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PERCEPTION AND COPING WITH MOBBING TOWARDS WOMEN IN 
MONTENEGRO

Tatjana VUJOVIĆ
University of Montenegro, Faculty of Philosophy Nikšić, Department of Sociology, 81 400 Danila Bojovića bb

e-mail: tanja_vujovic@yahoo.com

ABSTRACT

Previous research shows the frequency of various forms of mobbing in the workplace, especially in women. 
Different strategies for coping with this stressor have not been explored so far. Therefore, the aim of this research 
was to examine the types of mobbing, as well as ways of coping with mobbing among women employed in the 
public and private sector in Montenegro. The research included a total of 170 respondents: nurses (N = 90) 
employed at the Clinical Center of Montenegro and employees (N = 80) of the Telecommunications Company 
– Telekom. The respondents ranged in age from 20 to 59 years. When it comes to the nurses’ perception of 
mobbing, the method of factor analysis Principal Component Analysis yielded four factors that were interpreted 
as an attack: on work activity, attack on personality, sexual harassment, and humiliation in front of the superior. 
Discriminant analysis showed that there is a statistically significant difference between these two groups when it 
comes to offensive jokes, offensive comments related to religious and party affiliations, exclusion and isolation.

Keywords: mobbing, women, private sector, public sector, prevention

LA PERCEZIONE DEL MOBBING SULLE DONNE SUL POSTO DI LAVORO IN 
MONTENEGRO

SINTESI

La ricerca precedente mostra la frequenza di segnalazione di forme di mobbing nei luoghi di lavoro, 
specialmente sulle donne. Le diverse strategie per far fronte allo stress da mobbing non sono state ancora 
studiate. Pertanto, lo scopo di questa ricerca era di indagare i tipi di mobbing sulle donne nel settore pubblico 
e privato. In questa ricerca, le infermiere (N = 90) che lavoravano presso il Centro clinico del Montenegro e 
le dipendenti (N = 80) della società di telecomunicazioni – Telekom. Le rispondenti avevano un’età compresa 
tra 20 e 59 anni. Quando si tratta della percezione del mobbing da parte delle infermiere, con il metodo 
dell’analisi fattoriale Principal Component Analysis sono stati estratti quattro tipi di attacco che sono descritti 
come un attacco all’attività lavorativa, un attacco sulla personalità, umiliazione di fronte al superiore e 
molestie sessuali. L’analisi discriminatoria ha mostrato che esiste una differenza statisticamente significativa 
tra questi due gruppi quando si tratta di battute offensive, commenti offensivi riguardanti l’appartenenza 
religiosa e politica l’esclusione e l’isolamento.

Parole chiave: mobbing, donne, settore privato, settore pubblico, prevenzione
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INTRODUCTION

In order to be able to define mobbing as a spe-
cific phenomenon in the working environment it is 
crucial that we look into some of the pioneering re-
search that began in the 20th century. The framework 
of mobbing research sprouted from the groundwork 
of research on harassment in the workplace. In 1976, 
American psychiatrist Caroll M. Brodsky in his book 
The Harassed Worker gave a detailed description of 
negative actions at work which by their nature went 
beyond the then known concepts such as sexual 
harassment and discrimination. Brodsky wrote about 
“light teasing” such as making inappropriate jokes 
and mocking and “severe teasing”, such as torturing 
and severely abusing a person. In the same book, 
Brodsky describes the way in which various forms of 
“teasing” and other forms of psychological pressure 
are used within the work context to make it clear 
to the employees that they are not part of the group 
(Brodsky, 1976, 19).1 

Although the professional and scientific public 
learned from the description of various cases of abu-
se in this book that employees may be exposed to 
physical and verbal abuse, which are not necessarily 
sexual in nature, this concept did not arouse wider 
interest,2 until the first theoretical and empirical 
papers of a Swedish psychologist and psychiatrist of 
German origin, Heinz Leymann. Thus, this topic was 
officially introduced to the research scene of occupa-
tional psychology only in 1984 with first exploratory 
study on harassment at work, which was published in 
Swedish by Heinz Leymann and Annelie Gustavsson 
(Leymann & Gustavsson, 1984; Zapf & Leymann, 
1996). Leymann is believed to have been the first to 
use the term “mobbing” to describe aggressive beha-
viour among employees (Leymann, 1990). However, 
this term has somewhat longer history.3 The term 
“mobbing” is used in Europe in parallel with the term 
“bullying” to describe a specific form of attack in the 
workplace (Petrović et al., 2014, 188). The reason for 
the existence of the two parallel terms to describe the 
same phenomenon is that both have the shortcomings 

1	 The goal of these actions is to exclude the employees from the collective, either by deciding to leave it due to unbearable pressure or by 
being fired at the very end of the process in which he exhausts all his work resources (Vulekić, 2015, 6). By emphasizing the psychologi-
cal nature of harassment at work, its negative consequences for the health and well-being of employees and specific dynamics of the 
phenomenon that puts the victim in an inferior position, Brodsky’s work can be considered as pioneering in this field (Einarsen et al., 
2011, 7; Einarsen et al., 2008; cf. Vulekić, 2015, 6).

2	 The reason for this may lay in the fact that Brodsky was not particularly interested in a direct or separate analysis of this phenomenon 
which he treated equally as other sources of stress in the work environment such as exhaustion due to shift work and accidents at work 
(Leymann, 1996).

3	 It is believed that Leymann has taken it from doctor Hyneman who used it in order to describe aggressive behaviour of a group of school-
boys who attack a lonely peer (Matthiesen, 2006, 5). However, the term mobbing is for the first time related to the book by Konrad Lorenz 
“On aggression” (1966). In that book, a famous ethologist describes the behavior of social animals (small birds) which join together in 
order to be able to send away a lonely predator from their territory who jeopardizes their safety. Similar behavior of people in work envi-
ronment was named mobbing by Lemann’s scientific references, we can find different terms to mark the behaviors by which colleagues, 
superiors or subordinates maltreat the employees in the workplace (Petrović et al., 2014, 188).

4	 Similar terminology can be found in other studies on this phenomenon (Zapf, 1999, 70; Einarsen et al., 2011, 15; Karabulut, 2016, 5).

that made it difficult for researchers to accept one and 
reject the other (Leymann, 1990, 120; Petrović et al., 
2014, 188).4

A more intensive study on mobbing began in the 
early 1990s (Samnani, 2013; Einarsen, 2000; Einarsen 
et al., 2009). The topicality of harassment at work is 
growing along with continuous accelerated techno-
logical development and frequent economic turbu-
lences which contribute to business world and work 
environment becoming more stressful than before. 
Modern society is characterized by numerous chang-
es. High competition in the market, privatization, the 
economic crisis, job insecurity and expectation of 
flexibility from the workers have led to an increase in 
frequency of mobbing (Kostelić-Martić, 2005, 7; cf. 
Ćurčić, 2015, 20; cf. Vulekić, 2015, 50).

