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INTRODUCTION 

 

Relevance of the topic. In these times of strong competition and leadership, the term 

"mobbing" is increasingly mentioned in society. As a social phenomenon, mobbing was already 

analyzed in 1984 by the German psychiatrist and psycho-sociologist H. Leymann, who 

concentrated in his scientific research on conflict and unhealthy relationships in the working 

environment. According to Vveinhardt, Fominienė and Jesevičiūtė-Ufartienė (2018), during the 

mobbing process, when a permanent method of stigmatization is applied, the civil rights of a 

specific person are encroached upon. As a phenomenon, psychological violence and mobbing have 

formed a belief in society that only the strongest can survive in the competitive struggle. 

It has become more common to talk about the increasing numbers of mobbing 

manifestations in various companies. This phenomenon received the greatest attention on 1 July  

2017, after the entry into force of the new Labor Code of the Republic of Lithuania, which 

established provisions on the obligation of employers to ensure healthy microclimate conditions in 

companies: employees must not experience unethical, offensive, aggressive, hostile or insulting 

actions that would attack the employee's physical or psychological integrity, honor and dignity, or 

which may be intended to humiliate, intimidate or push the employee into a powerless or helpless 

position. Analysis of mobbing as a phenomenon is extremely relevant, as it enables us to understand 

the causes, process of its occurrence as well as impact on work organization to prevent it, to take 

preventive actions.  

Analyzing mobbing phenomenon in legal aspect it should be noted that neither national, nor 

EU legal acts have clearly defined mobbing concepts and specific features. Since legal regulation 

still lacks clear criteria, that would define psychological violence and mobbing, as well as inability 

to properly identify psychological violence and mobbing as a potential subject of labor disputes, 

amendments to the Labor Code of the Republic of Lithuania have come into force since 1 

November 2022. The amendments have consolidated important changes, related to the protection of 

honor and dignity of workers, the prohibition of violence and harassment and the amount of 

compensation for workers whose work is mobile or carried out in outdoor conditions or involves 

travel or driving.  

Research on psychological violence and mobbing, carried out by Lithuanian scientists, 

provides an opportunity to understand the essence of this phenomenon and its prevalence, however 
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it is important not only to analyze psychological violence and mobbing as a problem, but also to 

analyze the possible ways of solving this problem. Psychological violence and mobbing is a 

common occurrence in labor relations, scientists (Astrauskaitė and Kern, 2013; Devonish, 2013; 

Berry, Gillespie, Fisher and Gormley, 2016; Vveinhardt and Sroka, 2020) have repeatedly proven 

the negative consequences of mobbing both for employees and for organizations themselves. This 

implies a reasonable opinion that organizations should be particularly interested in analyzing the 

phenomenon of psychological violence and mobbing, assessing its prevalence and searching for 

ways to solve the problem. There is a problem that both organizations and employees still do not 

always recognize psychological violence and mobbing in the working environment. It is not clear to 

the heads of organizations what preventive measures need to be taken to protect the interests of both 

the employer and the employee, so that the work and tasks assigned to employees by the 

organization are not treated as unreasonable, etc. For employees it is difficult to prove that the 

occurrence of psychological violence and mobbing phenomenon is prevalent in the organization 

where they work, therefore it is not always applied to court (State Tax Inspectorate, 2023). Such 

phenomena as humiliating an employee or an attack on his honor and dignity are often mentioned 

only when disputing illegally imposed penalties, dismissal from work duties, etc. However, every 

year, the State Tax Inspectorate receives an increasing number of employee complaints and reports, 

that mention psychological violence and mobbing. Judicial practice also recognizes this issue as 

particularly relevant in the modern society (13 September 2023 Ruling of the Supreme 

Administrative Court of Lithuania in the administrative case No. A-2123-556/2023, 26 April 2023 

Ruling of the Supreme Administrative Court of Lithuania in the administrative case No. eA-1480-

552/2023, 20 November 2019 Ruling of the Supreme Administrative Court of Lithuania in 

administrative case No. eA-1082-556/2019). The practice not only explains the concept of mobbing 

but frequently examines cases that are still not acknowledged as illegal acts of an employer or a 

used mobbing, and, on the contrary, are recognized as implementation of rights foreseen under law.  

Therefore, problem questions are raised:  

Are organizations and society familiar with the consequences of psychological violence and 

mobbing as well as methods of prevention?  

What could be the measures to reduce the occurrence of mobbing and psychological 

violence in Lithuanian organizations?  

Aim of the research – to analyze practical aspects of the occurrence of psychological 

violence and mobbing in Lithuanian organizations as well as to foresee the possible measures of 

prevention.  

Tasks of the research:  
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1. To carry out analysis of scientific literature and case law on the causes, impact of 

psychological violence and mobbing as well as methods of prevention.  

2. To evaluate the prevalence of psychological violence and mobbing in organizations, their 

impact on employees and to analyze specific cases in medical institutions.  

3. To suggest effective measures for the prevention and reduction of psychological violence 

and mobbing in organizations.  

The study analyzes the impact of mobbing and psychological violence on Lithuanian 

residents in organizations through mixed, i.e. quantitative and qualitative research method.  

according to Creswell (2014), quantitative research method is suitable to generalize results and 

enables us to carry out larger studies and to generalize results for larger populations, because data 

are collected in standardized methods. With the help of qualitative research, the content of 

meanings and experiences is discovered: how some process took place, what is its significance 

(meaning) for the research participants, what are the possible differences and peculiarities of this 

experience (Gaižauskaitė and Valavičienė, 2016). The study methods are based on a mixed research 

methodology, using the following research methods and analytical instruments:  

1. Anonymous written survey of Lithuanian residents to analyze the prevalence of the 

occurrence of psychological violence and mobbing in the working environment as well as 

the opinion of residents and their attitude to the occurrence.  

2. An unstructured interview of experts with 4 employees of the health sector, who have 

worked in the area for more than 10 years. Employees working in the medical (treatment) 

sector were not chosen by chance, as at least 30% of all persons, working in the medical 

(treatment) sector experience psychological violence and mobbing, insults and bullying 

(State Tax Inspectorate, 2023; 2024 Republic of Lithuania Seimas Resolution No. XIVP-

3803). This is also proven by the media reports on the sad ending cases of psychological 

violence and mobbing. 
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1. CONCEPT, CAUSES AND PREVENTION OF PSYCHOLOGICAL 

VIOLENCE AND MOBBING AT WORK 

1.1 Concept of Psychological Violence and Mobbing at Work 

 

Continuous economic, technological and social changes inevitably alter labour relations. 

New challenges and problems occur, related to employee safety and health - a risk of psychological 

violence increases. In literature sources psychological violence is mostly related to unwanted 

emotional aggression, that in the long run has serious negative emotional consequences for the 

victim of psychological violence. According to Chlebna (2018), psychological violence and 

mobbing have a lot of negative consequences not only for the victims of this phenomenon, but also 

for organizations that fight this problem, as well as for the entire society. 

Employee, who suffers psychological violence at workplace, can be vulnerable in 

professional area, using public humiliation, accusation of poor effort, disparagement of opinion, 

assigning meaningless tasks, that do not comply with the competence, dismissal of an employee 

from areas, that he/she was responsible for, applying an unbearable workload, constant control of 

one’s work, extremely short and inadequate terms for carrying out tasks and etc.  Einarsen, Hoel, 

Zapf and Cooper (2011) state that violence is a situation when continuous illegal, long-term, 

intentional, frightening and contemptuous actions are used against adults. F. Lohro, Hilp (2001) 

stated that mobbing, prevalent in the working environment, is nothing but hostile, unethical, 

systematic and purposeful communication, that becomes a tool to render individual colleagues 

powerless, discriminated – in other words – mobbed   Based on the research already carried out it 

can be stated that such factors as lack of emotional support, workload and conflicts between 

employees are directly related to the occurrence of mobbing in organizations. Bataeva (2016) 

considers psychological violence and mobbing not as a constructive and common conflict or crisis, 

that has beginning and ending and that ends within a limited period, but as a slow series of assaults, 

actions directed towards one person or a group of people, that lasts longer than half a year. 

Writing about cases of psychological violence in one company or another, the press often 

uses the term “mobbing”. The term originated from the English word “mob”, which means a gang. 

In the Latin language, “mobile vulgus” corresponds to the concept of a rebellious crowd. The 

European Union doesn’t have a single and exact definition that would define psychological violence 
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(mobbing) at workplace, therefore the already done research of scientists are based upon to define 

the phenomenon of mobbing. 

The concept of mobbing was first presented in 1980 by the Swedish psychologist Heinz 

Leymann, who described it as a non-violent conflict in a workplace (Leymann, 1990). Leymann 

emphasized that mobbing goes beyond the common disagreements in workplaces, because it 

includes consistent, repeated and systematic pressure on individuals or groups against one person, 

resulting in psychological abuse (Leymann, 1996). 

In recent decades, scientists all over the world have developed the mobbing research 

direction, started by Leymann. They have analyzed different manifestations of mobbing, impact and 

prevention strategies in various workplaces and cultures. It includes research related to the causes of 

mobbing, its consequences for people and organizations as well as possible interventions and 

measures of prevention. The topic of mobbing has become important not only in psychology, but 

also in sociology, management sciences, jurisprudence and other disciplines (see Table 1). 

 

Table 1. Mobbing concepts 

Author, year Definition of mobbing concept 

Leymann, 1990 (original definition) Psychological terror or bullying in a workplace, including 

unethical, unfavorable communication, systematically directed by 

one or several individuals towards one person.  

Duffy and Sperry, 2011 A hostile / unethical communication, that one person or a group of 

people direct towards another person.  

Vveinhardt and  Žukauskas, 2012 Intense and frequent (at least once a week), long-term (at least six 

months) psychological terror of a victim, manifested by torture, 

including other members of the group, and occurring in an 

organization or a part of an organization (e.g. a division).  

Samani and Singh, 2016 Mobbing in a workplace is a form of collective aggression in the 

workplace, that includes a frequent and constant hostile behavior 

of co-workers, heads or subordinates against a target person, thus 

causing emotional and psychological suffering.   

Balducci, Fraccaroli and Schaufeli, 

2011 

Extreme form of social stressors at work, that means a situation 

when a victim repeatedly experiences the hostile behavior of one 

of several members of the workplace, which causes psychological 

suffering.   

Notelaers, Van der Heijden, Guenter, 

Nielsen and Einarsen, 2019 

Systematic and repeated impact of negative actions at work, that 

can be of a verbal, psychological, physical or sexual nature and 

that causes harmful psychological, psychosomatic and 

organizational consequences.  
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Burns, S. T. 2022 Mobbing is a systematic, persistent and malicious behavior with 

another person. The behavior aims at damaging another person’s 

reputation and causing psychological, emotional pain.  

Source: compiled by the authors in accordance with Leymann (1990), Duffy and Sperry (2011) et al. 

 

Based on the presented definitions, it can be concluded that mobbing at work is a complex 

phenomenon, and its perception and solution require a multifaceted approach. Pajarskienė (2011) 

notices that “researchers look at psychological violence at work in different ways, they emphasize 

different things, so it is quite difficult to generalize, see the whole, answer the question, what is the 

risk of psychological violence faced by employees in a specific workplace during the research 

period” (56 p.).  

When examining the phenomenon of mobbing from a legal point of view, it is important 

that the exact concept of mobbing and its specific signs will not be established either in national or 

European Union legislation. However in judicial practice, the interpretation of the concept of 

mobbing, as a repeated systematic, purposeful, recurring for a longer period of time  behavior, 

which mostly aims to humiliate any member of  team, reduce his/her self-esteem, alienate or even 

separate a member from the collective; a type of bullying (13 September 2023 Ruling of the 

Supreme Administrative Court of Lithuania in the administrative case No. A-2123-556/2023). The 

term “mobbing” is also described as a long-term, systematic psychological terror, that a group 

mostly inflicts on an individual (26 April 2023 Ruling of the Supreme Administrative Court of 

Lithuania in the administrative case No. eA-1480-552/2023). It is a recurring behavior of an 

employee or a group of employees, when the personal and professional qualities of another person 

are presented for collective ridicule, mocking remarks or associative jokes about the employee  are 

made, a hostile and unethical environment is created in which the employee feels insulted, 

humiliated and harassed, and the behavior is prohibited in the context of vertical hierarchical 

relationships as well as in horizontal peer relationships (4 January 2024 Ruling of Klaipėda 

Regional Court in the civil case No. e2A-10-777/2024).  

