢egin, mevcut calismada i¢

tutarlilik katsayisi .95 bulunmustur.
2.2.5 Maslach Tiikenmislik Olcegi

Maslach ve Jackson tarafindan 1981 yilinda gelistirilmis olup, Tiirk¢e’ye Ergin
(1992) tarafindan adapte edilmistir. Olgek 22 maddeden olusmakta olup, mevcut

calismada i¢ tutarlilik katsayisi .85 bulunmustur.
2.2.6 Genel Saghk Anketi — 12

Goldberg tarafindan 1972 yilinda gelistirilen bu dl¢egin kisa formu 12 maddeden
olusmakta olup, Tiirkce’ye Kilig (1996) tarafindan uyarlanmustir. I¢ tutarhilik

katsayis1t mevcut calismada .93 olarak bulunmustur.
2.2.7 Genel is Doyumu Olgegi

Gorev Tani 6lgegi, Hackham ve Oldham tarafindan 1975 yilinda gelistirilmis olup,
tic maddelik genel is doyumu alt boyutu, 2008 yilinda Bilgi¢ tarafindan Tiirkge’ye
uyarlanmistir. 3 maddeli bu 6lgegin, mevcut ¢alismadaki i¢ tutarlilik katsayisi .93

bulunmustur.
2.2.8 Orgiitsel Baghihk Olcegi

Meyer, Allen ve Smith tarafindan 1993 yilinda gelistirilen bu Olgegin kisa
verisyonunun 8 maddelik duygusal drgiitsel baglilik alt boyutu kullanilmistir. Olgek
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Tiirkge’ye 1999 yilinda Wasti tarafindan uyarlanmistir. Mevcut ¢aligmadaki i¢
tutarlilik katsayis1 .92 dir.

3. BULGULAR
3.1 Hipotezlerin Test Edilmesi
3.1.1 is Talepleri, Negatif Duygulanim ve Mobbing

Negatif duygulanimin is talepleri ve kurbanlarin mobbing rapor etme sikligi
arasindaki iligkiyi diizenleyecegi hipotez edilmis olup, test edilmistir. Coklu
regresyon analizi sonucunda, mobbing ve is talepleri arasinda pozitif ve anlamli bir
iliski oldugu fakat bunun negatif duygulanim tarafindan diizenlenmedigi

bulunmustur (4 = .00, t = .06, p = .95).
3.1.2 Is Kaynaklari, Negatif Duygulanim ve Mobbing

Negatif duygulanimin is kaynaklar1 ve kurbanlarin mobbing rapor etme sikligi
arasindaki iliskiyi diizenleyecegi hipotezi test edilmistir. Is kaynaklar1 ve negatif
duygulanim birlikte mobbingi anlamli olarak yordamistir (R?= .56, F (2, 220) =
137.64, p < .001). Is kaynaklar1 ile mobbing arasinda anlamli ve negatif bir iliski
bulunmustur (f = -58, t = -12.03, p < .001). Etkilesim etkisi anlamlh
bulundugundan, negatif duygulanimin is kaynaklar1 ve mobbing arasindaki iliskiyi

diizenledigi ortaya koyulmustur (f = -.14, t = -2.91, p < .01).

Aiken ve West’in (1991) prosediirleri kullanilarak etkilesim grafigi cizilmistir.
Kisilerin negatif duygulanimlar1 diisiik oldugunda, is kaynaklar1 ve mobbing
arasinda anlamli ve negatif bir iliski bulunmustur ve is kaynaklart mobbingin
varyansint %8 agiklamistir (f = -.43, t = -6.35, p < .001). Kisilerin negatif
duygulanimlar yiiksek oldugunda, yine is kaynaklari ve mobbing arasinda anlamli
ve negatif bir iligki bulunmustur ve is kaynaklari mobbingin varyansini %24
aciklamistir (f = -.70, t = -10.98, p < .001). Negatif duygulanim yiiksekken,
gorildiigi gibi iligki daha kuvvetlidir.
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3.1.3 Tiikenmisligin Mobbing, Genel Saghk, Is Doyumu ve Duygusal Orgiitsel
Baghlik Arasindaki Araci Rolii