Women in Montenegro are legally equal to men. 
Formally legally, they have equal rights when en-
tering employment, in achieving social security, in 
earnings, in receiving education. However, practical 
exercise of these rights is significantly hampered, 
so that the overall social status of women is less fa-
vourable than that of men. Well-paid jobs and deci-
sion-making positions are less available for women, 
even though women are usually more educated. The 
conditions in which women work are often worse 
than the conditions in which men work. Although 
women in some sectors make up more than 60% of 
employees, their salaries are 20% lower than men’s. 
(European Movement in Montenegro, 2011). A spe-
cific problem is mobbing and sexual harassment, 
to which the system does not have an adequate 
response. There is a very small number of court pro-
ceedings and first the insensitivity of the judiciary is 
noticed, and then of other institutions. The results of 
the research conducted by the European Movement 
in Montenegro about the socio-economic position of 
women in 2013 show that women are predominantly 
recognized as victims of harassment at work among 
the population, but also among employers. A signifi-
cantly higher number of women (63%) compared 
to men (53%) believe that victims of harassment at 
work are most often women.
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DEFINING MOBBING

Mobbing is defined as an unfriendly communi-
cation which is directed from one or several indivi-
duals towards, mainly, one individual who, due to 
mobbing, finds himself in a position where he/she is 
helpless and unable to defend himself/herself, and 
held in it by constant mobbing activities (Leymann, 
1990, 120; Leymann, 1996, 2; Einarsen et al., 2011, 
15; cf. Karabulut, 2016, 5). Those activities are per-
formed with high frequency (at least once a week) 
and for longer period (at least 6 months) (Leymann, 
1990, 120; Kostelić-Martić, 2005, 11; Akar et al., 
2011, 179). Frequency and duration are two crucial 
dimensions of mobbing (Leymann, 1990, 120; Zapf 
& Einarsen, 2003, 246; Akar et al., 2011, 179), and 
due to high frequency and longer duration, bullying 
can result in significant mental, psychosomatic and 
social consequences (Leymann, 1990, 121; Vartia, 
2001, 66; Demirag & Ciftci, 2017, 2; Tatar & Yuksel, 
2019, 57).

CAUSES OF MOBBING

Some of the causes of mobbing are interpersonal 
conflicts at work which are related to inappropriate 
organization and process of work, conditions in the 
work environment, inappropriate methods, uncer-
tainty regarding job prospects, frequent changes in 
working conditions, frequent assignment to other 
duties, lack of support and inappropriate work en-
vironment (Rodić, 2015, 9). Mobbing can also arise 
from pointing out the illegality of the employer’s 
work, i.e. pointing out corruption, which causes the 
employer’s reaction in the form of mobbing. Mob-
bing also occurs as the consequence of disturbed 
interpersonal relations, namely it arises from unre-
solved conflict among the employees, inadequate 
work organization, as well as due to a collective 
labour dispute between the employees and their 
organizations and the employer (management). In a 
certain way, the growth of mobbing is conditioned 
by the processes of globalization and liberaliza-
tion, i.e. by undermining the values of European 
social model of which the concept of social market 
economy and the concept of socially responsible 
management are an integral part. Especially in the 
conditions of transition in the countries of the former 
socialist system, unfavourable preconditions are cre-
ated for the spread of mobbing, a cruel, inhumane, 
socially irresponsible managerial policy in order to 

5	 It is important to stress that some authors only discuss mobbing at the hierarchical level (Rissi et al., 2016, 356; Kostelić-
Martić, 2005, 16).

force employees to terminate employment contracts, 
whereby the employer avoids legal obligations in 
collective redundancy and payment of severance 
pay (Lubarda, 2008a, 5). 

FORMS OF MOBBING

Mobbing is exclusively related to social inter-
actions among employees, independently from 
their hierarchical level (Šimić et al., 2015, 306).5 
Mobbing occurs in two basic forms, according to 
Branko Lubarda, horizontal and vertical mobbing, 
with many varieties. Horizontal mobbing comes 
from an employee or employees directed against 
another employee in the same or similar workplaces, 
where there is no subordinate relationship between 
the mobber and the mobbing victim (Lubarda, 
2008a, 9). Very often it occurs as a result of unfair 
professional competition accompanied by envy, 
jealousy and similar human weaknesses (Rodić, 
2015, 16; Arnejčić, 2016, 241; Karabulut, 2016, 
7; Demirag & Ciftci, 2017, 2). According to Vesna 
Rodić, horizontal mobbing manifests itself in milder 
forms, such as constant jokes, ridicule at the expense 
of speech, posture, gait, clothing, private life etc. 
(Rodić, 2015, 11). However, it can also appear in 
more severe forms, such as spreading slander re-
garding professional and private life (e.g. fabricating 
sexual intrigues), continuous interruption in speech, 
avoiding socializing during work breaks, not inviting 
to social activities (Leymann, 1990, 120; Cornoiu & 
Gyorgy, 2013, 709; Arnejčić, 2016, 241; Demirag & 
Ciftci, 2017, 2).

Vertical mobbing comes, according to Beno 
Arnejčić, from the immediate superior (lower or 
senior management, rarely from the executive 
director himself or main executive director – gen-
eral director, where mobbing is executed by more 
employees who are given certain benefits by the 
management (promotion at work, professional train-
ing, etc.). Vertical mobbing can occur as a covert 
vertical mobbing, where it is hidden behind hori-
zontal mobbing (Arnejčić, 2016, 241–242). Vertical 
mobbing occurs in the form of increased control of 
an employee’s presence at work, in performance 
of job tasks, exposure to constant criticism from 
superiors due to (the alleged) omissions, through 
disparagement of professional competences, fre-
quent assignment to other duties (with no justified 
reason), interruption in speech or an attempt to give 
explanations or dispute criticism, up to professional 
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„ostracism“, avoidance or isolation of the employ-
ee6 (Rodić, 2015, 12; cf. Karabulut, 2016, 8; cf. 
Arnejčić, 2016, 240).

METHODS AND TYPES OF MOBBING

The situations in which employees are subjected 
to negative behaviours by their clients and parties do 
not fall into the realm of this phenomenon. Some of 
the methods of harassment and abuse in the work-
place are: spreading malicious gossips, insults, rid-
icule, publishing personal information, giving work 
tasks to someone who is known not to be able to 
perform them, failing to invite to meetings (Hillard, 
2009, 47; Arnejčić, 2016, 247; Demirag & Ciftci, 
2017, 2). Dieter Zapf, in his study “Organisational, 
work group related and personal causes of mobbing/
bullying at work”, distinguishes seven types of mob-
bing: organizational, social isolation, attacks on the 
private sphere of life, verbal and physical aggression, 
spreading of rumours (Zapf, 1999, 71). 

Mobbing also occurs in the form of provocation 
of the mobbing victim’s reaction, in order for the 
mobbing victim to violate the Code of Conduct, i.e. 
to initiate disciplinary proceedings against the em-
ployee for insult, or even to provoke a quarrel or re-
sort to violence at work (Rodić, 2015, 13). Mobbing 
also occurs in a number of other varieties, where 
mobbing techniques are usually less subtle towards 
the employees with lower qualifications but subtler 
(harder to grasp) towards the employees with high or 
expert qualifications, which can be explained with 
a phrase “the better the job, the subtler the terror” 
(Koić et al., 2003, 14; cf. Cornoiu & Gyorgy, 2013, 
711). Mobbing goes so far in the practice that there is 
the case where the employer, through his associates, 
subordinates, organizes to find some compromising 
material on the desk in the office of the employee, a 
mobbing victim, which should present the employee 
as an unprofessional or immoral person (Lubarda, 
2008b, 6). Having said this, the mobbing as a pro-
cess can be divided into stages or phases. 