In judicial practice, you can also find detailing of expressions of unacceptable behavior at 

work – at first it is noted that it harms emotional, and in severe cases - mental and physical health of 

an employee. Examples include: unacceptable or unwanted physical contact (e.g., physical touch; 

stroking, slapping, nuzzling, trying to touch (hug), pull closer to another person, etc.) or a 

requirement of such physical contact; displaying or sending information of obscene content; 

obsessive interest in private life, intimate relationships; unwanted comments about appearance, 

body shape, clothing; offensive laughter, bullying, gossip, rumors, slander, offensive gestures; 
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intentional isolation of the employee in work activities; collecting and (or) distributing information 

of an employee, not related to his/her work functions; behavior aimed at restricting a person's 

freedom of choice; impact on the employee in order to perform certain functions (services) not 

related to work (4 January 2024 Ruling of Klaipėda Regional Court in the civil case No. e2A-10-

777/2024). It is any hostile behavior that violates the dignity of a person, and which is related to the 

uniqueness of the specific object against which it is used. It should be noted that the essential 

composite parts are these: psychological nature of violence (with Exceptions), intensity and long 

duration.  

The right of an employee to be protected in a workplace from psychological violence 

(mobbing) is consolidated in the Lithuanian legal acts. Article 24, Parts 1 and 2 of the Labor Code 

of the Republic of Lithuania foresee that, by implementing their rights and fulfilling their duties, 

both employers and employees must act honestly, cooperate, not abuse law; implementation of 

employment rights and fulfilment of duties must not violate the rights of other individuals as well as 

their interests protected by laws. Meanwhile Parts 1 and 2 of the Article 30 establish that employer 

must create the working environment where an employee or a group of employees wouldn’t 

experience hostile, unethical, humiliating, aggressive, abusive and insulting actions, that impinge 

honor and dignity of an employee or a group of employees, physical or psychological personal 

inviolability and that aim to intimidate an employee or a group of employees, to belittle or push into 

a helpless position. Employers take all the necessary measures to ensure the prevention of 

psychological violence in the working environment and to help individuals who have suffered 

psychological violence in the working environment. The comment in Article 30 of the Labor Code 

draws attention to the behavior of an employee or a group of employees, when the personal and 

professional qualities of another person are presented to the ridicule of the team, when jokes, 

mocking remarks about the employee are made, hostile and unethical environment is created, 

especially when these actions are recurring in nature.   

Article 11 of Republic of Lithuania Law on Safety and Health at Work establishes an 

obligation for an employer to ensure employees safe and health-friendly working conditions in all  

aspects related to work, employer must carry out and evaluate professional risk of psychosocial 

factors, implement preventive organizational and technical measures, that comply with the nature of 

work, to eliminate and (or) reduce professional risk and take all the necessary measures to ensure 

prevention of psychological violence in the working environment and to provide help to individuals 

who have suffered psychological violence in the working environment. Case law acknowledges that 

this obligation is extremely important, because psychological violence at work is considered as one 

of the psychosocial  factors of professional risk, and due to the working conditions, requirements, 
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work organization, content, employee interrelationships and (or) relationships with the employer 

and (or) third parties, the violence causes the employee stress at work (7 September 2021 Ruling 

No. e2A-2205-643/2021 of the Office of the Civil Division of Vilnius Regional Court). 

 The problem is often faced that psychological violence and mobbing are still too often 

treated not as a legal, but only as a moral phenomenon, but this perception of the problem is 

essential, because it has a negative effect on the employee’s self-determination to defend the 

violated rights by legal means. The problem of recognition and identification of psychological 

violence and mobbing is no less important, as it is still difficult to immediately attribute hostile 

behavior at work to psychological violence and mobbing. 

Mobbing at work is a systematic and consistent psychological pressure, that includes 

constant hostile and unethical behavior, which causes psychological coercion. It can be expressed in 

different forms, such as social isolation and verbal aggression and different members of the 

workplace can be involved - managers, colleagues, subordinates.  It is important to understand that 

psychological violence at work is not tolerated or allowed and must be immediately eliminated in 

the organization as well as other factors of professional risk. The aspiration of the person using 

coercion towards another employee to psychologically dominate the victim of violence can be 

named as an essential distinguishing feature of psychological violence (mobbing) and conflict at 

work, when in the case of a conflict at work, employees are equal and the employee experiencing 

coercion can defend himself.  

However, it is worth mentioning the cases when certain situations are treated by one party or 

another as mobbing, but, based on case law, are not acknowledged as such. For example, the 

Supreme Administrative Court of Lithuania has noted in its practice that different situations are 

possible during labor relations and that the situations can cause additional stress, dissatisfaction and 

etc., however, in the absence of other circumstances, characteristic of mobbing, shouldn’t be 

attributed to the discussed social phenomenon (20 November 2019 Ruling of the Supreme 

Administrative Court of Lithuania in the administrative case No. eA-1082-556/2019). Often those 

employees apply to courts, whose official activity has been evaluated unsatisfactory, whose salary 

has been reduced, relating all this to their mobbing. However, courts stick to the position, that only 

the statements, declarative in nature, of the employee as well as their subjective attitude towards the 

remarks made, cannot be the basis for admitting that mobbing was used against him/her (5 April 

2023 Ruling of the Supreme Administrative Court of Lithuania in the administrative case No.   eA-

370-552/2023). 

There are cases when an employee charges an employer and colleagues with using mobbing 

against him/her, however it turns out that he/she himself/herself has created a conflict situation in 
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the working environment, does not encourage constructive communication and dialogue and on the 

contrary - raises conflicts himself/herself. In this case, the court states that when there is a tense 

atmosphere of relations between the employee himself (who happens to be the applicant) and other 

members of the team, which has a negative impact on joint work and the quality of work, and the 

applicant's own behavior does not encourage constructive cooperation, it rather incites tension, this 

presupposes counter reactions that are also intolerable, but do not qualify as mobbing, without its 

specific goals. Requirements of an immediate superior to do the job properly, claims concerning its 

quality and suggestions for the works done could be evaluated in the discriminatory aspect only if it 

is established that fundamentally different quality requirements would be formulated for other 

employees for the performance of identical work, despite the drawbacks of their implementation 

and etc. (4 December 2019 Ruling of the Supreme Administrative Court of Lithuania in the 

administrative case No. A-1357-415/2019).  

Case law shows that a stricter legal attitude to mobbing and lack of complete precision of 

what it is and how to prove it, evokes a variety of ambiguous situations and even a possible wish of 

employees to revenge the employer, to harm him. For example, in one of the cases, the applicant 

connected the alleged mobbing towards him with the performance of inventorying at work and the 

legitimate request of the employer to leave the workplace key with the employer upon leaving 

work. In this case the court noted that inventorying is a legally established procedure, a normal 

process organized by the employer to determine the actual assets and their balances. The court also 

indicated that the arguments of the claimant concerning the aim of the employer to make him 

redundant are of a personal nature, having no objective basis, determined by conflict situation 

between the claimant and the employer or other employees, by a possible failure of the claimant to 

fulfil the requirements of the employer for ensuring order, following the work order and etc. (5 

March 2024 Ruling of Panevėžys Regional Court in the Civil Case No. e2A-92-739/2024). Also the 

cases when employees apply to institutions, indicating that they were subjected to psychological 

violence (mobbing), however the investigation reveals that these are simple working situations, 

when namely the employee himself/herself fails to follow the rules of internal order, refuses to fill 

out certain documents, and, contrary to what he/she states, no special or different rules are applied 

to him/her, and such rules, like for others, are always explained and it is established that the 

employer has not committed any violations (24 April 2024 Ruling of the Supreme Administrative 

Court of Lithuania in the Administrative case No. eA-435-463/2024). 

All these cases show that many disagreements arise namely because the concept of mobbing 

is explained and understood differently. The Resolution “On the Necessity to Fundamentally 

Change the Attitude of the State to Workplace Mobbing”, approved by the Seimas on 20 June 2024, 
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confirms that it is a problem and that it is becoming more and more relevant. The Resolution 

focuses on the phenomenon of mobbing, its importance, at the same time emphasizing that it is very 

important to establish a clear definition of mobbing as a type of behavior.   

Therefore, it can be concluded that workplace bullying is a complex phenomenon, and its 

perception and solution requires a multifaceted approach. When examining the phenomenon of 

mobbing from a legal point of view, it is important that the exact concept of mobbing and its 

specific signs are not established either in national or European Union legal acts. Mobbing, 

dominating in the working environment, is nothing but a hostile, unethical, systematic and targeted 

communication, that becomes a tool to make individual colleagues helpless, discriminated, in other 

words - bullied. Based on the research already carried out it can be stated that such factors as lack 

of emotional support, conflicts between employees and workload are directly related to the 

emergence of mobbing in organizations.  

1.2 Causes of psychological violence and mobbing at work 

 

Among the main causes, named by scientists, of psychological violence and workplace 

mobbing both in the public and private sector organizations are negative working environment, 

workplace dynamics, inappropriate management of employees and procedures, decision making 

policy, constant stress etc. (see Table 2). 

 

Table 2. Causes of psychological violence and mobbing at work  

Author Causes Description of a situation  

Peker, Inandi and 

Gilic, 2018 

Strict hierarchical structure The manager makes decisions on his/her own, does 

not trust employees, monitors and pressures them.  

Hodson, Roscigno and 

Lopez, 2006; 

Zahlquist, Hetland, 

Skogstad, Bakker and 

Einarsen, 2019 

Chaotic working conditions Teamwork uncertainties, unclear role of an 

employee, lack of perceiving the meaning of order.  

Peker, Inandi and 

Gilic, 2018 

Insufficient working 

experience 

Newcomers face greater barriers 

Duffy and Sperry, 

2007 

Workplace dynamics It is not enough to provide the victim with help; it 

is necessary to change the culture of an 

organization and management dynamics. 

Ferris, 2009 Social and economic factors Competition, unemployment rate and instability 

stimulate mental violence.  
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Gamian–Wilk, 

Grzesiuk, 2016;  

Peculiarities of organization 

management 

Inappropriate organization, a culture of mistrust 

and competition, management mistakes.  

Pospiszyl, 2010 Autocratic style of 

management  

Managers take control, characterized by 

authoritarianism, lack of empathy.  

Bechowska–Gebhardt 

and Stalewski, 2004 

Social status of employee High material status, education, qualification cause 

jealousy and stimulate mobbing.  

Source: compiled by the authors. 

 

These elements illustrate how certain organizational structures and dynamics promote the 

environment favorable for psychological violence. Poor organizational microclimate is the main 

cause of conflicts in an organization. Ignoring conflicts and inability to solve them operatively and 

objectively, putting no efforts to eliminate or to reduce them, can have a negative effect on the 

microclimate and efficiency of an organization. Chatziioannidis, Bascialla, Chatzivalsama, Vouzas 

and Mitsiakos (2018) state that psychological violence and mobbing are more often encountered in 

organizations, where autocratic style of management dominates. Taking this into account, deeper 

causes of psychological violence and mobbing at work arise because of old-fashioned methods of 

management, with the characteristic lack of work discipline, organizational values, efficient rules of 

behavior, absence of standards and real organizational processes, lack of functional mechanisms, 

efficiency non-oriented management, lack of self-regulation, order ensuring procedures and 

transparency in an organization. The following are some of the main work organization problems 

that enable the development of psychological violence and mobbing: ineffective work organization, 

poor organizational culture and incompetent managers (Chatziioannidis, Bascialla et al., 2018). 

Hierarchical systems are often characterized by rigid organizational structures with excessive 

control and limited decision-making opportunities for individuals. It goes without saying that the 

more employees are supervised and monitored, the narrower are the opportunities for their activities 

and self-expression. Limited personal autonomy of employees can cause work quality problems, 

decrease in motivation and interpersonal conflicts in the team. 

