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ANNOTATION

The purpose of this research article is pursuecimslysing and systematising the results of the
recent research, drawing the vectors of organizatienvironment, the change in direction which wloul
influence the phenomenon preventively. In thischtthe causes of mobbing are analysed in two ways:
individual and organizational aspects, in ordeaswer the question of how to reduce the risk oblnm
by managerial actions, taking into account theier@. The role of organizational system is highted as a
factor, determining the emergence of bullying ie tork environment. The analysis of individual czisf
mobbing reveals that the attacks related to budlgire more likely to occur on personalities witleeptional
features. The dynamics of organizational and imtdial factors, which affects bullying in organizatiand
escalation of mobbing, was determined. The sysisathfindings of the most recent and earlier redear
suggest the topics for new studies of mobbing liatiens within work organizations.

Keywords: mobbing, bullying, organizational system, indivédiuprevention.

INTRODUCTION

Conflicts within an organization are inevitable,waver, constructive conflicts help the
organization develop and effectively solve probleemerging in the market, and destructive
conflicts disorganize work, stop professional depatent and undermine organizational activities.
Mobbing is one of the most extreme forms of cohflaharacterised by all the causes of conflicts,
but the consequences are especially painful in bothan and financial sense for an employee, as
well as for the entire organization. Although wddge incivility has been found to negatively
impact individual and organizational performancel amterfere with the creation of a civil and
respectful workplace, the phenomenon has beenlyaogerlooked by the field of human resource
development (Estes, Wang, 2008).

Opening economical and socio-cultural spaces, teneée of globalization and demography,
changes of work power raise the following objedtivier the organizations: how to keep their
professional employees; how to integrate the wariet persons (representatives of other
nationalities and races, different cultures, relgi, sexual orientation and different social group
members), how to create and keep a proper leveigainizational climate, which would guarantee
the quality work results. It would be difficult te-evaluate the meaning of employees’ relationships
and climate in the philosophy of the organizatidhat seek innovativeness in knowledge
economics (Vveinhardt, Zukauskas, 2012).

Interest in the problem of mobbing in work orgati@as in Lithuania is increasing,
however, for further research and prevention ofgihenomenon in organizations there is a growing
need to strengthen methodological basis and, ogriends of the latest international research, to
highlight the aspects that will help both researshend executives of organizations of various
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professional fields to perceive the causes of thenpmenon. Hospitality industry is not the
exception. K. van Heugten (2013) claims that thgpitality industry is one of the areas where the
problem of mobbing is particularly relevant. Thelmem must be addressed by improving working
conditions, reducing physical load, increasing @amnass on the subject (Johns, Menzel, 1999). The
research conducted in Lithuania has shown thab¢harrence of mobbing in the activities of hotels
and restaurants reaches almost 6 percent (Vveil2040).

Bullying and the extreme form of terrorisation ahgoyees, mobbing, are the factors,
which adversely affect not only the organizatiomavironment and outcomes, but also the
individual's quality of life. The term “mobbing” idefined as antagonistic behaviors with unethical
communication directed systematically at one irdlial by one or more individuals in the
workplace (Yildirim et al., 2007). There is a contien between the attacks they experience in the
work environment and social behaviour of the persatside the organization, i. e., in different
areas of life, from relations in the family, retats with friends and acquaintances to the avaitgbil
of cultural industries. This is related to an indual's social self-isolation, decrease of the
purchasing power and psychosomatic disorders of hotttions.

The acceptance of bullying in an organization meahas the conflict of mobbing already
exists in the organization or bullying can turnoimhobbing. Mobbing differs from what is named
by the term bullying in scientific literature ingtEnglish language, the term sometimes used as a
synonym for mobbing, by intensity and duration téeks, causing psychosomatic health disorders
and negative social consequences. Although the sph@momenon is often identified as
psychological terror, mobbing, bullying (Leyman®986). When identifying mobbing, the classical
Leymann’s (1993) definition is followed: attackeaecorded at least once a week and last for at
least six months. This is an essential featurenafrayoing attack, distinguishing it from bullying.

There is no unambiguous answer to the questiont wghahe role of a victim in the
beginning of the conflict, but the influence of theganizational system formed by managers is
practically undoubted. However, in the future stifenresearch it is relevant to deal with the
reasons, why in some organizations anti-harasspaicy is not developed (Bryant et al., 2009), to
develop cooperation between researchers and emgl@yayner et al., 2002).

The problem of the researchis formulated by the questions: What organizaticarad
individuality dimensions can become and do becdmectuses of mobbing in work environment?
How can we shape and improve the system for theept®n of bullying after the identification of
organizational and individual causes of mobbing?