MOBBING PHASES AND CONSEQUENCES OF 
MOBBING

There are several classifications of mobbing phases 
(Leymann, 1990, 122; Leyman & Guvstasson 1996; 
Ege, 2000). However, they are mostly based on initial 

6	 The studies show that there are two syndromes linked to vertical mobbing. The first is the syndrome of an “empty desk”– 
when an employee is denied to perform the tasks or he is given the tasks below his own professional level in order to 
violate his professional dignity. The second syndrome is reverse, namely “full desk”– when the employee is given too much 
work, which cannot be successfully incompleted during working hours (so he or she stays to work overtime, without being 
paid for that), which leads to excessive fatigue at work (Lubarda, 2008a, 5; Rodić, 2015, 12).

7	 The same classification of mobbing phases is used also in recent studies (Arnejčić, 2016, 245; Cornoiu & Gyorgy, 2013, 71).

Leyman’s classification (Leymann, 1990, 122) which 
is the reason for using this particular classification as 
groundwork also for this research.7

Phase 1: The Original Critical Incident

As regards the investigated situations, it is 
known that the triggering situation most often 
observed is a conflict (usually over work); but not 
much is known in detail about critical incidents 
and other probable triggering states in working 
life. Hypothetically, this phase is very short and 
the next phase commences as soon as the focused 
person’s workmates and management reveal sti-
gmatizing actions. In Leymann’s case study, was 
envy over his wages (Leymann, 1990, 122).

Phase 2: Mobbing and Stigmatizing

Many of the communicative actions which can 
be observed occur fairly often in everyday life. 
But within the framework of the harassment phe-
nomenon, they have an injurious effect, as these 
actions are used consistently and systematically 
over a long period, with the intention of causing 
damage (or putting someone out of action). All the 
observed actions have the common denominator 
of being based on the desire to “get at a person” 
or punish him/her. Thus, manipulation is the main 
characteristic of the event. What is shown to be 
manipulated is: 

1. The victim’s reputation (rumour mongering, 
slandering, holding up to ridicule).

2. Communication toward the victim (the victim 
is not allowed to express him/herself,

no one is speaking to him or her, continual 
loud-voiced criticism and meaningful

glances).
3. The social circumstances (the victim is iso-

lated, sent to Coventry).
4. The nature of or the possibility of performing 

in his/her work (no work given,
humiliating or meaningless work tasks).
5. Violence and threats of violence (Leymann, 

1990, 122).

However, during this second phase, the victim is 
quiet or is kept quiet about the mobbing at the work-
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place,8 which makes it hard to detect the existence 
of mobbing (Arnejčić, 2016, 245; cf. Demirag & Cift-
ci, 2017; cf. Khoo, 2016, 61–67). The victim tends 
to become isolated; their performance and quality 
of service drops and they experience stress, several 
psychosomatic disorders9 and burnout (Ćurčić, 
2015, 25). 

It happens that the victim of mobbing unjustifi-
ably suspects or complains to other employees (who 
are not involved in mobbing), which causes stress 
to other employees. The victim of mobbing tries 
to eliminate mobbing by flattering the employer, 
as a kind of a defence mechanism (fight of flight 
mode), thus contributing to the loss of self-esteem 
and dignity. Due to mobbing, communication in 
the work environment becomes unfriendly (Niedl, 
1996). Mobbing gradually leads to weakening of 
motivation, fatigue, i.e. exhaustion (burn-out syn-
drome), which is reflected in productivity at work, 
absenteeism (Einarsen, 2000, 387; Riethof & Bob, 
2019, 382; Cornoiu & Gyorgy, 2013, 711; Petrović et 
al., 2014, 186), counter-productive behaviours such 
as destruction of the organization’s assets, deliberate 
sabotage of work tasks (Ayoko et al., 2003, 85), and 
drop in productivity (Einarsen, 2009, 387).

Phase 3: Personnel management

When management steps in, the case becomes 
officially a “case.” In the research mentioned above it 
has been shown that, during this phase, people can be 
confronted with serious violations of justice. Manage-
ment tends to take over the prejudices of the victim’s 
workmates. This is one of the outcomes of the mob-
bing situation, which turns the person into a marked 
individual. Those around regularly assume that the 
cause of the problem lies in the deviant personality of 
the victim (that is, one observes the victim’s defensive 

8	 The studies have shown that in companies run by dictators, employees show two types of reactions: some accept that they are 
victims of mobbing while other develop certain forms of ingratiation, a kind of a defence mechanism. Both groups tend to develop 
health disorders. In such an atmosphere, productivity drops, and capable ones and employees with new ideas are the most com-
mon target of mobbers (McCord & Richardson, 2001, 2; Petrović, 2014, 91; Demirag & Ciftci, 2017, 2). 

9	 Studies within social psychology have identified psychological reactions to mobbing, as well as very biological reactions such as 
an increase of adrenaline in the body. Mobbing results in developing the sense of frustration, as well as inability to solve problems 
at work, i.e. inability to find the answers in order to eliminate mobbing, which also causes the sense of helplessness, particularly 
because the consequence of mobbing is a certain loss of professional reputation and a sense of deep damage to personal integrity 
and dignity (Deluga & Masson, according Koić et al., 2003, 14–15).

10	 An individual’s experience suggesting that harassment at work is tolerated and accepted in some organization can be a conse-
quence of the existence of a specific, negative work climate that implicitly sends the message to the individual that he or she 
must either adapt or leave (Salin, 2003, 1220; cf. Richman et al., 2004, 18; cf. Larrazabal et al., 2019; 9; cf. Cortina, 2015, 
1). In that way, such a harassment is not only an isolated incident, but a signal that such behaviours are accepted, taken as 
usual and that they will not be addressed. It is hard to say where the attacker’s desire to cause harm begins and where the 
ruthlessness of the employer who sees the situation as a common method of achieving work efficiency, ends (Parzefall & 
Salin, 2010, 764). In such organizations, harassment at work is also treated as part of a culture in which aggressive behaviour 
is awarded and an attempt to characterize that behaviour as harassment, i.e. to report it, is seen as a reflection of disloyalty 
(Salin, 2003, 1221; Cortina, 2015, 1).

11	 The consequences of mobbing can be disastrous for both the victim and the collective. The studies show that intrigue, undermin-
ing and humiliation with the aim of eliminating the undesirable one from the collective consumes more energy than the work itself 
(Nielsen et al., 2012, 42; Tatar & Yüksel, 2019, 60).

behaviour and from that draws the conclusion that 
the victim is suffering from a personality problem).10 
The situation is complicated since personnel admini-
stration is governed by different working environment 
legislation in different countries, with the notion of 
what constitutes a violation varying according to the 
applicable law (Leymann, 1990, 122). 

Phase 4: Expulsion

As far as the mobbing scenario at workplaces 
is concerned, one knows quite well what social 
circumstances people end up in, when they have 
been expelled from working life. In the Scandinavian 
countries, the most dangerous situations that give 
rise to further stigmatizing are long-term sick leave, 
no work provided (but still employed), relocation 
to degrading work tasks, and psychiatric treatment. 
The subject in Leymann’s case study suffered from 
psychosomatic problems because of his treatment, 
went on the sick leave, defended himself aggressi-
vely against his assailants, became a persona non 
grata and ended up in a situation where it became 
increasingly difficult for him to find new work, as 
staff departments usually ring each other to obtain 
references about applicants for jobs.11 (Leymann, 
1990, 122).