A common risk factor for mobbing is limited work experience. Peker, Inandi and Gilic 

(2018) analyzed the differences in mobbing cases, considering the working experience of an 

employee. According to the research conducted by these authors, cases of mobbing occur more 

often among people who have recently entered the labor market. Individuals with shorter work 

experience are particularly vulnerable, because they are not familiar with labor standards, 

colleagues can consider them inexperienced and therefore underrate their decisions. Less 

experienced employees can be considered easy targets for those who want to exploit others or 
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dominate in the labor market. For employees who want to dominate, this can appear to be a great 

opportunity to reduce their workload by delegating "less important" tasks to inexperienced 

colleagues who have not yet learned to set their own limits. Furthermore, their lack of experience 

may lead to errors or slower work that can be strictly criticized or used as a pretext for dishonest 

behavior (Peker, Inandi and Gilic, 2018). Certain social status of an employee can also be a cause of 

psychological violence against him/her (Ferris, 2009). His high material status, level of education or 

qualification can make fewer wealthy colleagues or superiors jealous. Thus, they will contribute to 

the initiation of mobbing. Ambitious, creative individuals with a development perspective are most 

visible in the workplace. Also, people who cannot contradict, do not have their own opinion, are 

characterized by low self-esteem and excessive sensitivity with a tendency to emotional reactions 

are often mobbed. It should also be remembered that factors such as gender, race or religion, 

belonging to a certain social group or having political views are culturally conditioned categories of 

discrimination that do not necessarily cause mobbing, but encourage it and are risk factors 

(Bechowska–Gebhardt and Stalewski, 2004; Franicka, Liberska and Niewiedział, 2016).  

Thus, mobbing at work is caused by many reasons, including strict hierarchical structure, 

chaotic working conditions, little work experience and organizational dynamics. A strict 

organizational structure, where managers make decisions without consulting employees, promotes 

mistrust and pressure. A chaotic working environment, characterized by disorganized processes and 

unclear communication creates tension and conflicts.  Employees with little experience are more 

vulnerable and more likely to become victims of mobbing. Inappropriate organizational dynamics 

and rules of communication, how “jokes” and taunts are tolerated, provoke disrespectful behavior. 

Social and economic factors, such as competition and job instability, also contribute to mobbing. 

Autocratic management style, when a manager takes the entire control and there is a lack of 

empathy, adds even more to the problem. 

1.3 Impact of psychological violence and mobbing 

 

The phenomenon of mobbing can be analyzed through various theories and scientific 

research. One of the main aspects - group pressure and conformism, both of which were examined 

in detail in social psychology (Smith, Mackie and Claypool, 2015). The research shows that the 

decisions and behavior of group members can be strongly affected by the general attitude of the 

group, even if it contradicts personal values and beliefs. This phenomenon is particularly important 

in understanding how in-group mobbing can begin and spread, as individuals sometimes succumb 
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to group pressure and behave in ways that would otherwise be unacceptable to them to maintain 

their status as members of the group. 

Psychological violence and mobbing have a negative effect both on organizations and their 

culture, as well as causing a lot of negative consequences for individuals. Employees who suffer 

psychological violence and mobbing do not want to go to work, lose concentration and are 

disappointed with the performance of their work. Chronic tension, stress and conflicts reduce a 

person’s creativity, innovative thinking and productivity (Cetin, Danaci, Kuzu, 2020).  

S. Szarek and E. Szarek (2018) distinguish economic, social as well as psychological and 

physical effect of mobbing. According to them, the economic effect of mobbing includes an 

increase in costs for psychological and physical health as well as loss of income caused by 

unemployment. The social effect of mobbing includes damage to professional reputation and the 

perception of an employee that he/she is unsuccessful. The psychological and physical effect of 

mobbing on victims is depression, fear, distraction, loss of self-confidence and post-traumatic stress 

disorders.  

To effectively solve the problem of mobbing, it is necessary to understand and deal not only 

with the behavior of separate individuals, but also the group dynamics, organizational practices and 

culture. It requires a common strategy that would include training of managers, training of 

employees, introduction of the standards of ethics and creation of a positive working environment. 

This is the only way to create a healthy and productive organizational environment, where mobbing 

is not only recognized, but also reduced effectively. 

1.3.1 Impact of psychological violence and mobbing on an employee 

 

Duffy and Sperry (2007) state that mobbing not only harms individuals in workplaces, but 

also causes various psychological, health and social consequences that affect their closest 

relationships, including family relationships. Due to the worsened personal well-being, he/she can 

be irritable and negative, frequently concerned with one’s employment situation. Moreover, 

mobbing also negatively affects the colleagues of the one who suffers mobbing, because they can 

start avoiding the affected person, despite previous good relationships, harming the professional 

reputation of an individual, increases the risk of losing a job. Losing a job makes it more difficult to 

find a new job, so there is a threat of financial and career difficulties.  

Analysis of Leymann (1990), Rayner, Hoel and Cooper (2002) works reveals that 

employees who are targeted by bullies are very often unable to stop bullying and resist it, especially 

if it has become a normal style of communication. The situation gets even worse when the 
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employee, who has become a victim of violence at work, blames and belittles himself/herself and 

feels shame. Analyzing mobbing, Waniorek and Waniorek (1994) found that the victims feel best 

during vacation, but before returning to work their psycho-physiological state gets worse.  The 

same situation is observed on Sundays, because the individual starts to worry about Monday, when 

he/she will have to go to work, but it is not the final indicator of the existing mobbing. Scientists 

state that the consequences of mobbing for each person depend on his/her mental and physical 

health and vulnerability. Kolodej (2005) observed that mobbing sufferers frequently start using 

drugs, and in the worst case commit a suicide. Suicide at workplace – is one of the main indicators 

of mobbing.  

Kolodej (2005) and Bultena (2008) presented a list of mental consequences: memory and 

concentration disorders, lack of self-confidence, declining self-esteem, fatigue, insomnia, 

nightmares, aphasia, despair, increased sensitivity, irritation, aggression, constant thinking of 

mobbing, obsession, paranoia, depression, suicidal thoughts. The authors also distinguish a list of 

physical consequences: headaches, stomach aches, nausea, vomiting, disturbed appetite, tremors, 

digestive problems, back pain, cardiovascular disorders, dyspnea, dizziness, increased sweating, 

insomnia, intermittent awakenings, drug addiction, muscle strain etc.  

Based on Litzcke and Schuh (2005), Vveinhardt and Žukauskas (2012) compiled a matrix of 

stressors, disease symptoms and victim reactions to mobbing (see Table 3). 

 

Table 3. Stressors, disease symptoms and victim reactions to mobbing  

“Stressors in the working 

environment” 

“Disease symptoms experienced by 

the victim” 

“Victim reaction” 

“Possible latent conflicts”. “No symptoms of a disease”. “No reaction”. 

“A conflict arises”. “Stress is experienced, psychosomatic 

reactions are caused: sleeping 

disorders, stomach, intestine 

dysfunctions, depressive mood”.  

“Ways to rationally solve a 

conflict are sought”. 

“First mobbing attacks and 

conflict escalation”. 

“The previously experienced 

symptoms are getting worse”. 

“Rational reasoning and 

aggressive counter reaction”. 

“Conflict escalation that lasts 

longer than 6 weeks and victim 

stigmatization”. 

“Psychosomatic ailments require 

treatment”. 

“Helpless and aggressive 

counter reaction”. 

“Disciplinary and/or labor law 

measures used by employer 12 

months after the start of 

mobbing”. 

“Psychosomatic symptoms get even 

worse; the victim experiences constant 

tension and fear”. 

“Existential anxiety, despair, 

the help of psychologists, 

lawyers, occupational 

therapists are sought”. 
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“Dismissal from work, trial”. “Constant psychosomatic ailments, 

disease”. 

“Confrontation, resignation”. 

Source: Litzcke and Schuh (2005).  

 

One of the main challenges is mobbing recognition and detection. An individual who suffers 

mobbing may not be aware of its features; therefore he/she cannot admit to having encountered this 

behavior. At first mobbing can be difficult to notice, it is difficult to recognize it. However, as these 

symptoms increase and become more apparent, the person may feel helpless and humiliated, 

believing that it is too late to seek help with chronic behavior. On the other hand, a person may be 

aware of the features of mobbing but cannot believe that it can happen to him/her. Usually, the first 

reaction when facing mobbing is strong and the flow of emotions can overshadow clear 

understanding of the situation, therefore the individual feels underrated and helpless. Therefore, it is 

often difficult or almost impossible to react appropriately, immediately informing of mobbing 

(Lewis and Sian, 2020).  

Employees often fear being seen as weak personalities, too sensitive, unable to adapt to the 

social environment, to defend themselves and problematic (Lewis and Sian, 2020). It is observed 

that employees often conceal mobbing cases, thinking that it will help maintain relationships with 

others (Elçi, Erdilek, Alpkan and Şener, 2015). It can be more than just a wrong belief of an 

employee. In some workplaces, there is an attitude that sharing experiences of being bullied can be 

seen as weakness, and the person experiencing mobbing is blamed for provoking it, which 

encourages further concealment of mobbing incidents (Peker, Inandi and Gilic, 2018).  

Therefore, workplace mobbing is becoming more common and includes both open and 

subtle acts of psychological violence. This causes negative consequences not only for the victims, 

but also for the entire organization. Mobbing harms the mental health of the victims, reduces job 

satisfaction, increases the risk of losing a job and makes it difficult to search for a new job. Victims 

often face depression, anxiety, low self-esteem, headache, fatigue and other physical symptoms. 

State Labor Inspectorate in the public space has noted that constant emotional discomfort causes 

stress and anxiety for the employee, because of which the risk of professional, psycho-emotional 

burnout, psychological diseases (for example, depression, insomnia, anxiety, panic attacks) and 

physical diseases (for example, back pain, headaches, diseases of the digestive system, 

cardiovascular disorders) increases.  

Recognizing mobbing is difficult because its manifestations can be subtle and difficult to 

notice. Individuals often fear losing their jobs and avoid reporting bullying for fear of being seen as 
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weak or sensitive. To solve the problem of mobbing, it is important to understand its consequences 

and to promote a healthy working environment, where employees could feel safe and valued.  

1.3.2 Impact of psychological violence and mobbing on an organization 

 

Mobbing has a negative social, psychological and economic effect on organizations and 

society. This reduces the opportunities of an organization to retain its level of performance and 

causes permanent unsolvable organizational problems (S. Szarek and E. Szarek, 2018). Mobbing is 

the opposite of what we perceive as effective relationships and cooperation. This causes the 

organization to suffer losses, which consist of decreasing quality and efficiency of operations, 

increasing morbidity and compensation, staff turnover and related costs, as well as loss of human 

resources. (Vveinhardt, 2011).  

Leymann (1996) and Quine (2001) found that the loss of a healthy and humane working 

environment, the dominance of an intense climate in the workplace ultimately leads to a decrease in 

job satisfaction. Research has shown that a damaged organizational culture demotivates staff, 

causes alienation, job dissatisfaction and turnover, destroys organizational trust (Zapf and Einarsen, 

2005), reduces an obligation to work and organize (Schat and Kelloway, 2000), as well as lead to 

the loss of reputation and customers and weakens competitive power. 

Areas and consequences of mobbing effect on an organization are analyzed in Table 4.   

 

Table 4. Analysis of mobbing impact on an organization 

Areas of impact Description of impact Consequences for the organization  

Social impact  Loss of healthy working environment,  

intense climate domination in a 

workplace, decreasing job satisfaction 

Damaging organizational culture, 

employee alienation, job 

dissatisfaction.  

Psychological impact  Depression, anxiety, low self-esteem, 

long-term problems of mental health, 

and onset of physical symptoms 

caused by  

stress 

Decrease in productivity and task  

quality, need for psychological 

 intervention.  

Economic impact Reduced productivity, income, budget 

shortfalls, risk of organizational 

failures.  

Higher costs of staff selection, staff  

turnover, decrease in company 

reputation and competitiveness.  

Source. Compiled by authors based on Nielsen and Einarsen (2018) 
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 Based on the graphical analysis of the impact of mobbing on organizations, it can be stated 

that mobbing in an organization is complex and includes social, psychological and economic 

aspects, that all together have a long-term damage to organizations. To avoid long-term 

consequences, organizations must take preventive measures.  