Bu ¢alismada ii¢ tane arabuluculuk hipotezi yer almaktadir. {1k olarak tiikenmisligin
mobbing ve genel saglik arasindaki iliskiye kismi aracilik edecegini Ongoren
hipotez test edilmistir. Bulgular, mobbing ve genel saglik arasinda anlamli ve
pozitif (yliksek skorlar daha kotii saglik durumunu belirtmektedir) bir iliski
oldugunu gostermistir (f = .58, t = 10.59, p < .001). Mobbing ve tiikkenmislik
arasinda da anlamli ve pozitif bir iliski bulunmustur (f = .64, t = 12.48, p <.001).
Tiikenmislik ve genel saglik arasinda da pozitif ve anlamli bir korelasyon
gorilmistir (f = .72, t = 15.26, p < .001). Son olarak, modele mobbing ve
tiikkenmislik ayn1 anda koyulmus ve sonuglar yine anlaml ¢ikmistir (R?= .54, F(2,
220) = 127.85, p < .001). Tikenmislik degiskeni regresyona eklendiginde,
mobbingin genel saglik iizerindeki direk etkisi diismiistiir. Ikisi birlikte genel saglik
varyansinin %353 ’iinii agiklamislardir. Bu model toplam varyansta yiizde 20 artisa
sebep olmustur. Boylece, tilkenmisligin mobbing ve genel saglik arasindaki iliskiye
kismi olarak aracilik ettigi gosterilmistir. Sobel ve Bootstapping testleri de bunu

desteklemistir.

Ikinci olarak, tiikenmisligin mobbing ve is doyumu arasindaki iliskide kismi arac1
rolii oynayacagi onerilmistir. Regresyon analizlerine gére, mobbing is doyumunu
negatif ve anlamli yonde yordamustir (8 = -.43,t =-7.13, p <.001). Tilkenmislik de
is doyumunu negatif ve anlamli yonde yordamistir (f = -.62, t = -11.75, p < .001).
Mobbing ve tiikenmislik modele eszamanli olarak yerlestirildiginde, mobbingin is
doyumu tizerindeki etkisi diigmiis ve anlamliligin yitirmistir (6 = -.06, t = -.83, p >
.05). Buna gore, tiikenmisligin mobbing ve is doyumu arasindaki iliskiye tam olarak

aracilik ettigi gosterilmektedir.

Son olarak, tiikkenmisligin mobbing ve duygusal orgiitsel baglilik arasindaki iliskide
kismi araci rolii oynayacagl Onerilmistir. Mobbing duygusal orgiitsel bagliligi
anlaml1 ve negative yonde yordamistir (5 = -.55, t = -9.86, p < .001). Tiikenmislik
de duygusal 6rgiitsel baglilig1 anlamli ve negative yonde yordamistir (5 =-.45,t =
-6.68, p < .001). Mobbing ve tikenmislik modele eszamanli olarak
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yerlestirildiginde, mobbingin duygusal orgiitsel baglilik tizerindeki etkisi diismiis
ve birlikte yiizde 42 varyans agiklamiglardir. Sobel ve Bootstapping testleri de
tilkkenmisligin mobbing ve duygusal Orgiitsel baglilik arasindaki iliskiye kismi

aracilik ettigini desteklemistir.
4. TARTISMA
4.1 Ana Bulgularin Degerlendirilmesi

Is talepleri ve mobbing arasinda hipotez 1°de &nerilen pozitif iligki bulgularla
dogrulanmistir. Artan is talepleri ile strese giren calisanlar mobbing davranislari
karsisinda direngli olamadiklarindan daha fazla rapor etmektedirler (Baillien,

Neyens, De Witte, and De Cuyper, 2009).

Is kaynaklar1 ve mobbing arasinda hipotez 2’de 6nerilen negatif iliski de bulgularla
dogrulanmustir. Is kaynaklari arttikca kisiler daha mutlu ve giiglii hale
geldiklerinden, mobbing davraniglarina kars1 daha gii¢lii durmakta ve daha az rapor
etmektedirler (Demir & Rodwell, 2012; Demir, Rodwell, Flower, 2013; Hauge et
al., 2007; Tuckey, Dollard, Hosking & Winefield, 2009).

Negatif duygulanimin is talepleri ve mobbing arasindaki iliskide moderatdr rolii
oynayacagini neren hipotez 3 desteklenmemistir. Bu, insanlarin her zaman kotiiyii
iyi olaylardan daha giiglii olarak algilamasiyla iliskilendirilebilir (Baumeister,
Bratslavsky, Finkenauer & Vohs, 2001). Is talepleri kendi basina mobbingi
arttirmada yeterli negatiflige sahip olup, ekstra negatif duygulanima gerek

birakmiyor olabilir.