Within the case studies, greater research attention 
has been paid to individual consequences of mob-
bing than organizational ones (Sperry & Duffy, 2007; 
Hoel et al., 2011; Høgh et al., 2012). Recent studies 
indicate that the connection between exposure to 
harassment at work and personal well-being indi-
cators is somewhat lower than correlations between 
the harassment and indicators of work behaviours 
that are rather detrimental to the organization (Zapf 
& Einarsen, 2003; Einarsen et al., 2009; Akar et al., 
2011; Petrović et al., 2014).
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Abuse at work leaves consequences which are 
visible in work context, in order for them to be later 
extended to other spheres of life of an individual. 
Leymann’s research relates the first phases of abuse to 
the conflicts and stigmatization in work environment 
and the latest phases of abuse sees in disabling of the 
individual professional and personal resource and 
finally its exclusion from labour market. The victim 
through negative treatment in work organization and 
out of it (family, social and health services) develops 
the feeling of incompetence, and thus due to stigma-
tization that accompanies some other consequences 
of abuse, and those are: many periods of sick leave 
over the years, discreditable transfers to other work, 
social isolation, employment without any real work 
to do, as well as ignominious psychiatric examinati-
ons and diagnoses (Leymann, 1990, 122). 

Consequences of mobbing for an individual 
can be of health, psychological, psychosomatic, 
economic, social and legal nature. Most frequent 
consequences of mobbing are burnout syndrome, 
reactive depressive states of post-traumatic stress 
disorder (Nielsen et al., 2012, 42; Tatar & Yüksel, 
2019, 60; Riethof & Bob, 2019, 382). The results of 
these research are compatible with results of more 
recent studies (Tuckey et al., 2010; Ciby & Raya, 
2014; Bonde et al., 2016).

Negative consequences of mobbing at work 
are expressed and they affect also partners and 
children due to the ripple effect, and take a toll on 
family relations. Mobbing leads to the impairment 
of social position, reputation (“social misery”), it 
also has direct wider harmful social consequences, 
since it leads to the impairment of the value sys-
tem and ethical standards in social relations, and 
it jeopardizes family cohesion as well (Sperry & 
Duffy, 2007, 400; Gyorgy & Cornoiu, 2013, 711). 
The consequences of mobbing are also reflected in 
social relations of mobbing victims (Khoo, 2010; 
Sperry & Duffy, 2007, 400). Victims very often 
withdraw and isolate themselves which results in 
the loss of friends (Khoo, 2010, 64). Also, friends 
cannot listen about the same problem day in day 
out. Possible dismissal leaves the victim with no 
income, and searching for a new job can last for a 
long time due to the poor health condition of the 
victim. Economic consequences of mobbing are 
manifested in the damage that the employer (com-
pany) suffers due to the costs of payment of benefits 
during the temporary inability to work – sick leave 
(Lubarda, 2008a, 9–10; Rodić, 2015, 22; Gyorgy & 
Cornoiu, 2013, 711; Szare & Szarek, 2018, 256). 
Directly, employer suffers damage due to reduced 
productivity of work of the employee that was the 
target of mobbing, reduction of motivation at work, 
loss of innovating motivation or other initiatives of 
the victims of mobbing (Akar et al., 2011). Paid sick 

leave due to illnesses caused by mobbing has its 
financial consequences to the health system and 
pension and disability insurance system (Hoel et 
al., 2001; Davenport et al., 2003, 146–148).  

RECENT STUDIES ON MOBBING THAT MOTIVATED 
THIS RESEARCH

In recent studies, there has been a tendency for 
research into mobbing to expand beyond the records 
of its factors and consequences in order to gain 
insight into its complex dynamics and thus achieve 
a better understanding of this phenomenon. In that 
regard, researchers began examining mobbing within 
the known models of aggression at work and data 
analysis (Brees et al., 2013; Douglas et al., 2008; 
Samnani at al., 2013), by exploring the ways of 
experiencing abuse or negative actions (Rodríguez-
-Carballeira et al., 2010; Vie et al., 2011), reviewing 
previously valid and widely accepted methodology 
(Nielsen et al., 2013; Notelaers & Einarsen, 2013, 
670–682), or by trying to understand the difference 
between harassement at work and similar pheno-
mena by analyzing defining characteristics of abuse 
(Hershcovis, 2011). 

The studies carried out in different countries 
show variations in the frequency of mobbing 
which are the reflection of differences in tolerance 
to different forms of abuse. In 2002, in Croatia, a 
greater study on mobbing was carried out by the 
company “Media Metar” among city population 
of Zagreb. The sample included 700 respondents 
(49% female and 51% males). The study was ca-
rried out by the survey method, and a significant 
percentage of the respondents (from 15,4% to 
53,4%) recognized the existence of this problem in 
the workplace and they attributed to it a feeling of 
mental (from 37,7% to 54,8%) and physical fatigue 
(from 30,5 % to 79,4%) (Koić et al., 2003, 108). 
Despite numerous studies, we cannot yet say with 
certainty why frequency of mobbing activities is 
higher in some organizations than in some others. 
There seems to be a higher risk in organizations 
dealing with administrative tasks than in manufac-
turing companies, which can be explained by the 
fact that in manufacturing activities, work tasks 
and roles are more clearly defined. 

Studies also confirm higher frequency of 
mobbing in healthcare institutions, educational 
institutions and non-profit sector (Ozturk & Yilmaz, 
2008). In the healthcare sector, nurses are exposed 
to mobbing more than other professionals (Ozturk 
& Yilmaz, 2008, 38). The growing competitiveness 
of health workers, changed dynamics of work and 
the “macho management” style in the healthcare 
system create a culture of behaviour that is favou-
rable for the development of mobbing (Field, 2003; 
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cf. Beganlić et al., 2009). The results of the study 
carried out by the authors Aytolan and Dilek (2007, 
1446) on a sample of 505 nurses show that feelings 
of fatigue and stress, headache, gastrointestinal 
symptoms and different emotional reactions are 
most common reactions to mobbing, while about 
22% of nurses and technicians that have experien-
ced mobbing have used sick leave to reduce the 
stress. In order to avoid mobbing, 72,1% of nurses 
work harder and put a lot of effort, while about 
10% of them sometimes think about suicide due to 
their mobbing experience, however health status 
of a person could depend on variation of strategies 
of facing with this stressor (Aytolan & Dilek, 2007, 
1450). 

A study on the impact of mobbing on the inability 
to work in nurses was conducted in Serbia in 2009. 
The case study was carried out on a sample of 300 
respondents of paramedical staff. And it showed that 
most common somatic symptoms included nausea, 
headache and fatigue. All the somatic symptoms 
in those who reported mobbing were statistically 
significantly different from the symptoms of those 
who have not. Most common mental symptoms 
were decrease in motivation (59 %), feeling of rage/
anger (49%) and loss of confidence (41%). Study 
was carried out by Azijada Beganlić and associates 
and it points out that more than a half of nurses and 
technicians were exposed to mobbing, while 24% 
were persistently exposed to this form of harassment 
(Beganlić et al., 2009, 1–6).

Another study, carried out by Franka Krajnović 
and associates in 2007, was conducted on a sample 
of 1.354 nurses and technicians employed in health 
care institutions of various types, in 21 counties 
in Croatia. It showed that half of the respondents 
complained about negative experiences at work. 
The most frequent negative behaviour they reported 
was humiliation, yelling, insulting, giving privileges 
to certain members of the team within distribution 
of tasks, ignoring opinions and attitudes. The results 
obtained also indicate that negative behaviours result 
from stressful working conditions and organizational 
problems, as well as deficient communication skills 
(Krajnović et al., 2007, 70).