Due to the stress experienced, productivity falls, as well as the quality of the tasks 

performed. Decreased service quality and missed deadlines lead to reduced efficiency, resulting in 

significant losses for the company and loss of company awareness. (Ferris, 2009; Gamian–Wilk and 

Grzesiuk, 2016; Leymann, 1990). 

Workplace mobbing can also cause an increased staff turnover and absence from work. 

Employees who are bullied can feel like being forced to leave the organization and search for a 

healthier working environment. A frequent staff turnover can be costly for an organization, because 

it includes costs for recruiting and training new employees. Moreover, workplace bullying can 

increase absenteeism because employees may seek time off to deal with the emotional and physical 

effects of bullying. This can disrupt workflow and put additional pressure on the rest of the 

workforce, further affecting productivity. To mitigate these consequences, organizations must 

prioritize the prevention of workplace bullying and create a culture that supports the well-being of 

their employees. Implementation of policy and procedures aimed at fighting bullying and supply of 

resources to employees can help reduce turnover and number of workdays missed (Nielsen ir 

Einarsen, 2018).  

Generalizing, it is important to emphasize that workplace mobbing can have a negative 

impact on the reputation of an organization. If it is heard that an organization tolerates or ignores 

bullying behavior, it can negatively affect how the organization is perceived by potential 

employees, customers and stakeholders. 

1.4 Ways of defending rights and prevention of psychological violence and mobbing at 

work 

 

The already conducted research by scientists enables us to conclude that the manifestations 

of psychological violence and mobbing are found inside organizations all over the world and they 

have similar characteristics and consequences (R. A. Sansone and L. A. Samsone, 2015; Guliyeva 

and Rzayeva, 2019). Poor internal communication and microclimate, a high staff turnover, reduced 

work efficiency causes cases of employee absenteeism, additional time and financial costs appear, 

which finally hinders the effectiveness of the organization's activities. It is particularly important to 
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note that publicized cases of psychological violence and mobbing also form a negative opinion of 

the organization among market participants (potential employees, customers, partners, and etc.), 

thus harming reputation of the organization.  

Mobbing cases in an organization can be similar, but they are caused by different 

combinations of conditions, thus decision in every case is individual. The social competence, 

friendship and behavior of the employees coming to the organization during conflicts are 

sufficiently different, therefore the organization aiming for an optimal climate should assess this 

circumstance in the hiring procedures. Optimization of work and organizational structure, training, 

coaching and many other measures are acknowledged as prevention tools. However, they won’t be 

effective without a detailed analysis of organizational structure, culture and climate, and if available 

- analysis of causes of mobbing. (Vveinhardt, 2011). Clear guidelines for how to effectively solve 

conflicts can encourage a more open and active involvement of employees, because they will seek 

help more often instead of waiting passively until the problem resolves itself. (Zahlquist et al., 

2019). 

The fight against mobbing in an organization should be solved at two levels. It is necessary 

to ensure proper staff management and recruitment policy as well as concentrate on regular training 

and meetings aimed to solve issues related to abuse at work. When creating an organizational 

culture, it is important to remember that it must stand out in openness and transparency and that 

every employee has a right to express criticism and speak freely. Mobbing prevention in a company 

must be a systematic action. Firstly, it is related to the employer, who should react immediately to 

unacceptable behavior in a workplace. Employees can also protect themselves against mobbing. 

The basis of prevention is knowledge. It is important to spread information about such aspects as: 

mobbing forms, causes, consequences and possible ways to fight this negative phenomenon 

(Gembalska-Kwiecien, 2020). Courts have also stated that publicizing cases of psychological 

violence (mobbing) in the workplace, in the work team, is necessary and could be used not only as a 

means of protection, but also as a preventive measure. (7 September 2021 Ruling of Vilnius 

Regional Court in Civil Case No. e2A-2205-643/2021).  

Mobbing in the workplace can be reinforced by a power imbalance that creates favorable 

conditions for bullying and discourages speaking up and reporting incidents. Ensuring job security, 

when individuals feel no fear of losing a job for one’s own reasons, and a proper organization of 

work activity in order to maintain and meet the needs of employees, can reduce this power 

imbalance. Dominance and conflicts disappear when employees are valued for their skills and are 

considered irreplaceable (Hodson, Roscigno, Lopez, 2006). Mutual trust and loyalty are important 

features of every successful team. Organizations that foster mutual trust are less likely to experience 
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mobbing. In addition, it is important to respond quickly and adequately to any employee 

observations or complaints, thus showing that their opinion is important and appreciated. Taking 

responsibility for inappropriate behavior and active cooperation are also necessary actions in order 

to create a healthy working environment (Robbins, Coulter, 2020). 

Article 21 of the Constitution of the Republic of Lithuania establishes that human dignity 

shall be protected by law. This Article emphasizes prohibition to torture, injure, degrade and 

maltreat a person. In a sense mobbing victims experience torture and humiliation, but most 

mobbing cases do not reach court because of the lack of evidence or intimidation that makes people 

afraid of applying to court.  

Article 2 of the Republic of Lithuania Labor code establishes the main principles of 

regulating labor relations, that require to provide safe and healthy working conditions, prohibit all 

forms of forced and compulsory labor, ensure stable employment relationships.  These rights are 

violated in case of psychological violence and mobbing. It is very important that society 

acknowledges these actions as illegal and punished not only by organizational measures, but also by 

state legal acts. Article 191 of the Republic of Lithuania Labor Code regulates the obligation to 

provide normal working conditions, eliminating factors that harm health of employees, providing 

possibilities to develop and meeting other requirements for a certain job.  

Following Article 30 of the Republic of Lithuanian Labor Code, the following obligations of 

the employer and preventive measures are indicated, ensuring psychological safe working 

conditions for employees: different legal acts, that regulate the prohibition of violence and 

harassment, rules of behavior (ethics), the procedure of submitting and analyzing reports of 

violence and harassment, violence and harassment prevention policy. One of the necessary 

preventive tools - staff training on violence and harassment dangers, preventive measures, rights 

and duties of employees in the area of violence and harassment.  

It should also be noted that the employer, whose average number of employees is more than 

fifty, having completed the information and consultation procedures in accordance with the 

procedure established by this code, must approve the violence and harassment prevention policy, 

publish and implement it in the usual ways in the workplace. Violence and harassment prevention 

policy should establish: ways of recognizing violence and harassment, the possible forms of 

violence and harassment, the procedure of introducing to the preventive measures of violence and 

harassment, the procedure of submitting and analyzing reports on violence and harassment, 

measures for protecting the persons who reported on violence and harassment and those who 

suffered and the granted aid, rules of employee behavior (labor ethics) and any other information 

related to violence and harassment prevention.  
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The State Labor Inspectorate, in cases where employees believe that their rights are being 

violated, indicates that one of the most effective means of managing violence at work is publicizing 

the problem in the work team. Cooperation of administration, employees and heads of departments, 

staff representatives and trade unions is necessary in order to ensure the success of creating a 

healthy working environment without violence. Therefore, firstly it is recommended to start solving 

psychological violence/mobbing problems inside a company/institution/organization and thus 

encourage social dialogue. That is, people who have experienced horizontal violence - in case of 

violent co-workers, visitors, customers - must contact their immediate superior. Those who have 

experienced violence at work should not be afraid to ask for help, contact employee representatives, 

labor councils, and trade unions. Secondly, in case of a failure to solve violence/mobbing problems 

inside the company/institution/organization, the victim of psychological violence/mobbing can 

apply to: the State Labor Inspectorate of the Republic of Lithuania (hereinafter - SLI) with a 

complaint regarding situation identification and application of possible impact measures in regard 

of an employer, if the employer, violating legal acts, that regulate employee safety and health, does 

not organize evaluation of psychosocial factors of professional risk; Labor Dispute Committee with 

a request to compensate material or non-material damage for the suffered emotional experiences, 

inconveniences, psychological shocks, psychological pressure and etc.; Prosecutor General’s Office 

of the Republic of Lithuania in order to obtain speaker status; general courts.  

 It should also be noted that if mobbing is applied to employees by the manager of a legal 

entity, he may be held administratively liable in accordance with Article 96 of the Code of 

Administrative Offenses of the Republic of Lithuania for not creating safe and healthy working 

conditions. 

Therefore, legal acts establish that employers must immediately take preventive measures in 

case psychological violence and mobbing phenomena are observed in an organization. Mobbing 

prevention in organizations must be a systematic action, where it is very important to constantly 

implement training and introduce employees to the cases of psychological violence and mobbing, 

preventive measures. It is important for employees to know their rights and duties and to not fear 

applying for help.  
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2. RESEARCH METHODOLOGY 

 

Considering the fact that the number of mobbing and psychological violence cases in 

working environment is increasing, and it is not only difficult to prove them, but also to recognize, 

the research aim is raised - to analyze practical aspects of the occurrence of psychological violence 

and mobbing in Lithuanian organizations as well as to foresee the possible measures of prevention 

Object of the research – occurrence of psychological violence and mobbing as well as 

preventive measures in Lithuanian organizations.  

Type of research and data collection methods. Mixed research, i.e. quantitative and 

qualitative research, was carried out. Qualitative research method is suitable when it is necessary to 

summarize the results (Creswell, 2014). Quantitative method enables us to carry out larger scale 

research and to generalize the results for larger populations, because data are collected in 

standardized methods. A qualitative research method is selected when analyzing human experiences 

and opinions or social processes. Creswell (2013) indicates that a qualitative research method is 

suitable when analyzing complex phenomena, when it is necessary to analyze specific groups, 

frequently using interview or observations. It includes philosophical assumptions, usage of 

qualitative and quantitative methods and combination of both approaches in the research. Therefore, 

it is more than just a simple collection and analysis of both types of data for the overall strength of 

the research to be higher than just qualitative, or just quantitative research (Creswell and Clark, 

2007). Thus, to increase the completeness and reliability of research results the topic of the research 

is analyzed in several aspects.   

To reveal the occurrence of psychological violence and mobbing in the working 

environment, a quantitative survey of the Lithuanian residents was conducted, and an unstructured 

interview was conducted with four employees working in organizations of the public and/or private 

sector, where psychological violence and mobbing are still often encountered. 

Research sample and selection methods. Quantitative research - anonymous survey of 

Lithuanian residents was carried out on the website www.apklausa.lt. 224 Lithuanian residents 

answered the given questions, the survey was conducted in March - April 2024. The method of 

research sampling - random. 

Qualitative research – unstructured interview with employees working in medical 

institutions was conducted in April, by sending interview questions by e-mail and by obtaining 

answers. The research sampling method – non-random, selecting persons working in the public and 
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private sector, in different medical institutions, where the phenomenon of psychological violence 

and mobbing is still common. 

 

Research instruments. The research methodology is based on a mixed research method 

using the following instruments of analysis:  

1. Anonymous written survey of Lithuanian residents carried out to analyze the spread of 

psychological violence and mobbing phenomenon in the working environment as well as the 

opinion and attitude of residents to this phenomenon. Answering the questionnaire in 

writing, the research participant chooses the filling speed that suits him, the filling time and 

place that is personally convenient for him and is inclined to answer the questions more 

honestly (Gaižauskaitė and Mikėnė, 2014).  

The survey questionnaire consists of the following parts: the main and the demographic. In 

the main part, respondents are asked closed questions with possible answer options, the 

following parameters are included: information of the perception of the concept 

“Psychological violence” and “Mobbing” and their occurrence in the respondent 

workplaces; causes and consequences of mobbing; prevention and legal regulation of 

psychological violence and mobbing. The demographic part consists of questions about the 

age of the respondents, their gender, education, level of responsibilities and work experience 

in the company.  

2. Unstructured expert interview with doctors. According to Gaižauskaitė and Valavičienė 

(2016), to analyze each case in depth, it is often useful to have a smaller number of research 

participants, whose special specific characteristics allow the best reflection of the 

phenomenon under study. According to the authors, qualitative research is characterized by 

small samples, when only a few or even one respondent is interviewed. During an 

unstructured expert interview, 4 employees of the health sector with more than 10 years of 

experience were interviewed. Namely the people working in the area of medicine, are those 

who mostly experience mobbing. This is also approved by the Resolution adopted by the 

Seimas on 20 June 2024 “On the necessity to fundamentally change the attitude of the state 

to mobbing at workplace”, which indicates that as many as a third of doctors in Lithuania 

experience mobbing, and according to surveys, they often think about quitting their jobs, 

emigrating or even committing suicide because of it. This is substantiated by media reports 

on cases of psychological violence and mobbing that ended tragically.  