Object of the research:individual and organizational causes of mobbing.

Often individual studies focus on organizationalratividual causes of mobbin@he aim
of the researchwas to provide systemic guidelines for changer difie evaluation of individual and
organizational causes of mobbing.

To achieve the goal, the followirapjectives of the researctwere set:

1) to determine the gaps of the organizationalksysihich encourage mobbing;

2) to carry out the analysis of individual dimemsoleading to mobbing in work
environment.



Leisure Time Research: Online Scientific Journ@lL2 2 (2)

Methods of the research:the research was carried out largely on the greusidthe
analysis, synthesis and generalisation of studietighed in the ISI Web of Science journals.

ORGANIZATIONAL CONTEXT

The phenomenon of mobbing in Lithuania has beetys®a in individual aspects in the
last decade. M. Kristenson et al. (2001) companedrmpact of mobbing on cardiovascular diseases
in Lithuania and Sweden, V. Malinauskéeat al. (2005) related the effects of terrorizatigith
cardiovascular diseases of teachers, P. Zukauskhd.a/veinhardt (2009a) extended the concept
of mobbing in the aspect of discrimination and fduthe following: socio-demographic
characteristics of mobbing victims in the publicdarivate sector organizations, the relationship of
mobbing with the organizational climate, the expi@s of mobbing in accordance with the areas of
professional field of activity, modelling managériecisions on the prevention and intervention
(Vveinhardt, 2009; Zukauskas, Vveinhardt, 2010,1204veinhardt, Zukauskas, 2012).

Organizations seek to become attractive employedsan employee wants to become a
member of such organization. There are no orgaoirzatthat could exist without employees’
interaction. The quality of an activity result aslixas profit of a business organization depend on
the effectiveness and quality of this interactiard an public sector — the quality of services
provided. Apart from this, there exist many aspebet embrace broad social and economical
context of the relevant problem (Vveinhardt, Zukeaass 2012). Organizational system is an
important factor influencing the workplace bullyinghis is proved by mobbing/bullying studies
carried out in different countries, with differentiltures and traditions of work organisation.
However, there is still a lack of more compreheastudies in this direction in Lithuania, so the
international scientific practice is becoming mogkevant.

A Swedish scientist H. Leymann (1993) was one effitst who noted the connection of
work organization and mobbing. Later M. Rescha shd&chubinskib (1996) studied these topics
in detail, paying attention to the principles ofmagement and work organization, D. Zapf (1999)
and L. J. Hauge (2011 emphasised the significah@erking conditions, D. Salin (2006) stressed
organizational measures to prevent bullying, M. fpuind L. Sperry (2012) analysed personnel
management activities, etc.

Despite the existing cultural differences, a teynantegrally related problem occurs in
working organizations (Table 1).

Table 1. Contextual connections of organizational causesatfbing(composed by J. Vveinhardt)

Problem group Sources System context

Organization of work

Zapf, 1999; O'Moore, Crowle@11; Citoni
et al., 2012; Svensson, Van Genugten, 20]

The connection between organization of
l3vork and management culture that is an
integral part of organizational culture

Organizational culture

Liefooghe, Olafsson, 1999; Giorgi, 2009;

There is a causal mutually related connect

and climate Vveinhardt, Zukauskas, 2012 between the context of work organization,
management and psychosocial context
Management Agervold, Mikkelsen, 2004; Cemaloglu, | Organizational culture becomes a condition

2011; Mathisen et al., 2012; Appelbaum et
al., 2012; Vveinhardt, Zukauskas, 2012

of management culture, however, changed
the culture of the leaders

by
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Systematically related organizational causes of bimgpare elaborated in the analysis of
internal aspects of organization of work, managenahimate and culture.

In February 2009 a survey was conducted with nungaging in a research and training
hospital located in Turkey. The results showed it aim of influencing promotion, task
assignments, performance appraisal, recruitmesiidsal, allocation of equipment and operational
means, together with allocation of personal besedfitd organizational structure decisions, were
perceived as potential political reasons for ballyby nurses. Moreover, the reasons for the various
bullying behaviors were perceived as relevant tadividual characteristics, namely, the
perpetrators’ need for power, and their psychollgaend private life problems (Katrinli et al.,
2010). It is more difficult to victimize a victimnithe organization which clearly defines the
functions and competence of the employees. On nieehand, the possibility to give an employee
some work beyond his competence or load him witimtfess tasks, etc. in order to show the
victim’s “incompetence” is limited. On the otherrfth according to D. Zapf (1999), in the working
environment full of uncertainties there is a risttan employee will make minor mistakes, which
will be used as a pretext to attack the victim. ®hganizational factor that intolerable behaviaur i
not addressed in the regulations and it becomdgudif to identify it as mobbing also stops
employees from reporting about the mobbing (HorPatgon, 2012). On the other hand, many of
executives are organizers of attacks, supportedatigagues or subordinates who tolerate such
behaviour (Davenport et al. 1999; Martin, 2000kréfore the executives may be interested in
maintaining the uncertainty in the organizationtHis case not the lack of management competence
is highlighted, but the management style, to whigitertainty provides a greater freedom of
unethical actions and their public interpretation.