In Serbia, the research on mobbing began after 
democratic changes in 2000, thanks to the engaged 
professionals from the trade union. The union’s 
efforts resulted in the enactment of the law on the 
harassment at work in 2010 (Law on the Prevention 
of Harassment at Work, “Off. Gazette of RS”, no. 
36/2010). Systematic study of this phenomenon 
by using standardized (comparative) methodol-

12	 https://mobing.rs/udruzenje-stop-mobing/ (last access: 19. 12. 2019).
13	 www.damar.co.me (last access: 19. 12. 2019).
14	 www.minradiss.gov.me mobing u Crnoj Gori Ministarstvo rada i socijalnog staranja (last access: 19. 12. 2019).

ogy in Serbia begins in 2009 (Čizmić & Vulekić, 
2010; Petrović et al., 2014). The popularity of this 
concept throughout the world is reflected in its 
presence on the Internet, both in the documents 
on Internet pages that are available to general 
public, and in those reserved for researchers and 
scientists. The EMIC Association - Educational, 
Marketing, Information Centre was founded in late 
2011 with the aim of examine this, very negative 
phenomenon in society (in the workplace), to 
draw public attention, with the ultimate goal to 
eradicate it.12

It is difficult to obtain precise data on the 
prevalence of this phenomenon in Montenegro. In 
Montenegro, there is only one study on mobbing 
that was carried out by Public Opinion Research 
Agency “Damar” from Podgorica,13 that was 
financed by the Ministry of Labour and Social 
Welfare. The study was carried out on a sample of 
503 employees and employers in 2017. As results 
show, 58,5% of respondents stated that personal 
experiences of mobbing affected the loss of their 
work motivation. Furthermore, 52,8% reported that 
the main reasons for the occurrence of mobbing 
are mobbers’ personal characteristics. As the state 
is the largest employer, over 90% of cases of the 
so-called vertical mobbing (when superior abuses 
subordinate worker) occurs in the state adminis-
tration and public revenues bodies.14 However, 
recent studies indicate that the mobbing is more 
frequent in private sector as opposed to the public 
sector (Lubarda, 2008a, 5).

THE RESEARCH OF PERCEPTION AND COPING 
WITH MOBBING IN WOMEN OF MONTENEGRO

The main aim of the research was to examine 
perception of different types of mobbing and coping 
with mobbing among women employed in private and 
public sector in Montenegro. In line with the aim of the 
research, the following hypotheses have been set: 

•	 Hypothesis 1: It is assumed that within the gro-
ups there is a statistically significant correlation 
between years of service of female respondents 
and perception of mobbing by the part of su-
perior. 

•	 Hypothesis 2: It is assumed that attitudes of 
nurses on mobbing will be so structured that 
one can talk about certain types of mobbing. 

•	 Hypothesis 3: It is assumed that groups exa-
mined will be significantly different in their 
perception of types and frequency of mobbing. 
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Sample of respondents

The research was carried out between June and 
December 2019. The study included 170 female 
respondents aged from 20 to 59 and it was carried 
out on two independent samples, more precisely: the 
sample of nurses employed in the Clinical Centre of 
Montenegro15  and a sample of 80 female employees 
in the private sector, i.e. telecommunications company 
– Telekom.16

The sample of nurses consisted of 90 nurses em-
ployed at the Clinical Centre of Montenegro (KCCG). It 
was a two-stage stratified sample. First-stage sampling 
units were individual departments. Three departments 
were randomly selected: the orthopaedic ward, the 
ophthalmology and internal medicine wards. In the 
second phase, the nurses working in these departments 
were randomly selected. 

The sample of employees in Telecommunications 
Company – Telekom consisted of 80 women. The com-
pany was divided into 4 sectors in 2019. The sampling 
units of the first stage were all four sectors. Two sectors 
were randomly selected for research, namely: the 
commercial sector and IT sector and then 80 female 
employees were randomly selected from these two 
sectors. 

Measuring instrument

The main measuring instrument of this study was a 
non-standardized questionnaire (see Appendix) which 
was constructed to examine mobbing and manners of 
dealing with mobbing. Questionnaire was filled out 
by respondents of different ages and length of service. 
As an auxiliary instrument for development of the 

15	 There were in total 2300 employees in the Clinical Centre of Montenegro in 2019.
16	 There were 548 employees in Telekom in 2019.
17	 http://old.iss.it/binary/cpf m/cont/ATTACH_15_Questionario_Mobbing.pdf (last access: 19. 12. 2019).

questionnaire, we used the Questionnaire for mob-
bing diagnosis (ISS – Questionario per la rilevazione 
del fenomeno ”Mobbing”) that was constructed by 
members of the Committee of mobbing investigation 
at the Public Health Institute of Rome.17 The task of the 
respondents was to assess the frequency of mobbing on 
a scale of 5 degrees (from 1 – never to 5 – very often). 
Higher result refers to experiencing more negative 
forms of behaviour in the workplace.  

Procedure

After obtaining consent from competent instituti-
ons, the survey was carried out on several occasions 
in the premises of Clinical Centre in Podgorica and 
in the telecommunication company - Telekom. Head 
nurses of individual departments were asked to help 
conduct the research. Having explained the purpose 
of the survey, guaranteed discretion and motivated 
the respondents to cooperate, we moved on to the 
implementation of the instrument. The questionnaire 
was filled in independently, in the conditions of group 
testing. To ensure anonymity, questionnaires were 
distributed in envelopes. Survey in private sector was 
carried out in the premises of telecommunications 
company Telekom.

Methods of data analysis

In accordance with the goal and research hypoth-
eses, there were several univariate and multivariate 
statistical-mathematical methods were applied. For 
the purpose of examining the structure of risk factors, 
Principal-components method of factor analysis was 
applied. Univariate and discriminant analysis was 
applied to examine structural differences between 
groups in the type and frequency of mobbing, there 
was applied discriminative analysis. Statistical and 
mathematical data analysis was performed using SPSS 
programme, version 17.0.

RESULTS

In order to examine whether there is a statisti-
cally significant correlation between the years of 
work experience and the perception of mobbing by 
superiors, we applied the statistical method of cor-
relation. For this purpose, female respondents were 
divided into three groups. The first group consisted 
of respondents whose total length of service is less 
than 10 years, the second group were those whose 
total length of service is 10 to 20 years. Length of 
service of the third group was longer than 20 years. 

Years of service

Perception of mobbing by 
the superior  Total

Yes No

f % f % f %

Up to 10 years 23 65,71 32 71,11 55 68,75

10 to 20 years 10 28,57 8 17,77 18 22,5

More than 20 
years 2 5,72 5 11,11 7 8,75

Total 35 100 45 100 80 100

Table 1: Perception of mobbing by the superior and 
years of service: Questionnaire amongst the employees 
of Telekom. 
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When it comes to female respondents employed in 
private sector, the majority of them, i.e. 65,71% 
whose length of service is up to 10 years more 
frequently perceive mobbing by a superior than 
respondents who have a longer work experience. (R 
= - 0,85, p = 0,000). (Table 1)

When it comes to female respondents employed 
in public sector, i.e. nurses, there is a statistically 
significant correlation between years of service 
and perception of mobbing. Respondents whose 
years of service was over 20 years, namely 28,57 
% of them most often perceived mobbing by the 
superior (R= 0,322, p=0,000), followed by those 
whose length of service is from 10 to 20 years (R= 
0,52, p=0,000), while respondents with the small-
est number of years of service perceived mobbing 
most rarely (R=0,18, p=0,000) (Table 2).