Interviews are a key element of qualitative research, one of the most used methods for 

obtaining knowledge about individuals, groups, and organizations (Anot Alvesson, 2011). 
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Qualitative interviews aim to obtain data that would comply with the aims of qualitative 

research. The basis of a qualitative interview - open questions, expecting to get the widest 

possible, detailed, open answers, which are formulated and presented by the research 

participant himself, reflecting his perspective. 

Interview questions include the following parameters: information of the perception of the 

concept “Psychological violence” and “Mobbing” and their occurrence in the respondent 

workplaces; causes and consequences of mobbing; prevention and legal regulation of 

psychological violence and mobbing. 

Methods of data analysis. Data, collected during qualitative research, are analyzed using 

statistical analysis. Qualitative research data are evaluated using a logical-inductive analysis 

method. 

Research ethics. The ethical principles of Trochim (2006) were followed when conducting 

an anonymous survey of Lithuanian residents and a structured interview: 

1. The subject (respondent, informant) must participate in the research only voluntarily. 

2. The researcher must reveal to the subject the essence of the research, inform about the 

possible risks, compliance with the ethical principles of the research and obtain consent 

from the subject (after providing the aforementioned information) to participate in the 

research (in writing or recorded on an audio/video tape). 

3. The researcher must try to protect the subject from possible harm at all stages of the 

research. 

4. The researcher must ensure the confidentiality of the information received from and about 

the subject. 

5. The researcher must ensure the anonymity of the subject. 
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3. ANALYSIS OF THE RESEARCH RESULTS 

3.1 Analysis of survey results of the Lithuanian residents 

 

Quantitative research - anonymous survey of the Lithuanian residents was carried out in 

order to evaluate the opinion of the Lithuanian residents of psychological violence and mobbing, 

their knowledge of the legal regulation of these phenomena as well as to identify their prevalence in 

organizations, experiences of persons, who suffered psychological violence and mobbing, and their 

attitude to the possible ways of fighting this phenomenon.  

According to the data (2022) of Official Statistics Portal, Lithuania has more resident 

women than men. This ratio is also reflected in the demographic distribution of the research 

participants (see Picture 1). Almost half of the surveyed – 25-35-year-old persons, who have a 

higher education (40 percent - university degree, 31 percent - college degree).   

 

 
 

 

Picture 1. Demographic data of the research respondents 

Source: compiled by the authors, based on the research data 



28 

 

 

Picture 2 data illustrate that 45 percent of the research participants have 5-10 years of 

working experience, 34 percent - more than 10 years working experience. One fifth of the surveyed 

indicated that their working experience is less than 5 years.  

 

 

  

Picture 2. Working experience of the survey participants and their held positions   

Source: compiled by the authors, based on the research data 

 

According to Vveinhardt, Fominienės and Jesevičiūtė-Ufartienė (2018), during the mobbing 

process, when a permanent method of stigmatization is applied, the civil rights of a specific person 

are encroached upon. Psychological violence and mobbing as a phenomenon have formed a belief 

in society that only the strongest can survive in the competitive fight. According to Lohro and Hilp 

(2001), mobbing, prevailing in the working environment, is nothing but hostile, unethical, 

systematic and targeted communication, which becomes a tool to turn individual colleagues into 

powerless, discriminated, in other words, bullied. 

The research aimed to identify the opinion of the respondents on the forms of psychological 

violence and mobbing occurrence at workplaces. Analysis of the survey data revealed that 

humiliation in front of other colleagues is attributed to mobbing (see Picture 3). The following 

factors are also attributed to mobbing phenomenon: slander and gossip, psychological pressure and 

application of unequal conditions among employees. The smallest part of the respondents attributes 

such actions as intimidation, threats and creation of conditions harmful to health to the phenomenon 

of psychological violence and mobbing.  
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Picture 3. Factors of psychological violence and mobbing in workplaces 

Source: compiled by the authors, based on the research data 

 

Psychological violence and mobbing both have a negative impact on organizations and their 

culture and cause negative consequences for individuals. Employees who suffer psychological 

violence and mobbing do not want to go to work, lose concentration and get disappointed with the 

performance of their work. Chronic tension, stress and conflicts reduce a person’s creativity, 

innovative thinking and productivity (Cetin, Danaci, Kuzu, 2020). Duffy and Sperry (2007) state 

that mobbing not only harms individuals in their workplaces, but also causes various psychological, 

health and other social consequences, that influence their closest relationships, including family 

relationships.  

State Labor Inspectorate (2023) has noticed in the public space that constant emotional 

discomfort causes stress and anxiety to an employee thus increasing the risk of occurrence of 

professional, psycho-emotional burnout, psychological diseases, such as depression, insomnia, 

panic attacks and physical illnesses, such as back pain, headache, diseases of digestive system, 

cardiovascular disorders. According to most of the research participants, the biggest impact of 

psychological violence and mobbing can be felt on psychological health, work efficiency, 

development and motivation (see Picture 4). Almost half of the respondents indicate that 

psychological violence and mobbing have a slight negative effect on personal life, physical health, 

relationships with the surrounding people and career.   
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Picture 4 Impact of psychological violence and mobbing 

Source: compiled by the authors, based on the research data  

 

Previous research reveals that a worsened organizational culture no longer motivates staff, 

causes alienation, job dissatisfaction and change in turnover, destroys the trust of an organization 

(Einarsen and Zapf, 2005), reduces commitment to work and organization (Schat and Kelloway, 

2000), as well as leads to loss of reputation and customers, weakens competitive power. Mobbing 

may cause both physical and psychological health problems. The affected employees can 

experience physical and psychological symptoms, such as stress, anxiety, depression, sleep and 

stomach disorders. There can also occur such negative consequences as job dissatisfaction, loss of 

motivation, a desire to resign and loss of professional reputation (Arifoglu, Olgan and Yinal, 2023).   

 The survey results (see Picture 5) enable us to identify the following causes of psychological 

violence and mobbing: unfair assessment of employees’ work (indicated by 14 percent of the 

respondents), ineffective formulation and delegation of tasks (indicated by 13 percent of the 

respondents) and lack of communication or miscommunication  (indicated by 12 percent of the 

respondents).  
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Picture 5. Causes of psychological violence and mobbing in organizations  

Sources: compiled by the authors, based on the research data 

 

Inadequate organization of work, as well as the absence of culture, promotes mutual distrust 

and competition, creates a climate of competitiveness, tension, insecurity, because of which group 

cohesion decreases and this increases mutual hostility (Duffy, 2009; Gamian–Wilk and Grzesiuk, 

2016). Management mistakes arise when managers have insufficient experience, responsibilities are 

not clearly distributed, there is a lack of effective system that includes the mechanisms of reward 

and penalties, and all this affects the climate of working environment (Gamian–Wilk and Grzesiuk, 

2016). Another factor that causes mobbing is a rigidly established, formalized hierarchy in which 

lower-level employees are often treated in a subjective, instrumental manner. Violence can also be 

used as a measure to discourage employees from demands to raise wages and improve working 

conditions.  

According to the State Labor Inspectorate (2023), it should be noted that in 2022, 

significantly more complaints and reports raising questions about psychological violence at work 

were received than in previous periods (a total of 238 reports received). Labor Dispute Committees 

examined 23 percent more requests in which the question of psychological violence or mobbing at 

work was raised. The numbers show that the problem of psychological violence in companies is 

very relevant and significant.  

After carrying out the survey of Lithuanian residents it can be stated that mobbing is a 

common phenomenon in organizations (see Picture 6). More than half (63 percent) of the research 
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participants responded that they have experienced psychological violence and mobbing in their 

organizations. These results reveal that the situation is serious. 

 

Picture 6. Mobbing experienced by research participants at workplace  

Source: compiled by the authors, based on the research data  

 

Results of the carried-out research revealed that more than a half of the surveyed Lithuanian 

residents have faced mobbing in their workplaces. Almost half of the research participants (39 

percent) indicated that gossip is assessed as a form of mobbing in their working environment. 

According to one fifth (23 percent) of the research participants, mobbing takes the form of taunts 

(see Picture 7). 

 

Picture 7. Opinion of the research participants of the forms of mobbing  

Source: compiled by the authors, based on the research data 
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 The most common form - verbal mobbing - frequently prevents employees from expressing 

their thoughts or opinion, includes shouting, criticism, insulting and spreading rumors (Ortega, 

Hogh, Pejtersen, Feveile and Olsen, 2009). Psychological mobbing includes manipulation, control 

and psychological pressure or bullying, that is defined as a constant psychological and physical 

pressure on a weaker individual (Ergin, 2008). 

According to Duffy and Sperry (2007), mobbing not only harms individuals in their 

workplaces, but also causes various psychological, health and social consequences that affect their 

personal relationships, including family relationships. As a person's well-being gets worse, he may 

become irritable, pessimistic and extremely concerned about his work situation. Furthermore, 

mobbing also has a negative influence on the colleagues of the individuals who experience 

mobbing, because they can start avoiding the affected individual, despite previous good 

relationships. Mobbing harms the professional reputation of an individual, increases the risk of 

losing a job, therefore the threat of financial and career difficulties arises.  

According to the research participants (see Picture 8), the main consequences of mobbing 

are emotional burnout (stated by 23 percent of the surveyed), doubting oneself and one’s abilities 

(21 percent of the surveyed) and a decreased self-esteem (18 percent of the surveyed).   

 

Picture 8. Consequences of psychological violence and mobbing on the research 

participants   

Source: compiled by the authors, based on the research data  
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Kolodej (2005) noted that those, who experience mobbing often start using drugs and in the 

worst case - end their life by committing a suicide. Suicide at a workplace is one of the main 

indicators of mobbing. Companies should clearly determine every employee’s function and define 

job specifications. According to Hodson, Roscigno and Lopez (2006), such organizational policy 

promotes productivity, reduces conflicts among colleagues as well as uncertainties about work 

tasks. It is also important to foster a culture of interpersonal relationships that encourages open 

discussions, information is easily accessible, conflicts are solved instead of being hidden and 

instructions from leaders are clear. Delayed resolution of employee conflicts can eventually turn 

into bullying. 

Mobbing prevention in a company must be a systematic action. Firstly, it is related to the 

employer, who should immediately react to unacceptable behavior in a workplace. Employees can 

also protect themselves against mobbing. Knowledge is the basis of prevention. It is important to 

spread information about such aspects as: mobbing forms, causes, consequences and possible ways 

of fighting this negative phenomenon. One of the necessary preventive measures – employee 

trainings on the dangers of violence and harassment, preventive measures, employee rights and 

duties in the area of violence and harassment. These statements are also approved by the research 

results: according to the respondents (see Picture 9), the best ways to fight mobbing and the best 

preventive measures are honest case study and presentation of results (indicated by 25 percent of 

the respondents) and a clear hierarchical structure of an organization, duties and responsibilities 

(indicated by 25 percent of the respondents). The least number of respondents indicated that 

intolerance of intrigue (7 percent) helps fight mobbing as well as introduction of the management of 

efficient processes and communication flows (11 percent). It is considered that it would be difficult 

to control these processes. Intrigues can be subtle; therefore, it is very difficult to control and 

monitor them.   
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Picture 9. Ways of fighting psychological violence and mobbing in organizations  

Source: compiled by the authors, based on the research data 

 

Courts have also stated that publicizing cases of psychological violence (mobbing) in the 

workplace, in the work team, is necessary and could be used not only as a means of protection, but 

also as a preventive measure (7 September 2021 Ruling of the Vilnius Regional Court in the Civil 

Case No. e2A-2205-643/2021). 