One possible reason could be that small- and medined enterprises differ from larger
organizations in the quality of top-down communimat which might not trigger or sustain
frustration or conflicts (Baillien et al., 2011)ohg-lasting studies show the trends that mobbing
risk factors are related to the area of professiantvities. The areas of professional activities,
which the possibility of aggression is higher, cwerized by tension, frequent interpersonal
contacts and long-term stress, fall into the riskez Higher university or higher non-university
education is required from persons working in thesas. Work related with strong emotions is a
potential stress factor (Johnson et al., 2005B1@wer and E. Whiteside (2012) found physical and
psychological stress caused by attacks in prisBngan Eckert et al. (2011) stressed a statisficall
different level of job satisfaction among nursingmoyees who have acquired higher education
and those who do not have higher education, an@uBnes and R. Pope (2007) found that
employees of the public health system suffer frombbing more often than representatives of
private organizations. D. Lewis’ (1999) researobnducted in educational institutions in Wales,
recorded bullying, sex-based discrimination, sesbhssment, race-based insults; the research of
J. Blase et al. (2008), which involved the emplsyetsecondary and higher education institutions
of the USA, stressed the influence of demographrcables on the perception of bullying, D. Riley
et al. (2011) pointed out bullying during employrhém Australian educational institutions and
negative effects of attacks on the employees’ hed@le comparison of teaching staff reactions in
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Australia and Uganda (Casimir, et al., 2012) egthbt the fundamental difference: the reaction of
respondents from Australia to bullying was mores#ere. Thus, in addition to occupational

variables, demographic and cultural criteria, whicfiuence both the nature of bullying and its
acceptance, are highlighted.

High job demands were associated with a higher giitity of being a target of severe
bullying, which was particularly true for the velygh job demands group. Low job control was
also associated with a higher probability of beintarget of severe bullying. Moreover, high job
control buffered the negative effects of job densarh being a target of severe bullying,
particularly when employees reported very littld joontrol and high/very high job demands
(Notelaers et al.,, 2012). Another problem of orgational system is the absence of bullying
intervention and prevention measures or their iceficy. It was found that organizational
initiatives directed against bullying not only regd the extent of bullying, but also positively
affected organizational commitment (McCormack et 2006; Cooper-Thomas et al., 2013), with
the decrease in bullying, satisfaction with managerd co-workers is increasing (McCormack et
al., 2006), a negative inverse correlation betwernorganizational climate and mobbing and other
bullying was found (Vveinhardt, Zukauskas, 2012)ctivhs should not be held responsible for
negative psychosomatic consequences of the atéxecutives are responsible for prevention of
bullying (Djurkovic et al., 2006).

Explanations for and factors associated with bodlyiare classified into three groups,
enabling structures or necessary antecedentsp@eeived power imbalances, low perceived costs,
and dissatisfaction and frustration), motivatingistures or incentives (e. g. internal competition,
reward systems and expected benefits), and pratigt processes or triggering circumstances
(e. g. downsizing and restructuring, organizatiatenges, changes in the composition of the work
group) (Salin, 2003) (Figure 1).

Motivating structures and processes Precipitating processes

« Internal competition » Restructuring and crises

» Reward system and expected benefits <:> « Other organizational changes

« Bureaucracy and difficulties to lay off « Changes in management/composition pf
Employees work group

Motivating structures and processes

« Internal competition

» Reward system and expected benefits

« Bureaucracy and difficulties to lay off Employegs
[

{2

BULLYING POSSIBLE
AND
MORE LIKELY

Fig. 1. Enabling, motivating and precipitating structuaesl processes in the work environment that corteibu
bullying (Salin, 2003, p. 1218)
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To reduce job stress, anxiety and enhance contra$, proposed to improve working
conditions, to introduce rotation (Aiello et alQdB), to improve organizational climate, since poor
internal climate has an influence on emergenceutifihg (Giorgi, 2009; Vveinhardt, Zukauskas,
2012), to change organizational culture (Liefoogb&fsson, 1999; Sheehan, Griffiths, 2011), to
implement reorganization in the development of cathieadership (Appelbaum et al., 2012). The
extent of bullying can be reduced by interventiogasures, dialogue and training (Treven, Potocan,
2005; Djurkovic et al., 2006; Mikkelsen et al., 2Q1it is recommended to eliminate the reasons,
which cause fear of revenge for victims who repddut attacks (Svensson, Van Genugten, 2013).
In addition, it is important to develop anti-butg projects and promote cooperation of employees
and employers (Beirne, Hunter, 2013).