In order to examine correlation between nurses’ 
attitudes about the perception of certain types of 
mobbing, we have applied factor analysis. Extract-
ing latent dimensions (factors) enables the obser-
vation of several aspects at the same time. Factor 
analysis was applied to the sample of nurses. A 
scale of 21 variables (questions 10–30 from the 
questionnaire) describing the perception of mob-
bing was subjected to the factor analysis Principal 
Components Analysis. By scale factorization we 
wanted to examine whether the attitudes are struc-
tured in such a manner that we can speak about 
specific dimensions of mobbing, or the attitudes 
are poorly related so that no specific structural 
features can be singled out. Factor analysis yield-
ed four factors that together exhaust 64,989% of 
the total variance. Based on 20 manifest variables 
(particles) there were 4 factors extracted of which 
first two factors are particularly interpretable and 
more significant (Table 3).

Conventionally, we have determined statistical-
ly significant factor loadings, those above 0,500. 

In that way, we wanted to obtain a simpler factor 
structure. Of all the four factors that have set aside, 
the first factor has the largest number of variables 
with loadings above 0,500. 

Table 4 shows the structure of 4 factors extract-
ed by the principle of the size of characteristic 
values λ≥1. 

The first factor points to the structural con-
nection of those claims that refer to personality 
attacks and ridicule. This factor is called “a 
personality attack”. (‘They refuse to cooperate 
with me’, ‘they send me offensive comments’, 
‘they act as if I don’t exist’). This factor explains 
37,534% of the total variance. On the first factor 
with the load above 0,800, 4 claims were singled 
out, more precisely: 43 rejections to cooperate 
(0,744); offensive comments (0,722); 42 – they 
act as if I don’t exist. 

The second factor is composed of variables 
relating to attacks on work activity. This factor was 
called “the attack on work activity” (‘I am assigned 
meaningless tasks’, ‘Given my actual work perfor-
mance, my work has been judged unrealistically 
badly’). This factor explains 49,149% of the total 
variance. The structure of the second factor sug-
gests that nurses perceive direct attacks on work 
more frequently. 

The third factor is presented by variables that 
refer to exposure to constant unsubstantiated 
criticism and humiliation in front of a superior. 
This factor was called “humiliation in front of the 
superior”. In case of this factor with highest satura-
tions, there were two statements that set aside. (‘I 
am exposed to constant unsubstantiated criticism’, 
‘They humiliate me in front of the superior’). 

At the fourth factor with a load over 0,600, 
only one variable, which involved verbal sexual 
harassment and unwanted sexual attention, was 
singled out and thus is called “sexual harassment” 
(e.g. ‘They touch me unnecessarily’, ‘They suggest 
having sexual intercourse’, ‘They invite me to dat-
ing’, ‘They stand too close to me’). This factor only 
explains 6,188%.  We came from the assumption 
that this was a sensitive subject, so the respondents 
didn’t talk much about these issues. 

Years of service

Perception of mobbing by 
the superior  Total

Yes No

f % f % f %

Up to 10 years 13 26 17 42,5 30 33,4

10 to 20 years 18 36 11 27,5 29 32,2

More than 20 
years 19 38 12 30 31 34,4

Total 50 100 40 100 90 100

Table 2: Perception of mobbing by the superior and ye-
ars of service: Questionnaire amongst nurses of Clinical 
Centre of Montenegro. Characteristic 

values  Λ ≥ 1
Percentage of 

common variance
Cumulative 

variance

9,706 37,715 37,534

2,539 9,867 49,149

1,358 9,806 58,326

1,159 6,188 64,989

Table 3: Characteristic roots and the variance percentage.
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Results of discriminant analysis

In order to examine whether there was a statistically 
significant difference between the groups regarding their 
perception of forms and frequency of mobbing, we con-
ducted a discriminant analysis. The analysis included 21 
variables form the research questionnaire (questions 10 to 
31 of the questionnaire). Discriminant analysis was applied 
to both samples from our study. As our research involves 
two independent samples, we set aside one common 
discriminant function. By analyzing common discriminant 
function, we found that it completely separated the group 
of nurses from the group of women employed in private 

sector. One common discriminant function of extremely 
high discriminant power and levels of significance has 
been shown to be obtained (p=0.000) (see Table 5). 

The height of the characteristic root λ = 8,487. Canon-
ical correlation between the set of variables and variable 
of grouping is high and it is R = 0,946. High value of 
the coefficient of canonical correlation speaks about 
high discriminant power of the function mentioned. 
Wilks’ Lambda is 0,105. Significance of Wilks’ Lambda 
is evaluated by Chi-square test χ² = 569,37 (Table 5). The 
difference between the group of nurses and the group of 
women employed in telecommunication company is at 
the extremely high level of statistical significance which 

Variable Factor 1 Factor 2 Factor 3 Factor 4

Refusing to cooperate 0,854 -0,297 0,102

Offensive comments 0,820 -0,222 0,229 0,159

They act as if I don’t exist 0,819 -0,211 0,322

Ridicule 0,817 -,263

Not including in social activities  0,781 -,201

Offensive jokes 0,775 -,213

Exclusion and isolation 0,760 -,250 -0,271

Comments related to religious and party affiliations 0,750 -,176 0,231 0,192

Physical isolation with no possibility for communication 0,737 -0,123 -0,176 0,126

Humiliation in front of the superior 0,693 -0,118 0,524 0,134

Ridicule of family members 0,676 0,285 -0,405

Assigning meaningless tasks 0,637 0,554 0,118

Attributing my merits to others 0,628 0,567 0,188

Exposure to constant, unsubstantiated criticism 0,615 0,586 0,104

Performance appraisal is unrealistically poor 0,612 0,424 0,174

They look into my phone calls 0,603 0,462 0,236

Assigning tasks inappropriate to health condition 0,569 0,347 0,126 0,416

Mobbing by the superior 0,542 0,575 0,141 0,116

Suggesting intimate contacts 0,444 0,574 0,290 0,806

Unnecessary touching 0,195 -0,104 0,148 0,806

Table 4: Matrix of factor model.

Table 5: Characteristic roots and the variance percentage.

Function Characteristic 
value

Variance 
percentage

Canonical 
correlation

Wilks’ 
Lambda Chi-square df Significance

1 0,82 100,0 0,526 0,724 21,322 4 0,000
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can be observed from the matrix18 of the structure of 
common discriminant function (see Table 5.) 

The results obtained by the discriminant analysis 
show that overall discrimination of variables is high. In 
further analysis we wanted to examine which individual 
variables discriminate the groups best. Conventionally, 
we have determined the values above 0,500 as statis-
tically significant loads in the matrix of discriminant 
function structure (Table 6).

The variables that best discriminate the groups are: 

•	 Offensive jokes (0,590) 
•	 Offensive comments related to religious and 

party affiliations (0,513) 
•	 Exclusion and isolation (0,487).

Four variables have set aside on a common discri-
minant function (Table 6). The least discriminant power 

18	 Discriminant function is here more freely interpreted as a discriminant factor. 

was found with the following variables: mobbing of 
female colleagues and touching. On the basis of the 
loads presented in discriminant factor analysis we can 
conclude that nurses differ from respondents employed 
in private sector by the fact that they significantly more 
often perceive offensive jokes, offensive comments 
related to religious and party affiliations, as well as 
exclusion and isolation. 