Even though legal acts concerning intolerance of psychological violence and mobbing are 

gradually getting stricter and more information is being made public on this topic, half of the 

research participants (51 percent) think that legal acts still insufficiently regulate preventive 

measures of psychological violence and mobbing (see Picture 10). It should be noted that even 30 

percent of the surveyed indicated that they have no opinion concerning the issue. It is possible that 

they have no knowledge at all how mobbing and psychological violence are regulated.  
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Picture 10. The necessity for regulating psychological violence and mobbing prevention 

in legal acts  

Source: compiled by the authors, based on the research data  

 

Furthermore, Article 30 of the Labor Code of the Republic of Lithuania establishes the 

obligations of the employer and preventive measures, ensuring psychologically safe working 

conditions to the employees. These are various legal acts that regulate the prohibition of violence 

and harassment, rules of behavior (ethics), the procedure of submitting and analyzing reports on 

violence and harassment, violence and harassment prevention policy.  

Summarizing the data of the quantitative study, it is possible to confirm the analyzed 

scientific literature, as well as the statistics of the State Labor Inspectorate, that the manifestations 

of psychological violence and mobbing are increasing (even 63 percent of the surveyed indicated 

that they have experienced psychological violence and mobbing at their workplace). Every year, the 

State Labor Inspectorate receives more and more employee complaints and reports mentioning 

psychological violence and mobbing.  That this issue is particularly relevant today is also 

recognized by court practice, which not only explains the concept of mobbing, but often examines 

cases that are not recognized as illegal actions by the employer or used mobbing, but on the 

contrary, are recognized as the exercise of rights provided for by law.  

Society is becoming more courageous and is not afraid to ask for help, although it is not 

always clear what their rights are and what help is available. The vast majority of the research 

participants state that regulation of psychological violence and mobbing is insufficient (51 percent) 

or indicate that they don’t have an opinion on this issue (30 percent), which allows us to assume 
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that there is no knowledge on this issue at all.  Preventive measures of psychological violence and 

mobbing are regulated in legal acts, however a lot of attention should be paid inside an 

organization, where employees must be constantly informed of a clear company structure, 

obligations, responsibilities and consequences of mobbing. The research identified that it is best to 

fight mobbing by honest case study and presentation of results and a clear hierarchical structure of 

an organization, duties and responsibilities 

 

3.2 Unstructured interview analysis and summary 

 

Qualitative research - unstructured interviews of experts with employees of medical 

institutions were carried out to identify the prevalence of psychological violence and mobbing in 

the sector, to find out the possible causes of these phenomena and to analyze the possible ways of 

combating them.  

Both courts of general competence and specialized courts, when examining cases in which 

the issue of mobbing is touched on in one aspect or another, based on the precedents formed by 

judicial practice, always explain and describe the concept of mobbing. Only by correctly and 

equally understanding the phenomenon can we talk about its presence or absence in a certain 

situation.  

After analyzing the interview responses, it can be concluded that all four respondents are 

aware of the concepts of psychological violence and mobbing. Though not completely scientifically 

accurate, all respondents describe these concepts quite correctly. Respondent No. 1 describes 

mobbing as psychological violence, applied to a person in a working environment, indicating that it 

is a kind of communication form, when a certain psychological, emotional discomfort is caused to a 

person. Respondents No. 2 and No. 4 draw attention to one more element of the concept of 

mobbing formed by both scientists and case law – systematicity of psychological violence, 

recurring behavior. Respondent No. 3 describes mobbing as humiliation, belittling, mockery, 

application of unreasonable accusations - a set of different actions, that cause a person to feel losing 

his self-esteem, self-confidence, confidence in colleagues, also note that mobbing is especially 

prevalent in health care institutions.  

It has been mentioned that there are many reasons for the emergence and existence of 

mobbing in organizations. They are of a completely different nature, but they are favorable for the 

existence of exactly this - unhealthy - microclimate in the working environment: it is an autocratic 
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management, strict hierarchical structure, unclear responsibilities of employees, too little work 

experience, and vice versa - high competence, as well as envy, competition, etc. (see Table 5). 

Table 5. Causes of the emergence of mobbing in organizations 

Category Subcategory Confirming statements  

 

 

Management 

 

 

Management style Respondent 1: “Another reason - remains of the soviet “culture” in medical 

institutions, when “a boss - is clever, a subordinate - a fool”.  

Respondent 2: “Another reason is autocratic management <...>” 

Respondent 3: “Clash of the young and the old generation, when new, 

different ideas are not supported by “veterans”, and are refused as worthless 

<...>” 

Company management 

structure 

Respondent 1: “These phenomena are especially common in medical 

institutions because of the structure of hierarchical system <...>” 

Manager competence Respondent 2: „<...> inappropriate organization of work and incompetent 

managers.”  

Kinship ties Respondent 4: “Medicine is characterized by professional dynasties, so 

there is a high possibility of nepotism and patronage in order for a member 

of the family to occupy the "right" position.” 

Working 

environment  

 

Workload  Respondent 2: “<...> too much workload <...>” 

Respondent 3: “A lot of stress and fatigue are experienced (heavy 

workloads, expectations, responsibilities). As a result, a person becomes 

angry, irritable, dissatisfied and takes it out on colleagues.” 

 

Organizational culture Respondent 1: “<...> poor work organization culture.” 

Respondent 2: “<...> poor organizational culture <...>” 

Social support Respondent 2: “<...> lack of social support (many do not know where to 

apply, are afraid to apply) <...>” 

Clients  Respondent 2: “Firstly, it is caused by the requirements of patients and their 

feedback in the social space. Doctors experience the greatest psychological 

pressure, first of all, from patients” 

Social and 

economic 

factors  

Competition  Respondent 1: “Generally speaking, I think that psychological violence and 

mobbing in organizations are caused by competition <...>” 

Respondent 4: “Mobbing is used to restrict career opportunities of potential 

competitors <...>” 

Respondent 3: “Unfair competition, when psychological violence, mobbing 

is used to take better positions, climb career ladder.”  

Work experience  Respondent 3: “Envy that hides fear, that “maybe there is someone better, 

more worthy and etc.” 

Competence  Respondent 1: “<...> inequality among nursing staff is favorable for the 

viability of psychological violence - nurses who graduated from a 

university often have better working conditions and salary than those who 

graduated from college studies, though they perform very similar 

functions.” 

Respondent 3: “<...> distribution of people-employees by their positions 

taken. Some are more valuable than others (e.g., a doctor is much more 

honored than a nurse).”   

Source: compiled by the authors, based on the research data  
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It is clear from the interview answers that all respondents are aware of the causes and 

diversity of psychological violence and mobbing. Respondent No.1 emphasizes the expressed 

competitiveness, poor culture of organizing work, strict hierarchical structure, low level of 

empathy, and different working conditions for the specialists performing the same duties.  He also 

notes an even deeper problem - psychological violence and mobbing start from the highest-level 

specialists and spans across all levels of professionals: manager bullies doctors, doctors oppressed 

by psychological violence pass it on to nurses, nurses use psychological violence on their assistants. 

Thus, psychological violence and mobbing act on a snowball principle - after touching one person it 

is transmitted to others, and they transmit it even further, and it becomes an uncontrollable 

phenomenon. Respondent No.2 notes, in his opinion, one of the fundamental causes of 

psychological violence - pressure, requirements of patients, their feedback in social space. He also 

draws attention to a poor organizational culture, autocratic management, incompetent managers, 

highlighting the problem of managerial immutability - managers do the same job for 20 years and 

more, therefore employees who experience mobbing fear applying somewhere and searching for 

help. Respondent no. 3 draws attention to jealousy, which hides the aggressor's fear that the other is 

better, more worthy, etc., and therefore tries to belittle him, humiliate him, and thus climb the career 

ladder through unfair competition. Talking about the problem of mobbing in health care institutions, 

Respondent No.3 emphasizes heavy workloads, expectations, responsibilities, experienced great 

fatigue and stress and, the same as Respondent No. 1, highlights “hierarchical problem” - division 

of employees by their taken positions, where, for example, a doctor is considered more “deserving” 

than a nurse. Also, the clash of the old generation with the new one, not supporting new ideas, their 

rejection as worthless, an attempt to show that someone who has been working for a long time 

knows better. Respondent No.4 raises another problem - the connection of employees of health care 

institutions with each other through kinship ties. For this reason, there is a high probability of 

nepotism for a representative of the family to occupy the relevant position 

It is interesting that three out of four respondents, naming the reasons for psychological 

violence and mobbing in medical institutions, indicated the post-Soviet order and culture, when an 

employee in a senior or higher position is smarter or more righteous than an employee in a younger 

or lower position, as one of the main ones. At this point it is important to note that namely this 

absence of changes, following of old cultures or habits, when there are “equal and more equal”, 

promote not only psychological violence and mobbing, that are as if natural in that environment, but 

also promote discrimination. Discrimination is prohibited by law and is punishable.  
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There are no doubts about the consequences of the experienced psychological violence and 

mobbing for a person. According to scientists  (Kolodej, 2005; Bultena, 2008), a person who faces 

psychological violence and mobbing experiences various disorders: both psychological, such as 

memory and concentration disorders, lack of self-confidence, decreasing self-esteem, fatigue, 

insomnia, nightmares, aphasia, despair, increased sensitivity, irritation, aggression, constant 

thinking of the experienced mobbing, obsession, paranoia, depression, suicidal thoughts, and 

physical disorders, such as headaches, stomach aches, nausea, vomiting, disturbed appetite, tremor, 

digestion problems, back pain, cardiovascular disorders, shortness of breath, dizziness, increased 

sweating, insomnia, intermittent awakenings, drug addiction, muscle strain, and etc. All respondents 

indicate that the experienced psychological violence and mobbing affect all areas of a person’s life 

(see table 6). 

Table 6. Impact of psychological violence and mobbing experienced at workplace  

Category Subcategory  Confirming statements  

 

 

Professional life 

 

 

 

 

Career and 

professional path 

Respondent 1: “Career and professional path are affected directly, 

especially talking about the area of medicine. Application of mobbing 

at workplace usually has all the conditions to hinder and stop the 

professional development and career of a bullied person, create 

unbearable working conditions.” 

Respondent 2: “Another reason is autocratic management <...>” 

Respondent 3: “Clash of the young and the old generations, when 

new, different ideas are not supported by “veterans” and are rejected 

as worthless <...>” 

Respondent 2: “<...> doesn’t want to get up in the morning and go 

where you feel unsafe. Work is no longer pleasant, there is a fear of 

going to work and great stress.” 

Mistakes at work Respondent 1: “These phenomena are especially common in medical 

institutions because of the structure of hierarchical system <...>” 

Respondent 4: “Mobbing directly affects a person’s condition and a 

possibility to timely, properly and professionally perform duties, 

make right decisions, therefore there is a potential increase in the risk 

of procedure or treatment complications (both medical and non-

medical), and at the same time professional prestige, trust in the 

victim or oneself are lost.” 

leaving work  Respondent 3: “<...> it can be an incentive to faster change a 

workplace.” 

Personal life  Relationships  

 

Respondent 1: “<...> personal life and relationships with the 

surrounding people.”  

Disagreements in a 

family 

Respondent 2: “Disagreements arise in a family; their close people 

suffer <...>” 

Respondent 3: “<...> significant other (and children or other relatives, 

who live together) also suffer at home from the tension, that is 

brought from the working environment.” 

Respondent 4: “A bullied person cannot relax psychologically after 

direct work, “brings” his/her concerns home, psychological 

atmosphere of the family worsens <...>” 
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Physical violence in a 

family  

Respondent 4: “<...>there is a risk of "transferring" the psychological 

humiliation experienced by mobbing to another (close) person, 

turning into physical violence in the close environment.” 

Divorce Respondent 2: “<...> the possibility of divorce increases<...>” 

Suicide  Respondent 2: “<...> a degree of suicide increases.” 

Respondent 3: “If the significant other and other close people do not 

support, don’t pay attention - all experiences can lead to the worst 

consequences, when a person decides to take one’s own life”.   

Health  Physical consequences  Respondent 1: “<...> which directly negatively affects a person’s 

physical health<...>” 

Respondent 2: “The symptoms of burnout, insomnia, fatigue increase. 

The psychosomatic condition is also affected: physical and 

psychosomatic symptoms, diseases appear. Cardiovascular illnesses 

get worse.” 