Negatif duygulanimin is kaynaklar1 ve mobbing arasindaki iliskide moderator rolii
oynayacagini dneren hipotez 4 ise desteklenmistir. Kisilerin negatif duygulanimlari
yiikksek oldugunda, is kaynaklarindaki azalma, daha ¢ok ve oOnemli diizeyde
mobbing rapor etmelerine sebep olmaktadir. Kisilerin negatif duygulanimlar
yiiksek oldugunda, olaylar1 daha negatif algilamalar1 ve cabuk moral bozuklugu
yasamalar1 olasidir (Herschovis et al., 2007). Buna gore, kisiler is kaynaklarinda
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azalma oldugunda stres yaratan bir olay olan mobbinge kars1 daha az direngli olup

bu negatifligi daha ¢ok biiylitmektedirler.

Kisilerin mobbing rapor etme siklig1 ve tilkenmislik seviyeleri arasinda anlamli ve
pozitif iligki Oneren hipotez 5 de desteklenmistir. Bu iligki literatiirde de
gosterilmektedir (Alkan, Yildiz & Bakir, 2011; Bucuklar, 2007; Cengiz & Aytan,
2013; Dikmentas, Top & Ergin, 2011; Einarsen, Matthiesen & Skogstad, 1998;
Stirvegil et al.,, 2007; Varhama & Bjorkvist, 2004). Kisiler mobbinge
ugradiklarinda, daha yiiksek seviyelerde tiikkenmislik yagsamaktadirlar.

Hipotez 6’da, mobbing ile bireylerin genel sagliklar1 arasinda pozitif bir iliski
olacagi Onerilmis ve bu desteklenmistir. Kisiler i¢in biiylik stres kaynagi olan
mobbing, fiziksel ve psikolojik sagligi olumsuz yonde etkilemektedir (Broadsky,
1976; Einarsen, 2000; Einarsen & Raknes, 1997; Leymann, 1996).

Hipotez 7°de, mobbing ile bireylerin is doyumlar1 ve duygusal orgiitsel bagliliklar
arasinda negatif bir iliski olacagi Onerilmis ve bu da desteklenmistir. Kisiler
mobbinge ugradiklarinda is doyumlar1 diismekte ve kurumlarina duygusal olarak

daha az bagli hissetmeye baslamaktadirlar.

Hipotez 8 ise tiikenmisligin mobbing ile genel saglik, is doyumu ve duygusal
orgilitsel baglilik arasindaki iliskiye kismi aracilik edecegini Ongdrmiistiir.
Tiikenmislik genel saglik ve duygusal orgiitsel baglilik ile mobbing arasindaki
iligkiye kismi aracilik etmis, i doyumuna ise tam aracilik etmistir. Yani kisi
tilkkenmislik yasamadigi siirece, mobbinge ugradiginda is doyumunda anlamli bir
diisiis olmamaktadir. Bu durum, mevcut caligmada kullanilan 6lgekten kaynakli
olabilir. Genel Is Doyumu dlgegi, is ile ilgili genel doyumu yansitirken, daha ¢ok
boyut 6lcen (astlar ve iistler ile iliski vs.) bir 6lgek kullanimi ile farkli sonuglar elde

edilebilmesi olasidir.
4.2 Calismanmin Simirhliklari ve Oneriler

Bu c¢alismada birkac¢ sinirlilik bulunmaktadir. Hipotez 3 desteklenmemis olup,

negatif duygulanim disinda, is talepleri ve mobbing arasindaki iliskiyi
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diizenleyecek bagka degiskenler olabilir. Gelecekteki calismalar ig¢in bunun

sorgulanmasi onerilmektedir.

Ikinci olarak, c¢alismada kisi beyanatli raporlar iizerinden bulgularin elde
edilmesinden o6tiirli, cevaplar sosyal istenirlik yanliligt nedeniyle gergegi
yansitmayabilir. Bu nedenle, gelecek ¢aligmalar, 6zellikle negatif duygulanim igin
istii kapali olgekler kullanmali veya bilgileri kisinin yakinlarindan, c¢alisma

arkadaslarindan ve/veya ailelerinden almalidir.

Ugiincii olarak mobbing skorlari, diger diger degiskenlere gore daha diisiik
bulunmustur. Anket, Mobbing Ile Miicadele Dernegi’ne génderilmis fakat cok fazla
geri doniis saglanmamistir. Oradan daha fazla geri doniis elde edebilmek adina,

birebir gidilerek veri toplanmasi, ilerideki arastirmalara 6nerilmektedir.

Bu c¢aligmada, tlikenmislik anahtar rol oynamaktadir. Mobbingin negatif
sonuclarinin yasanmasinda tiikkenmisligin énemli derecede etkisi bulunmaktadir.
Bu nedenle, ilerideki g¢aligmalarda, mobbingin neden tiikenmislige yol agtig1

arastirilmalidir.