DISCUSSION

The goal of the study was to examine perception of 
type and frequency of mobbing in nurses employed at 
the Clinical Centre of Montenegro and female employ-
ees in the telecommunications company – Telekom. 
The first hypothesis concerned the expectation that 
there will be statistically significant positive correlation 
between the years of service of female respondents 

Table 6: Matrix of the structure of canonical discriminant function.

Variable * Function 1 * * Function 1

Offensive jokes 0,510  0,704

Offensive comments related to religious and party affiliations 0,467 0,465

Exclusion and isolation 0,498 0,573

Ridicule of family members 0,398 0,977

They act as if I don’t exist 0,310 0,090

Physical isolation with no possibility for communication 0,291 -0,928

Refusing to cooperate 0,267 0,147

Offensive comments 0,221 -0,590

Humiliation in front of the superior 0,214 0,249

Ridicule 0,171 -0,396

Not including in social activities 0,153 0,267

Looking into my phone calls 0,153 -0,454

Tasks inappropriate to health condition 0,122 -0,120

Exposure to constant, unsubstantiated criticism 0,118 0,225

Performance appraisal is unrealistically poor 0,110 0,095

Attributing my credits to others 0,084 -0,202

Assigning meaningless tasks 0,057 0,034

Mobbing by the superior 0,053 0,034

Touching -0,034 -,267

Proposing intimate contacts -0,062 0,203

* Standard coefficients of canonical discriminant function
** Correlation coefficients of variables and common discriminant functions
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and the perception of mobbing by the superior. This 
hypothesis is partially confirmed, only when it comes 
to nurses. The results obtained showed that nurses 
with 10 to 20 years of service experience mobbing 
by a superior more frequently than respondents with 
less than 10 or more than 20 years of service. The 
results obtained are compatible with the results of the 
research conducted by Krajnović and his associates 
(Krajnović et al., 2007; Šimić et al., 2015, 313) who 
showed that nurses with 11 to 30 years of service more 
frequently experience yelling, insulting, as well as the 
privileges of individual team members in their work 
environment. Weaker perception of mobbing in case 
of female respondents with shorter years of service 
can be explained by the fact that they also experience 
attacks in their working environment, but they consider 
it an integral part of their job and thus they are more 
tolerant than their older colleagues. Having in mind 
that they are at the beginning of their work career and 
on the other hand there is a fear from losing the job, 
they are not sincere in their answers. Our findings are 
not consistent with the results of some studies (Zapf & 
Einarsen, 2005, 237–270; Yilldrim, 2009; Einarsen & 
Skogstad, 1996) showing that nurses with shorter work 
experience are more likely to be directly attacked and 
negatively treated in their work environment, because 
due to the excessive workload, time constraints, and 
insufficient experience, they are not able to perform 
their tasks professionally and on time.

The second hypothesis of the study concerned the 
expectation that the attitudes of nurses on types of 
mobbing will be so structured that they make certain 
types, which as such have a predictive importance in 
occurrence of mobbing as such. We have confirmed 
this hypothesis by analysing data through a multivariate 
statistical method of factor analysis. Four factors that 
are of great importance in the prediction of mobbing 
have been extracted by factor analysis, namely: a per-
sonality attack, attack on work activity, humiliation in 
front of the superior and sexual harassment. The factor 
of personality attack has the greatest significance in 
the prediction of mobbing. The results obtained show 
that respondents from our sample most often perceive 
the attack on personality, which is in consistency with 
previous research results (Leymann, 1996; Vulekić, 
2015, 125; Spector, Zhou & Che, 2014), but they 
accept such actions that can be explained even by the 
specific characteristics of our cultural milieu. Because 
of a specific manner of socialization, women are more 
prone to accepting the role of a victim. Women judge 
those actions as personally more difficult, but they are 
better in accepting them than men. The results obtained 
are consistent with the results of the Volakis’s research 
(Vulekić, 2015, 125), which indicate that employees 
judge direct attacks on personality and physical integ-
rity as the most difficult, least controllable and least 
acceptable in the work environment. The results our 

study obtained also show that nurses are exposed to 
constant unsubstantiated criticism and humiliation. 
When it comes to sexual harassment, the respondents 
from our sample perceive physical and verbal sexual 
harassment and unwanted sexual attention, such as: 
unnecessary touching, proposing intimate contacts, and 
offensive jokes with sexual connotation. The obtained 
data are in accordance with the data in the literature 
(Valente & Bullough, 2004; Locke, 2019). Our findings 
show that 52.8% of nurses were sexually abused by 
doctors, 33.4% by colleagues, and 13.8% by patients, 
which is in consistency with the results of a study by 
Kahsay et al. (2020). These authors point out in their 
study that 41.12% of nurses were sexually abused by 
doctors. Montenegrin culture is characterized by high 
collectivism, high distance of power, restraint, and 
intolerance of insecurity. Professional relationships are 
often treated as familiar, hierarchy is strictly respected 
and thus the superiors are not expected to justify their 
decisions and behaviours, regardless of whether they 
are ethical or unethical. 

The third hypothesis of the study concerned the 
expectation that statistically significant differences 
between public and private sector respondents with 
regard to the perception of the types of mobbing will 
be shown. The third hypothesis was confirmed by 
the analysis of data through discriminant analysis. 
Discriminant function has been shown to significan-
tly separate groups. It is defined by the dimension of 
offensive jokes and there is a significant difference 
between the groups examined. In addition to this 
dimension, groups are significantly discriminated by 
the following variables: offensive comments related to 
religious and party affiliations, exclusion and isolation. 
These negative behaviours obtained by the study can 
be attributed to stressful work conditions, teamwork, 
lack of communication skills, racing for privileges of 
some team members within tasks distribution.

The results of the study show that respondents from 
the public sector are significantly more exposed to neg-
ative actions at work then those employed in private 
sector, which can be explained by the fact that nurses 
work more often in stressful conditions, in a team, with 
a lack of communication skills, racing for privileges 
of some team members within tasks distribution. This 
finding is consistently shown in the studies (Zapf et al., 
2011, 163; Šimić, et al., 2013, 510). Employees in the 
telecommunications sector, unlike public sector em-
ployees most often perform their work independently 
in specific working and market circumstances in which 
their competences are rather highly valued. Some stud-
ies show that employees from private organizations are 
significantly more exposed to negative work practices 
than employees from public sector (Đorđević, 2013; 
cf. Vulekić, 2015, 4; Čizmić & Vulekić, 2010; Einarsen, 
2000). This is explained by different regulations deal-
ing with employment in private companies (short-term 
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employment contracts), a lower representation of La-
bour union with a protective function, and a different 
way of rewarding and promoting employees (Vulekić, 
2015, 31). 

The constraint of this study is also that the study 
was carried out on samples of female population and 
thus the results obtained are constrained by gender. 
The question remains if men perceive mobbing in 
some different way. Further studies should verify 
whether men cope with this stressor in the same or 
some other manner. On the other hand, studies have 
also shown, that the abusers use mobbing as a form 
of “exhaust valve” by which they conceal some kind 
of helplessness in some other sphere of life of the 
employer – superior who thus creates around him 
a group in which he demonstrates his power and 
importance at the expense of the employee – victim 
of mobbing.

There is also a need to construct factor analysis of 
the measuring instrument to be controlled and mea-
sured on bigger samples of subject groups. When it 
comes to healthcare workers, mobbing should be 
examined also in departments with severely ill pa-
tients, as the severity of illnesses must also influence 
the stressors and perception of mobbing amongst the 
employees. 