In summary, what can be stated about the causbksllying/mobbing a priori, is confirmed
by the results of studies, which focus attentiorthenmanagement activities of the organizations,
which organization's functionality depends on. Qmngational psychology research formulates
clear and specific tasks for managers on how toagamand adjust the management process and
change organizational management system, in omlawoid bullying and mobbing.

THE ROLE OF INDIVIDUAL CHARACTERISTICS AND COMPETEN CES IN ATTACK

In practice of organizational management in Lithaaan intersection of two opinions can
be seen. At the level of individual causes onetmwsis that the victim itself is to blame for the
suffered attack, the other protects the victim lamod#s for causes in the attacker. However, it would
be difficult and irresponsible to formulate an uteguoious thesis. The role of a person in mobbing
attacks is not fully highlighted yet, and the résuf the research carried out signify dynamics of
organizational and individual causes.

In societies there are traditions determined byldvoognition and human contemplation on
the basis of which there is a habit to divide albple according to possession or absence of certain
peculiarities like physical, psychological and a#hebut this conditionally natural division into
groups in work organizations (and not only) canuiirega negative meaning, which encourages
unequal perception of a person or a group, asaauin outside form of intolerance of differences
(Vveinhardt, Zukauskas, 2012).

The empirical studies of the causes of mobbingcaneentrated on the victim’s personality
and psychosocial factors (Einarsen, 1999). It iehahat the victims do not evaluate their role in
the course of the conflict adequately (Kolodej, 20M. Bryant et al. (2009) have found that the
inability to successfully complain about bullyingabds to negative consequences for the individual
himself. D. Zapf (1999) noted such individual clehegistics as avoidance of conflicts, inability to
recognize the conflict, low effort to integratedrthe working group. However, it was stressed that
not all victims of mobbing are characterized by Is@cial competence. Although people become
victims because of social incompetence as well,escases show that attackers are characterized by
higher social competence, abusing which againdeaglies, a favourable assessment by the
managers is retained (Treadway et al., 2013).
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It has been found that more self-sufficient empésyewith greater social competence may
be prone to abuse their power (Kisamore et al.020teadway et al., 2013), and the victims are
more likely to have lower social competence thasmd allow to respond to the attack adequately
and resolve the conflict (Treadway et al., 2013).

S. Einarsen (1999) names competition and envy artf@gauses of mobbing. Hence, both
personal and professional features of the choiceiaims are relevant. L. Glasg et al. (2007)
maintain that there is no such thing as a portfihe victim, and more than half of the victims
involved in the study did not differ from the oteeén any way, but they note such characteristics of
victims as emotional instability, honesty and exéision, so the personality should not be ignored.

D. Lee (2002) argues that the differences in thedge dynamics could not be determined
(by mobbing cases studies). M. O’'Moore and N. Ceyw(2011) come to the conclusion that the
size of the clinical effect is not related to agmers character, but is related to painful bullying
experience. There is also no reliable data, tharaon’s gender may be related to both the attack
itself and to its consequences (Vartia, Hyyti, 20D2vid, Degioanni, 2006; Ortega et al., 2009).
Although it is noted that mobbing is more commoihia areas of occupational activities, which are
more popular among women (Vveinhardt, Zukauska$2pQt is relevant that women tend to talk
more openly about problems at work, women accepbhimg much more often and more
intensively than men do (Zapf, Warth, 1997; Vveintia2009; Zukauskas, Vveinhardt 2009b;
Casimir et al.. 2012; Tormi 2012), in addition, they are more concerned wihkir health
(Macintosh et al. 2011) and tend to evaluate maplirore strictly than men (Horvat, Pagon,
2012).

The status of the potential victim in the organaatand the age of the victim have a more
significant impact. It was found that subordinadesl seniors become victims more frequently (Gul
et al., 2010). Moreover, it was found that with therease in the length of employment in an
organization, the employees’ would to inform abdl¢ cases of mobbing decreases (Horvat,
Pagon, 2012).