Respondent 3: “Psychosomatic pains in the whole body, digestive 

disorders, insomnia, hormonal imbalance appear <...>” 

Mental consequences Respondent 1: “Failures at a workplace cause psychological tension, 

stress, can provoke depression <...>” 

Respondent 2: “<...> firstly his/her psychological condition is 

affected: self-esteem decreases, stress and tension increase. A 

constantly bullied person gives up, more frequently complains of 

depression, anxiety disorders.” 

Respondent 3: “A constant anxiety and dissatisfaction with life 

appear.” 

Sources: compiled by the authors, based on the research data  

 

Respondent No. 1 emphasizes career and professional path, noting that medical society is 

very closed and individuals working in this area are often related in one way or another, know each 

other, especially in the level of managers, therefore it is natural, that a person, who experiences 

psychological violence and mobbing, fearing about the end of his/her career path, may not dare to 

contact the relevant authorities. Respondent No. 2 puts more emphasis on the mental state and 

personal life of a person experiencing psychological violence and mobbing, noting that such a 

person is more likely to get depressed, suffer from anxiety disorders, fatigue, his self-esteem 

decreases, various diseases appear, and as a result, disagreements in the family, relationships can 

end in divorce, and the person's life even in suicide. Respondent No. 3 indicates that an employee, 

who experiences mobbing, develops a fear of going to work, experiences great stress, which can be 

an incentive to change the workplace. He also distinguishes both physical and mental consequences 

of a person, experiencing mobbing - these being psychosomatic pains of the entire body, digestion 

disorders, insomnia, constant anxiety, hormone imbalance, dissatisfaction with life. This 

Respondent attaches special importance to the support of loved ones, and considers its absence, 

ignoring the problem as one of the factors that can create a favorable climate for the accumulation 
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of all experiences and even the decision to take one’s own life. It is worth emphasizing that suicide 

at workplace – is one of the main indicators of mobbing. Meanwhile Respondent No. 4 emphasizes 

the problem of professionalism, proper performance of one’s duties – points out that a person 

experiencing mobbing is at risk of making mistakes at work, making an incorrect or unprofessional 

decision, which may lead to various treatment complications. This Respondent also distinguishes a 

possible especially negative and damaging consequence of mobbing on a family - physical 

violence, that can arise from a person who experiences constant humiliation at work.   

Laws oblige employers to ensure psychologically safe working conditions for employees, by 

adopting various legal acts that regulate the prohibition of violence and harassment, rules of 

behavior, violence and harassment prevention policy and etc. Respondents confirm that the 

institutions where they work apply various measures of preventing psychological violence and 

mobbing (see Table 7): surveys are carried out, focus groups are conducted, information of 

psychological and legal aid after facing psychological violence and mobbing at workplace is 

disseminated, a number of preventive programs take place: lectures are given, surveys are carried 

out, individuals can talk to psychologists. Only here the answers of the respondents about the 

working atmosphere differ - Respondent No. 1 states that psychological climate in his workplace is 

excellent, therefore he cannot evaluate the efficiency of preventive measures, however Respondent 

No.2 cannot tell the same about his workplace and says that more than the implementation of 

preventive programs, the replacement of the old generation, long-term managers helps the 

disappearance of mobbing, because young representatives of the administration already have a 

different internal culture and there is no more room for mobbing. Respondent No.4 states that 

ensuring anonymity when applying to a mobbing complaint commission could help prevent 

potential abuse. 

In the workplace, mobbing can occur between colleagues at the same level (horizontal 

violence), between managers and subordinates (vertical violence) and between employees and other 

people (customers, etc.) (State Labor Inspectorate, 2021). Resolution “On the Necessity to 

Fundamentally Change the Attitude of the State to Mobbing at Workplace” adopted by the Seimas 

on 20 June 2024 establishes, that even one third of medical workers experience mobbing in 

Lithuania, therefore, according to the surveyed, most of them consider leaving the job, emigration 

or suicide. When analyzing in more detail the situations of psychological violence or mobbing that 

the respondents may have observed in the workplace, or perhaps even directly experienced 

mobbing, the opinions and experiences of the respondents differ. Respondent No.1 indicates that 

his/her workplace stands out in a high culture of work organization, there is a good and favorable 

psychological atmosphere. Mostly he/she knows of the cases of psychological violence and 
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mobbing only from the media. Respondent No. 2, on the contrary, states that he/she has worked at 

several medical institutions, where he/she observed mobbing, applied by senior managers of a 

dictatorial type and having influential relations, and emphasizes that no one defended the employee 

who experienced psychological violence and mobbing. The situation changed only after the 

employee committed suicide - managers were transferred to another workplace. Suicide is the most 

evident proof of mobbing, and it is likely that it doesn’t happen suddenly - mobbing is a long-term, 

systematic psychological terror, and when it is carried out by managers (vertical mobbing) it 

acquires an even more dangerous expression, because the employee doesn’t have who to complain 

to. Respondent No. 3 indicates that he/she has observed several expressions of mobbing, mostly in 

the level of gossip, but this problem is always solved promptly, showing that violence will not be 

tolerated. Respondent No. 4 also indicates having observed mobbing between several different 

ranks of employees: both vertical and horizontal mobbing, and even a case when the aggressor was 

a specialist, and the bullied person was the manager. In all cases the problem was solved during 

conversations/meetings, the result of the psychologist consultations for the victims was a calm 

atmosphere at work. Thus, raising the problem, not being afraid to publicize it, is the first measure 

that can help resolve the situation without high human, time, and economic costs. 

Respondent No. 2 also noted that he/she has also suffered mobbing from his manager 

several times. The mobbing was expressed by making working conditions worse, additional work 

after working hours. And this situation lasted even several years. Respondent No.2 draws attention 

to the fact that when it happened, mobbing was still not discussed publicly, therefore he/she didn’t 

ask for help. This once more confirms that namely the publicity of psychological violence and 

mobbing is not only a preventive measure for the phenomena, but also one of the ways to fight 

them.  Respondent No. 4 has also personally experienced mobbing. He indicates that he was abused 

by a specialist employee of the same level, to belittle, humiliate, force him to communicate as a 

manager, as well as unreasonably criticize, threaten penalties, fail to perform substitute tasks, 

interfere outside of work hours, assign work that was not agreed in advance and did not belong by 

position. This situation continued for half a year and the Respondent No. 4 experienced a lot of 

conflicted feelings - disappointment, anger, anxiety, fear, a sense of injustice, betrayal. This 

negative, distressing situation ended when he/she applied to the managers for help and the victim 

was separated from the aggressor.  

Significant amendments to the Labor Code of the Republic of Lithuania and amendments to 

Article 30, which talks about protecting the honor and dignity of employees, and prohibiting 

violence and harassment came into force on 1 November 2022.  The fundamental amendments to 

this Article are related to the employer's duties, taking into account the possible dangers of violence, 
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to take measures to eliminate and control them, to establish the procedure for reporting and 

examining reports of violence and harassment in internal documents of the workplace and to 

familiarize employees with it, to prepare training for employees on the topic of psychological 

violence, and for the employer , with an average number of employees of more than fifty, imposes 

an obligation, after completion of information and consultation procedures, to approve a policy for 

the prevention of violence and harassment and in the usual ways to announce and implement it in 

the workplace.  

 

Table 7. Measures for preventing and reducing psychological violence and mobbing at 

organizations  

Category Subcategory  Confirming statements  

 

 

 

Preventive 

measures 

 

 

 

 

Staff education Respondent 1: “<...> information of psychological and legal aid, after 

facing psychological violence and mobbing at workplace is 

disseminated” 

Respondent 2: “<...> lectures are organized <...> definition of mobbing 

and reasonable evidence thereof is very important” 

Respondent 3: “<...> lectures, training, activities outside the 

organization (hiking, running)” 

Surveys, discussions Respondent 1: “Surveys, focus-groups are carried out <...>” 

Respondent 2: “<...> surveys, conversations with psychologists” 

Improvement of 

organizational culture  

Respondent 1: “Should fundamentally change the culture of the 

community, got rid of the moral soviet legacy<...>” 

Respondent 2: “More helpful in the prevention of mobbing is the 

replacement of outdated managers. New, young representatives of the 

administration bring a new communication culture, where there is no 

place for mobbing. <...> communication culture must change; the 

concept of leadership is promoted <...>” 

Assurance of 

anonymity  

Respondent 2: “<...> a possibility to anonymously report on the cases 

of mobbing.” 

Respondent 4: “<...> to file a complaint to the committee anonymously 

or especially discreetly to avoid the possibility of abuse. 

Publicity of cases Respondent 2: “No one talked about mobbing at that time, the term was 

not popular, therefore help could not be obtained anywhere.”  

Violence and 

harassment policy  

Respondent 1: “I have heard of this legal regulation, but I am not 

familiar with the details. Talking from the perspective of my area, I 

think that legislation alone will not fundamentally change the situation” 

Respondent 2: “I am familiar with these laws, and I know where to 

apply in case of mobbing. However, working in a small country, in a 

closed community, where everyone knows everyone, it is very difficult 

to change something.” 

Respondent 3: “The question arises why only more than 50? Smaller 

organizations also have a threat of psychological violence and 

mobbing.” 

Respondent 4: “The main problem of regulation - assurance of the level 

of objective evidence”.  
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Consulting lawyer 

Respondent 3: “There is a lack of regulation, where an employee can 

specifically apply for help in the event of psychological violence and 

mobbing (perhaps supplement with SLI, labor dispute committee links, 

include a point that, if possible, the institution has a lawyer who 

defends the honor and dignity of a person, helps with legal issues 

related to labor relations).” 

Foreseeing penalties Respondent 2: “The attitudes of hospital managers and department 

heads towards mobbing must be clearly stated. It must be strictly stated 

that this will not be tolerated, and the penalties must be specified.” 

Mitigation 

measures 

Education Respondent 1: “<...>the attitude of a critical mass of employees towards 

psychological violence and mobbing should change (some individuals 

may not even identify that psychological violence is being used against 

them, because they got used to it from their first steps in the profession 

during their studies).” 

Respondent 2: “There should be regular training on how to recognize 

mobbing, where to apply and what actions to perform.” 

Respondent 3: “<...> a lot of educational material about respectful 

communication (lectures of psychologists), “team building” activities 

that strengthen team spirit.” 

Respondent 4: “<...> the best way to fight psychological violence and 

mobbing is a constant training of employees: how to recognize, how to 

behave after experiencing, where to apply in case of mobbing 

manifestations, encourage employees to refer to a direct manager or a 

manager higher in the hierarchy <...>”  

Naming the fact of 

intolerance 

Respondent 2: “<...> It must be clearly stated that mobbing and 

psychological violence will not be tolerated. “ 

Respondent 3: “<...> a lot is determined by the position of the head of 

the organization on the issue of psychological violence and mobbing.” 

Assessment of 

employee 

psychological well-

being  

Respondent 1: “<...> to be directly actively interested in the 

psychological well-being of employees (and do this in a safe way) 

<...>” 

Respondent 2: “Psychological status of employees must also be 

regularly measured <...> every manager must be empathetic, be 

interested in the psychological state of his/her employees.” 

Response Respondent 1: “<...> to react adequately to the signals of mobbing, if 

they are received.” 

Respondent 3: “The case of mobbing was solved inside the 

organization: a conversation between the victim and the middle 

manager; a conversation between an aggressor and a middle manager 

<...>” 

Respondent 4: “<...> conversations with aggressors and victims are 

initiated, it is shown that the situation is monitored.” 

Publicity of cases Respondent 2: “These situations were started to be solved only after an 

accident occurred, when the victim of mobbing committed suicide.” 

Imposition of penalties Respondent 3: “<...> For the aggressor, the monetary salary supplement 

has been removed. Verbal warning. For the victim, a psychologist's 

consultation, the tension has decreased after "deposing" the aggressor. 

For the collective, the tension has decreased after the aggressor has 

been "settled.”  

Respondent 4: “Sometimes radical decisions are necessary - by 
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eliminating the aggressor from the team.” 