Factor structure of the constructed measuring 
instrument, in addition, should be verified on bigger 
samples of respondents. Multimodal approach in 
studying mobbing which includes and integrates 
different methods (e.g. interview, observation 
techniques, focus groups formation) (Cowie et al., 
2002) could be a new approach in future scientific 
studies, as well as in clinical practice to detect the 
problems of mobbing in organizations. Future quali-
tative studies may be recommended for the detailed 
exploration of mobbing in the light of the descriptive 
data from our study.

CONCLUSION

The aim of the study was to examine perception 
of the type and frequency of occurrence of mobbing 
in female population in Montenegro. The results 
obtained have shown that there are statistically 
significant differences in perception of the types 
of mobbing when it comes to women employed in 
private and public sector. By factorization of scale 
it was shown that attack on personality, attack on 
work activity, humiliation in front of the superior and 
sexual harassment are the most significant dimen-
sions of mobbing that have the highest predictive 
significance in occurrence of mobbing. The results 
obtained have shown the differences in experiencing 
different forms of mobbing with respect to the total 
years of service. The study shows that examination 
of the perception of mobbing is rather important 
for studying this phenomenon and has important 
implications to the development of the existing 
methodology. The involvement of organizational 
factors (e.g. organizational culture and climate) into 
future studies of the perception of mobbing would 
be of particular importance. Based on the results 
obtained from this research, it is possible to plan 
more complex and comprehensive research into the 
phenomenon of mobbing. The resulting differences 
between the groups examined point to the need of 
creating specific approaches to prevention and treat-
ment of these problems. It is extremely important to 
address these issues in Montenegro through scien-
tifically based prevention activities which include 
a continuous implementation of etiological studies, 
developmentally suitable, as well as the implemen-
tation of evaluation of the performance of imple-
mented preventive interventions. A more successful 
prevention of this problem requires research that 
examines those factors which reduce the likelihood 
of occurrence of these problems.
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Appendix

QUESTIONNAIRE 

You are being asked to honestly answer all the questions. The questionnaire is anonymous. The information 
will be used exclusively for scientific purposes. None of the information will be used in a maner that would 
reveal your identity. This is why you are asked not to sign below. 

Institution in which the questionnaire is used:

1. Gender:1.   Male 2. Female 

2. Age:

3. Occupation:

4. Education level: 

1. Primary education

2. Lower secondary education 

3. Upper secondary education	  

4. Post-secondary non-tertiary education 

5. Short-cycle tertiary education  

6. Bachelor or equivalent  

7. Master or equivalent

5. Marital status 

1. single 

2. married 

3. divorced / separated  

4. widowed 

5. extramarital partnership 

6. Work place title:

7. Years of service (in total): 

8. Type of occupation at your current workplace:

 9. Do you deem that you have been a victim of mobbing at your work place 

1.Yes 2. No
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Very often often sometimes rarely never

10. I am being excluded and isolated at workplace

11. I experience physical isolation and lack of 
communication with colleagues 

12. I am not being included in social activities and 
contacts 

13.Colleagues refuse too collaborate with me 

14. Colleagues act as if I do not exist 

15. I am being ridiculed at my workplace 

16. I am being the target of insulting comments 

17. I am being humiliated in front of colleagues and 
supervisors  

18. I am receiving offensive comments on accounts of my 
religious, political and sexual orientations

19. I am a target of offensive jokes 

20. Members of my family are being ridiculed 

21. My telephone calls and my mail are being 
investigated 

22. What is the frequency of your work tasks being inappropriate for your health condition? 
1.very often 
2. often 
3. sometimes 
4. rarely 
5. never 

23.I am a target of unsubstantiated criticism. 
1. very often 
2. often 
3. sometimes 
4. rarely 
5. never 

24. Realistically considering my work efficiency, my performance is evaluated as extremely poor. 
1. very often  
2. often 
3. sometimes  
4. rarely  
5. never 

25. Other colleagues take credit for my work. 
1. very often   
2. often 
3. sometimes  
4. rarely 
5. never 
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26. I am being assigned meaningless tasks. 
1. very often  
2. often  
3. sometimes 
4. rarely  
5. never 

27. Have you experienced mobbing from the superior
1. Once 
2. Several times
3. Constantly  
4. Never 

28. What type of inappropriateness was in question? 
1. Physical 
2. Psychological 
3. Sexual 

I have been a victim of sexual advancements Very often Often Sometimes Rarely Never 

29. I am being touched inappropriately 

30. I am being proposed sexual intercourses

31. I am being invited out 

32. They stand too close to me 

33. Have you experienced mobbing form your colleagues?
1. Once 
2. Several times 
3. Constantly 
4. Never

34. Does the mobbing effect your work activity and productivity? 
1. Very often 
2. often 
3. sometimes 
4. rarely 
5. never

35. What is the most frequent reason you do not report mobbing:
I am afraid of sanctions due to lack of legal protection 
Nothing would change 
I have no one to report the mobbing 
I am afraid things would get worse 
Other 

36. Did the mobbing make you feel: 
Humiliated
Devalued 
Degraded  
I am nervous 
I am losing my professional reputation 
I am chronically tired 
Other
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PERCEPCIJA IN SOOČANJE Z MOBINGOM NAD ŽENSKAMI V ČRNI GORI

Tatjana VUJOVIĆ
University of Montenegro, Faculty of Philosophy Nikšić, Department of Sociology, 81 400 Danila Bojovića bb Črna gora

e-mail: tanja_vujovic@yahoo.com

POVZETEK

Cilj raziskave je bil preučiti pecepcijo različnih oblik mobinga, njegove pogostosti in pojavnosti nad žensko 
populacijo v Črni gori. Dobljeni rezultati so pokazali, da obstajajo statistično pomembne razlike v percepciji 
različnih oblik mobinga nad ženskami zaposlenimi v privatnem in javnem sektorju. Rezultati raziskave so po-
kazali, da so anketiranke, zaposlene v javnem sektorju, bolj izpostavljene negativnim dejavnikom na delovnem 
mestu, v primerjavi z ženskami, zaposlenimi v privatnem sektorju. S faktorizacijo lestvice je prikazano, da so 
napad na osebnost, delovno sposobnost, nespoštovanje vpričo nadrejenega in spolno nadlegovanje najbolj 
pogostedimenzije mobinga, ki imajo najvišjo prediktivno vrednost pri pojavu mobinga. Ugotavljamo, da je 
raziskovanje  percepcije mobinga pomembno za proučevanje tega pojava in ima pomembne implikacije za 
razvoj obstoječe metodologije. Na osnovi rezultatov študije se lahko načrtuje kompleksnejše pregledne študije 
o pojavu mobinga. Razlike v percepciji mobinga med raziskovanima skupinama žensk kažejo na potrebo po 
specifičnih pristopih za preventivo in odpravljanje mobinga. Zelo pomembno je, da se v Črni gori začnemo 
soočati z mobingom in vrednotenjem te problemtike, s pomočjo znanstveno osnovanih preventivnih aktivnosti, 
ki bi vključevale znanstveno implementacijo razvojno primernih etioloških študij, kot tudi implementacijo eval-
vacije uspešnosti že implementiranih preventivnih ukrepov.

Ključne besede: mobing, ženske, privatni sektor, javni sektor, preventiva
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