Mobbing is related to stigmatization. That is, ethcultural, physical differences between
individuals can become a pretext for discriminatatiacks (Vveinhardt, Zukauskas, 2012). For
example, D. Lewis and R. Gunn’s (2007) study in tH& stated that representatives of ethnic
minorities feel greater attacks than the white; M. Vickers (2009) emphasized bullying
experienced by the disabled employees. S. J. Migg0h2) elaborates that individuals who belong
to different subcultures, i. e. distinguish fromh@t people who belong to the organization, are
attacked more frequently. Moreover, cultural défeces determine the means used in the process of
mobbing. J. Escartin et al. (2010), who compared dhses in the Southern Europe and South
America, have found that physical attacks dominiatethe latter region. This extends the
understanding of dynamics of mobbing causes.

On the basis of the results of the studies, therixnaf individual dimensions which
influence mobbing is presented below.
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W
Psychological, Social

physical competence
features

ocial Cultural, Professional
value features competence

Fig. 2. The matrix of individual dimensions of mobbing ifgoosed by J. Vveinhardt)

Empirical studies distinguish four key dimensiohattaffect the emergence of mobbing,
regardless of the culture, in which relationshipsaeen employees are formed and implemented.
Culture, values are the correlates, which alone foater a negative reaction from co-workers,
however, systematically, are not a determinantofadtooking for the causes of mobbing in the
organization, both positive and negative resultgeak in the value context of interpersonal
relationships. In common sense relationships in dhganization become conspicuous as the
complex of compatibility of interests and valuagdiVidual characteristics, describing an employee,
displayed in relations with colleagues and in psefenal activities, are inseparable from his / her
social competence. Acquired social competencidgjrey social relationship traditions, attitudes,
stereotypes can affect mobbing in a minor sociated — organization and individual. This causes
tension where conflicts arise when trying to bréae from them. Social competence prevails in
both non-systematic cases of bullying, and whey trew into mobbing. It is an important focus
in the practice of management of organizationd) loopredicting possible sources of conflicts, and
in planning prevention policy.

Mobbing is a relevant problem not only to indivitkiand the organization, but also a social
problem, thus it is to be solved not only on thdividual but on the organizational and macro —
levels as well. In the organization this would ud# a complex of managerial decisions (diagnostic,
public policy, human resource management, confficevention and intervention, cultural
development and so on) (Vveinhardt, Zukauskas, 2012

Therefore, to sum up, it can be argued that indisideatures of victims highlighted in the
studies show that the attack is more likely to odou personalities with exceptional features.
However, in this case, the overall level of envinemtal tolerance towards the diversity of human
resources is relevant as well. And the most impdrtactor is the social competence of an
employee to respond adequately to attacks and westiiem in both organizations and the
individual context of relationships in work envimant. Organizations, seeking to manage the
conflicts of mobbing, should focus on this.
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CONCLUSIONS, DISCUSSION AND FURTHER RESEARCH

Individual and organizational reasons are relatledt, is, certain organizational conditions
may lead to mobbing, to allow the conflict to eatalor vice versa, to act proactively. N. Johns,
P. J. Menzel (1999) refuted the opinion that whbeework is creative, for example, the kitchen of
a high level restaurant, mobbing should not oc€te research has shown that physical exercise,
fatigue, noise, heat, can provoke the assault.frghonal culture (Liefooghe, Olafsson, 1999) and
climate — psychological atmosphere, which can lEadnobbing (Giorgi, 2009) may also have
influence.

Thus, according to D. Zapf (1999), it is impossilbde explain the causes of mobbing
unambiguously, since they are complex. This wasr ledbnfirmed by F. A. Moayed et al. (2006),
who found the connection between organizationabfacdetermining workplace bullying and the
victim’s personality.

Studies show that organizational and individualrabieristics alone are nfiirce majeure
however, managerial job mistakes and coincidencgebonal features increase the risk of
mobbing. Individual differences, going beyond tleeihdaries of the individuality context tolerated
in the society and organizational reasons may becansource of bullying and mobbing. The
analysis of organizational causes of mobbing hasimawn anything new, what might be unknown
to a professional manager, however, it revealgytps in managerial expertise, which damage the
functionality of the organization and create catfienvironment. While stating that the victim’s
personal profile is not the determinant cause oblhy, and the victim is not to blame for the
experienced bullying, the influence of individudlacacteristics in the course of bullying is not
disproved. Although the influence of gender on eyaece of mobbing is not proved, such
characteristics as the age, the length of senatlenic and cultural properties, the person’s
psychology may influence the attacks. Thus, in otde@void mobbing, there must be investment in
increasing the tolerance towards persons’ diffegenand employees’ social competencies, and
managers should pay more attention to the diveoditiye organization.