Ayn1 zamanda, mobbingin, tiilkenmisligin, is kaynaklar1 ve is taleplerinin farkl: alt
boyutlar1 bulunmaktadir. Mevcut calismada bunlar biitiin olarak alinmis olup,
gelecekteki g¢alismalar icin boyutlarin da analiz edilmesi, daha detayli bilgi

alinabilmesi agisindan onerilmektedir.
4.3 Calismanin Katkilar:

Bu calisma, mevcut literatiire baz1 katkilar saglamistir. ilk olarak, is talepleri ve
kaynaklar1 1ile mobbing arasindaki iligkiyi inceleyen ¢ok fazla calisma
bulunmamaktadir. Bu ¢alisma is 6zelliklerinden olan is talepleri ve kaynaklarinin
mobbing ile iliskisini incelerken negatif duygulanimin moderatdr roliinii de analiz
ederek bir yenilik saglamistir. Ikinci olarak, tilkenmisligin mobbingin sonuclarina
ettigi araci etki de dnemlidir. Bu bulgu mobbingin negatif sonuclarin1 azaltmak i¢in
aksiyon planlamada 6nemli rol oynayabilir. Son olarak, mobbingin nedenleri ve

sonuclarinin mobbing ile olan iligkilerinin arastirilmasinda moderator ve araci
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rollerin arastirllmis olmasi, iliski mekanizmalarmin daha detayli anlasilmasi

acgisindan 6nem tagimaktadir.
4.4 Yoneticiler ve Kurumlar i¢in Uygulama Onerileri

Mobbingi azaltmak ve 6nlemek, sonuglarinin ciddiyetinden dolayr uzun siiredir
arastirma konusudur. Bu c¢alismanin sonuglari, mobbingi azaltarak daha iyi bir

orgiit iklimi yaratmak adina 6nem tasimaktadir.

Kurumlar o6ncelikle is taleplerini azaltmalidirlar. Calisanin negatif duygulanimi
yiiksek olsun olmasin, is talepleri yiiksek oldugunda mobbing rapor etmektedir.
Bunun sonucunda tiikenmislik de yiikselmekte ve baglantili olarak, genel saglik
durumu bozulmakta, is doyumu azalmakta ve duygusal Orgiitsel baglilik
diismektedir. Bu nedenle, is taleplerini azaltmak, tim bu negatif sonuglarin

azalmasina yardime1 olabilir.

Kisilik testleri ise alimlarda yaygin olarak kullanilmaktadir. Ydneticiler isin
Ozelliklerini degerlendirdikten sonra, eger is kaynaklar diisiikse, negatif

duygulanim1 daha diisiik seviyelerde olan kisileri ise almay: tercih edebilirler.

Tiikenmisligi azaltmak da, mobbingin negatif sonuglarini 6nlemek agisindan biiytik
onem tasimaktadir. Bu da is kaynaklarinin arttilmasiyla miimkiin olabilir. Is
kaynaklarmin arttiritlmasi, hem mobbing rapor etmeyi azaltabilmekte hem de
tikenmislik seviyelerini diisiirebilmektedir. Is kaynaklarmni arttirmak icin ise,
yiiksek kalitede lider calisan iliskileri kurulmalidir (Thomas & Lankau, 2009).
Sonug olarak, yoneticiler ¢alisanlarini desteklemeli, karsilikli giiven insa etmeli ve
kariyer yollarinda onlara rehberlik etmelidir. Bu tutum, mobbingi diisiirerek

calisanlarin refah seviyelerini yiikseltecektir.
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APPENDIX L: TEZ FOTOKOPISI iZiN FORMU

ENSTITU

Fen Bilimleri Enstitiisu

Sosyal Bilimler Enstitiisii

Uygulamali Matematik Enstitiisti I:I

Enformatik Enstittisi

Deniz Bilimleri Enstitiisi

YAZARIN

Soyadi : Yeldan
Adi1 : Sinem
Bolimii : Psikoloji

TEZIN ADI (ingilizce) : Job Demands and Resources as the Antecedents
of Mobbing and Its Consequences

TEZIN TURU : Yiiksek Lisans Doktora

Tezimin tamamindan kaynak gosterilmek sartiyla fotokopi alinabilir.

Tezimin i¢indekiler sayfasi, 6zet, indeks sayfalarindan ve/veya bir

boliimiinden kaynak gosterilmek sartiyla fotokopi alinabilir.

Tezimden bir (1) yil siireyle fotokopi alinamaz.

TEZIN KUTUPHANEYE TESLIiM TARIiHI:
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