The matrix of individual characteristics of mobbiogn be used regardless of cultural and
professional medium of the organization, sinceistasses both individual physical, psychological
and social competences and the aspects of professiotivities, as well as cultural, value aspects.
With the development of social competence of theleyee it can be expected that vulnerability of
psychological, cultural properties will decline atite conditions for professional fulfilment will
improve.

When organising a preventive system and trainiogsifale employees, representatives of
socio-cultures, characterised by insufficient kneadige about mobbing, should be encouraged and
trained to overcome traditional cultural stereos/peeventing from complaining about bullying to
the organisation’s management, and the managerneulidsadequately respond to bullying.

The analysis of literature has shown that many led thobbing studies focus on
psychological factors, which are carried out by gh®yogists and mental health professionals,
however, the organizational component of the probfgomotes wider involvement of managers,
forming the work environment, organizational cuit@nd climate.
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When analysing the research carried out in diffecetures, the fact that the reaction to

mobbing, as well as reports of intolerable co-woskdehaviour can be related to the general
intolerance of the population to bullying and iegulation, should be noted. As mobbing is
characterized by fraudulent behaviour, using measwf psychological impact, not all of the
actions can be properly accepted as mobbing. Térexgh prospect it would be significant to focus
attention on the influence of the level of insiba@lisation of mobbing both on victims’ reportdan
on perception of intolerable behaviour. This enages careful evaluation of statistics of the
incidence of mobbing among different countries, athis influenced not only by application of
measures directed against mobbing, but by subgetdstors as well.
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SISTEMINIAI INDIVIDUALI U IR ORGANIZACINI U DIMENSIJ U VEKTORIAI
PASIREISKIANT MOBINGUI DARBUOTOJ U SANTYKIUOSE

Jolita Vveinhardt
Lietuvos sporto universitetas, Kaunas, Lietuva

SANTRAUKA

Straipsnyje analizuojami ir sisteminami naujausyrimy rezultatai, nuliZiami organizacijos
aplinkos vektoriai, kur krypties pokytis tusty prevencim poveik reiSkiniui. Mobingo prieZastys
nagriregjamos dviem aspektais — individualiu ir organizagirsiekiant atsakyti klausim, kaip jvertinus
Siuos kriterijus galima sumazinti mobingo rizikadybiniais veiksmais. Organizaéisistemos vaidmuo
iSrySkinamas kaip veiksnys, lemiantis patyatsiradina darbo aplinkoje. Individuali mobingo prieZzasu
analiz atskleidzia, kad puolimai, susisu patgiomis, labiau tiktini prie§ asmenis, turbius iSskirtiniy
savybi;. Nustatyta organizaciniir individualiy veiksnii dinamika, turintijtakos patyioms ir mobingui
organizacijoje eskaluoti. Susistemintos ankstesninaujausy tyrimy iSvados leidZia formuluoti temas
naujiems mobingo tarp organizacijos darbuptgfimams atlikti.

Tyrimo problema formuluojama klausimu: kokios organizagsnir individualios dimensijos gali
tapti ir tampa mobingo darbo aplinkoje prieZastirmikaip, identifikavus organizacines ir individiesd
mobingo prieZastis, formuoti bei tobulinti péity prevencijos sistea?

Tyrimo objektas: individualios ir organizaciés mobingo prieZastys.

Atliekant tyrimus daznai gilinamasi organizacines arba individualias mobingo priezasio
tyrimo tikslas — jvertinti individualias ir organizacines mobingo gitastis ir numatyti sistemines pcky
gaires.

Tyrimo uZdaviniai:

1) nustatyti organizacéis sistemos ttkumus, skatinatius mobing,;

2) atlikti individualiy dimensijy, skatinadiy mobingy darbo aplinkoje, anakz

Tyrimo metodai. Tyrimas atliktas daugiausia remiantis 1SI Web ofeBce Zurnaluose paskaibt
studijy analize, sinteze ir apibendrinimu.

Tyrimo rezultatai. Tyrimai rodo, kad ir netinkamus organizacinius,individualius veiksnius
atskirai galimajveikti, taciau, jei vadybinio darbo klaidos ir asmeésnsavyls sutampa, mobingo rizika
padictja. Organizuojant prevencirsistena ir mokymus darbuotojai vyrai, priklausantys socilbérinéms
grupems, kurioms bdingas Zini apie mobing trikumas, tukty bati skatinami ir mokomiveikti tradicinius
kultdrinius stereotipus, trukdaius pranesti apie patias organizacijos vadovybei, o pastarajai — adéikva
reaguotij patyias. Nustatyta, kad daugemobingo tyrimy atlieka psichologai ir psichikos sveikatos
specialistai, kurie koncentruojagipsichologinius veiksnius, deu organizacinis problemos komponentas
skatina plaiau isitraukti vadybininkus, kuriaius darbir aplinka, organizacijos kuilra ir klimata. Démesys
atkreiptinasj tai, kad reakcija mobing, ir praneSimai apie neleistirdarbuotoj elges gali hati susig su
bendru Zmonj nepakantumu patioms ir ju reglamentavimu. Kadangi mobinguiidingas apgaulingas
elgesys naudojant psichologinio poveikio priemomesyisi veiksmai gali iti tinkamai akceptuojami kaip
mobingas.

RaktaZodZiai: mobingas, patiios, organizacié sistema, individas, prevencija.
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CUCTEMHBIE BEKTOPBI UHAUBUJAYAJIBHBIX U OPITAHU3AIIMOHHBIX
JAMEHCHH TIPU BOSHUKHOBEHUY MOBBEHUHI'A B OTHOHIEHUSAX MEXIY
PABOTHUKAMM

Hoaura BBeitnxapar

Jlumoeckuu ynusepcumem cnopma, Kaynac, Jlumea

PE3IOME

Lenp wuccrnenoBaHus NaHHOW CTAaThU JOCTUTAETCSA TPU TOMOIIM aHadW3a W CHCTEMaTH3alliH
pe3yIbTaTOB HOBEHINMX WCCIIEIOBAHUA, HAMEYAIOTCSl BEKTOPHl OPraHU3allMOHHON Cpejibl, M3MEHEHHE
HaTpaBJICHUs] KOTOPBIX HMeENOo Obl TNPEBEHTHBHOE BO3JEHCTBME Ha sBiIeHWE. [IpuumHBI MOOOWHTra
AQHAIM3UPYIOTCS B WHAWBHUIYaJIbHOM W OPTaHHM3AIlMOHHOM acIleKTaX C IEIbI0 OTBETUTh HA BOIIPOC, Kak
OLICHVMBAs OTH KPUTEPUH MOXKHO YMEHBIIUTh PUCK MOOOWHTa YIpaBICHYECKUMH JEUCTBHAMHU. PoJb
OpPraHM3aIMOHHON CHCTEMBI BBIICISACTCS Kak (hakTop, MPEAONPEICISIONIUN TOSBICHUE W3JCBATCILCTB
MeXay paOOTHUKaMH. AHAIIN3 OTJENbHBIX MPUYMH MOOOMHIa TMOKa3bIBAaeT, YTO HAmaJeHUs, CBA3aHHBIE C
W3JIeBaTEIbCTBAMU, 0OJice BEPOATHHI HA WHIUBUBI, KOTOPHIM CBOWCTBEHBI WCKIIOYHUTEIBHBIC CBOMNCTBA.
YcraHoBNIeHA JMHAMHUKA OPTaHU3aIMOHHBIX M WHIUBUIYaAITbHBIX (PaKTOPOB, KOTOpAasi OKa3bIBACT BIHMSHUEC HA
MPOSIBIICHUE W3/ICBAaTEIbCTBA B OPraHM3AlMM W 3CKalanuio MoOOwWHra. CHCTeMaTH3UPOBAHHBIC BBHIBOIIBI
Ooyiee paHHMX W HOBEUIINX HUCCIENOBAHUN BeAyT K (HOPMYIHPOBAHHIO TEM I HOBBIX HCCIIEIOBAHUI
MOOOUMHTa B OTHOIIEHIX MEXTy paOOTHHKaMH OpTaHHU3aIUH.

IIpodsema wucciaenoBanusi GOpPMyIUpyeTCs Kak BOMNPOC: Kakue OpraHU3alMOHHBIE |
VHAWBUIyAJIbLHBIC JUMEHCHHU MOTYT CTaTh W CTAHOBSTCS NMPUYMHAMU MOOOWHTa B OTHOIICHHSX MEKIY
pabOTHUKAMH H KaK TIOCNIC BBISBICHHS OPraHU3AIlMOHHBIX W WHIUBHIYalTbHBIX TPUYMH MOOOWHTa
(hopMHPOBATh M COBEPIICHCTBOBATH CUCTEMY IS IPEOTBPAIICHUS U31CBATCIbCTR?

OO0beKT uccjeT0BaHusI: HHANBUAYATLHBIC H OpPraHU3aIMOHHBIC IPUIMHBI MOOOWHTA.

Yacto oOTAETbHBIC WCCICHOBAHUS YIIYONSIOTCS B OpPraHHM3AallMOHHBIE WU WHIUBUAYaJIbHEIC
npuyuHbl MOOOHMHTa. Llenh NaHHOro Wccaen0BAHUS — OICHUTH WHIUBHIyaJbHBIC M OPraHH3alMOHHBIE
MPUYUHBI MOOOWHTA ¥ HAMETUTH CUCTEMHBIC PUHIIHITHI JJTsI U3MEHEHUH.

3agauu uccae10BaAHUS:

1) ompenenuTh HEAOCTATKA OPTraHU3AlUOHHONW CHCTEMbI, CTHMYJIHPYIONIHEC BO3HUKHOBECHHE

MOOOUHTa,

2) MpoaHATU3UPOBAThH OTACIBHBIC JUMEHCHH, MOOIIPSIONIHEe MOOOUHT Cpein pAOOTHUKOB.

MeToanbl Hcc/IeI0OBaAHMS: UCCIICAOBAaHHUE MPOBOIMIOCH TI0 OOJBINEH YacTH HA OCHOBAHWU aHAIIN3a,
CHHTE3a 1 0000IICHUS UCCIIe0BaHui, OyOIMKOBaHHBIX B KypHanax IS| Web of Science.

PesyabTaThl uccienoBanmsi. lccrenoBaHHs TOKa3bIBAIOT, 4YTO OJHU OpraHU3alldOHHBIE |
VHAWBUIyAJbHBIC XapaKTEPUCTUKUA MO0 OTACIBHOCTH HE SIBISIOTCS (HOPC-MaKOPOM, OJIHAKO OIIMOKH
YIpPaBICHUYCCKOW pPabOTBI W COBMAJEHHWE JIMYHBIX OCOOCHHOCTEH YBEIWYMBAIOT PHCK MOOOHWHTA.
Opranu3oBbiBass TPEBEHTHBHYIO CHCTEMy W o00y4as paOOTHHKOB MYXKCKOTO IIOJIa, TPEACTaBUTEICH
COITMOKYJIBTYp, Ui KOTOPBIX XapaKTepHBI HEJIOCTATOYHBIC 3HAHUS O MOOOWHTE, ClelyeT MOOMmPATh U
o0ydaTh TpPEOAONEBATh TPAJAUIMOHHBIC KYJIBTYpHBIE CTEPEOTHIBI, MEIIAKNMe coodmarh o0
M3JICBaTENIbCTBAX PYKOBOJICTBY OpraHU3aIliH, a PYKOBOJCTBY — aJIeKBATHO pPeardpoBaTh Ha M3/IEBATECIHCTBA.
YCTaHOBICHO, YTO MHOTHE UCCIICOBaHUS MOOOWHra, KOTOpBIE OCYIISCTBISIOTCS IICUXOJIOTaMU U

IcuxuaTrpaMu, COCPEA0TaYNBAIOTCA Ha MICUXOJIOT'HYCCKUX (baKTOan, OJHaKo OpFaHH3aHHOHHBIﬁ KOMIIOHCHT
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po0JIeMbl CIIOCOOCTBYET OoJiee aKTMBHOMY Y4YacTHIO PYKOBOAMTENICH, (GOPMHPYOIIUX pabouyio cpeny,
KylIbTypy W KJIMMaT opraHu3aimu. HeoOxomumMo oOpaTuTh BHMMaHWE Ha TOT ()aKT, YTO pEaKIus Ha
MOOOHMHT, a TaKKe COOOIICHHS] O HEeJIOMyCTUMOM TIOBEJACHUU COTPYTHHKOB MOTYT OBITh CBSI3aHBI C 0O0IIEH
HETEPIIUMOCTHI0 TIOMYJISIIUM K W3/ICBATENbCTBAM W WX pPEriIaMeHTUpOBaHUEM. I[lOCKOIBKY MOOOWHT
XapakTepu3yeTcss 0OMaHUYUBBIM TIOBEJICHUEM C HCIIONF30BAHUEM IICHUXOJIOTHUECKHX Mep BO3JEHCTBUS, HE

BCC HeﬁCTBHH MOT'yT OBITh JOJIXKHBIM o6pa30M AKICIITUPOBAHBI KaK MOOOUHT.

KuroueBnble cjioBa: MOOOWHT, N3/1eBATEIHCTBA, OPTAHU3AITMOHHAS CHCTEMA, HHANBHU, TPEBEHITHS.
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