Qualified 

psychological health  

Respondent 2: “<...> probability of divorce increases<...>” 

Respondent 3: “<...> For the victim, a psychologist's consultation, the 

tension has decreased after "deposing" the aggressor”  

Source: compiled by the authors, based on the research data 

 

The research revealed that Respondent No. 1 has heard of the amendments to law discussed 

but is not familiar with them. The other three respondents are familiar with the amendments to law, 

all of them also distinguish the problem of provability - usually, to prove psychological violence 

and mobbing there must be witnesses or visual or audio material and not all employees want to do 

this because of fear. Respondent No. 4 thinks that the violence and harassment prevention policy 

should be implemented not only in organizations that employ 50 people, but also in smaller ones, 

he/she also thinks that every organization could have a lawyer, who would consult individuals on 

the issues of mobbing and would advise. Respondent No. 2 draws attention to the fact that it is very 

important to understand the concept of mobbing, because it also happens that young doctors 

complain that they are being mobbed, but they are simply encouraged to perform their direct duties. 

However, Respondent No. 1 and Respondent No. 2 agree that for the closeness of the medical 

community, where everyone knows each other, it would be difficult to implement changes. The 

attitude of the employees themselves to psychological violence and mobbing should also change, 

perhaps some do not even identify that they are being mobbed because this is the norm from the 

beginning of the employment relationship. 

Talking about the ways of fighting psychological violence and mobbing, all the respondents 

indicate that firstly managers should be constantly interested in the psychological well-being of 

employees, react to the obtained signals of psychological violence and mobbing, institutions should 

have psychologists, working only with the persons who experience psychological violence and 

mobbing. It is also particularly important to carry out training on what is mobbing, how to 

recognize it, clearly indicating where to apply, if necessary, also to tell employees that 

psychological violence and mobbing won’t be tolerated. 

Summary of the qualitative research results shows that two out of four surveyed employees 

of health care institutions not only have seen their colleagues experience mobbing (both from the 

managers - vertical mobbing, and employees of the same rank - horizontal mobbing), but have 

experienced it themselves. Also, this research revealed that the medical community is very closed, 

the heads of medical institutions and their departments have held high positions for many years, 

probably because of this they feel unpunished, and young doctors experience psychological 
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violence and mobbing as soon as they start working. This happens because of the established 

stereotypical thinking that the senior/higher-up is always right. The research also revealed that 

medical institutions have slowly started to fight psychological violence and mobbing, employees 

receive training on this topic, and different preventive programs are prepared. However, it also 

became clear that employees do not yet have a clear definition of mobbing, so perhaps not everyone 

who experiences it understands it. The carried-out research also touched on another side of the 

problem - new young employees consider the instructions to perform their direct obligations a 

mobbing and report on these legitimate actions of managers. Lithuanian case law only confirms this 

fact that was revealed during the research – certainly not in all cases when employees apply for 

psychological violence or mobbing against them, this is the case. Courts often have to deal with 

confusing situations, and in the end, they have to state that the applicant (employee) himself 

behaves unconstructively, creates conflicts, and considers the legitimate demands of the employer 

to be psychological violence and mobbing.  
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4. SCIENTIFIC DISCUSSION 

When writing about cases of psychological violence in one or another company, the term 

"mobbing" is often encountered in the press. The origin of the term - the English word “mob”, 

which means gang, herd. In the Latin language, “mobile vulgus” corresponds to the concept of a 

rebellious crowd. The European Union doesn’t have a single and exact definition that would define 

psychological violence (mobbing) at the workplace, therefore the already done research of scientists 

is based upon to define the phenomenon of mobbing.  

The concept of mobbing was first presented in 1980 by the Swedish psychologist Heinz 

Leymann, who described it as a non-violent conflict in a workplace (Leymann, 1990). Leymann 

emphasized that mobbing goes beyond the common disagreements in workplaces, because it 

includes consistent, repeated and systematic pressure on individuals or groups against one person, 

resulting in psychological abuse (Leymann, 1996). 

Research on psychological violence and mobbing, carried out by Lithuanian scientists, 

provides an opportunity to understand the essence of this phenomenon and its prevalence, however 

it is important not only to analyze psychological violence and mobbing as a problem, but also to 

analyze the possible ways of solving this problem. Psychological violence and mobbing is a 

common occurrence in labor relations, scientists (Astrauskaitė and Kern, 2013; Devonish, 2013; 

Berry, et al.) have repeatedly proven the negative consequences of mobbing both for employees and 

for organizations themselves. This implies a reasonable opinion that organizations should be 

particularly interested in analyzing the phenomenon of psychological violence and mobbing, 

assessing its prevalence and searching for ways to solve the problem. There is a problem that both 

organizations and employees still do not always recognize psychological violence and mobbing in 

the working environment. This problem was emphasized by Krupskienė et al. (2011), Lewis and 

Sian (2020) as well as other authors, and the surveyed of the research. Results of the research are 

relevant: for managers of companies and organizations, employers, who aim to improve the 

working environment, to reduce psychological tension and to ensure the well-being of employees; 

employees and trade unions, helping to recognize the cases of mobbing, providing with valuable 

information of the rights of employees and striving for better working conditions; for psychologists 

and occupational safety specialists, providing more information on the impact of mobbing on 

health and well-being of employees;  for politicians, creating and improving legal acts.  
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Recently it has become more courageous to talk about the manifestations of mobbing in 

various companies.  This phenomenon received the greatest attention in 1 July 2017  after the entry 

into force of the new Labor Code of the Republic of Lithuania, which included provisions on the 

obligation of employers to ensure healthy microclimate conditions in companies: employees must 

not experience unethical, offensive, aggressive, hostile or insulting actions that threaten the 

employee's physical or psychological integrity, honor and dignity, or that may aim to humiliate, 

intimidate or push the employee into a powerless or helpless position.  It is very important to 

analyze the phenomenon, i.e. the reasons for its emergence, the process, impact on work 

organization to prevent it, and take preventive actions.  

To increase the completeness and reliability of the research results, the research topic is 

analyzed from several aspects. Considering the research aim, quantitative research was carried out 

by surveying Lithuanian residents on the manifestations of psychological violence and mobbing in 

their working environment and unstructured interview was carried out with four employees, 

working in one of the organizations of the public sector, where psychological violence and mobbing 

are still often faced. 

The research results substantiate the spread of the phenomenon and its harm to employees. 

The quantitative research, survey of Lithuanian residents, confirmed that psychological violence 

and mobbing are widely spread. More than half of the research participants indicated that they have 

faced mobbing in their working environment, even though legal acts foresee punishments and 

preventive measures. The quantitative research results also confirm that the publicly available 

information is insufficient to ensure control of these phenomena.  

The quantitative research data, obtained during the interview, provides a deep perception of 

the existence and impact of psychological violence and mobbing. There is an old, well-established 

order, where people in leadership positions work for many years, are not replaced, so psychological 

violence and mobbing in the medical community starts at a very early stage of work - when a new 

employee just starts working. Another problem that was revealed during the qualitative research is 

the closed medical community, where most of the long-term managers are connected by one or 

another connection, so employees who experience psychological violence and mobbing do not dare 

to turn anywhere.  

The research restrictions include: 

● sample restrictions – the reach of some audiences was limited; the majority of 

respondents were in the 25-35 age group and the sampling method of quantitative 

research is random.  
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The selection method of the qualitative research is non-random, selected individuals 

working in both the public and private sectors, in different medical institutions, 

where the phenomenon of psychological violence and mobbing is still common. It 

should be noted that the people surveyed hold managerial and non-managerial 

positions. 

● content restrictions – only employees of the medical sector were interviewed during 

the qualitative research. Qualitative survey should be carried out in other sectors, 

considering the results obtained during quantitative research (even 63 percent of the 

surveyed residents of Lithuania indicate that they have experienced mobbing at 

workplace). 

Future research directions 

Aiming at a more detailed solution to the research problem it is suggested to repeat research 

more frequently and choosing separate organizations (both in the public and private sectors) 

identify the phenomena of psychological violence and mobbing, suggest preventive measures. To 

repeat research in such organizations analyzing the change, the specifics of mobbing, considering 

the size of a company and regional differences. 

In further research a more detailed analysis of the impact of demographic factors is 

recommended when analyzing the impact of psychological violence and mobbing in relation to 

various social groups (e.g., by gender, race, age, nationality etc.). In the analyzed medical sector, 

mobbing is more often experienced by young, less competent specialists, but in other sectors other 

factors of mobbed persons are possible. By identifying them in as much detail as possible, it is 

possible to ensure the effectiveness of prevention measures. 

Considering the fact that one of the main factors of mobbing is leadership, it is necessary to 

carry out research taking into account different levels of leadership, because leaders of different 

hierarchical levels may have different experiences and attitudes towards mobbing 

Since the problem of recognizing mobbing and determining its scale is relevant not only on 

a national level, but it is also necessary to research the situation of mobbing experienced in 

Lithuania in the global context, comparing the indices of Lithuanian mobbing with other countries, 

analyzing foreign experiences that could be effectively applied in Lithuania. 

The research results revealed that experiencing mobbing in a working environment there is a 

risk that eventually it can turn into expressions of physical violence in the close environment. It is 

recommended to analyze in more detail the long-term consequences of mobbing for the 

psychosocial state of the victims to identify whether victims of mobbing are more often also victims 

of physical violence. 
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Mobbing monitoring and evaluation methods 

To interest companies and organizations in investing in measures to prevent and reduce 

psychological violence and mobbing, it is relevant to analyze the economic consequences of 

mobbing for the organization. Mobbing cases can negatively affect the reputation of an 

organization, and this can lead to financial losses. 
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CONCLUSIONS AND RECOMMENDATIONS  

 

 

1. The exact concept of mobbing and its specific signs are not established either in national or 

European Union legal acts. After analyzing scientific literature and case law, mobbing can 

be described as systematic, one-time, purposeful, longer-term repeated behavior in teams, 

the most common goal of which is to humiliate, make fun of a member, reduce his/her 

value, distance or even separate the member from the team, it can be a form of bullying. 

Mobbing is prohibited both in the context of vertical hierarchical relationships and in 

horizontal relationships of colleagues.  

The range of the causes of psychological violence and mobbing is very wide. The main 

factors that lead to psychological violence and mobbing can be distinguished:  

- Leadership (strict hierarchy, autocratic management, management failures). 

- Working environment (working conditions, work dynamics). 

- Social and economic factors (competition, material status, work experience etc.).  

Autocratic management style, strict hierarchical system at work, poor microclimate of an 

organization, ignoring conflicts as well as a certain social status of a person (high material 

status, education, qualification), which can cause envy to other colleagues, recent entering to 

the labor market, low self-esteem, hypersensitivity.  Furthermore, such features as a 

person’s gender, race, religion, belonging to a certain social group, political attitudes, sexual 

orientation are not only the basis of discrimination, but can also stimulate mobbing 

manifestations, are certain factors of risk.  

Psychological violence and mobbing affect both the person against whom it is perpetrated 

and the organization itself. A person can experience various mental (memory and 

concentration disorders, self-doubt, decreasing self-esteem, fatigue, insomnia, nightmares, 

increased sensitivity, irritation, aggression, constant thinking about mobbing, paranoia, 

depression, suicidal thoughts, etc.) and physical symptoms (headaches, stomach aches, 

nausea, vomiting,  loss of appetite, tremors, digestion problems, back pain, cardiovascular 

disorders, shortness of breath, dizziness, increased sweating, insomnia, drug addiction, etc.). 

Mobbing has a lot of negative social, psychological and economic consequences for 

organizations: a decreasing quality of activity, efficiency, staff turnover, increased costs, and 

worsening reputation.  
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2. The results of the carried-out research revealed that mobbing is really wide-spread - more 

than half of the surveyed residents of Lithuania have faced mobbing in their workplaces. For 

the respondents in this research psychological violence and mobbing have a slight negative 

influence on personal life, physical health, relationships with the surrounding people and 

career, and professional path. A fourth of the research participants indicated that emotional 

burnout, self-doubts and decreased self-esteem - are the main consequences for the research 

participants, who suffered mobbing.  

The results of the qualitative research carried out also confirmed the existence of mobbing 

and its spread in medical institutions - two out of four respondents not only have directly 

witnessed mobbing cases in their working environment but also have experienced mobbing 

themselves. The research has also revealed another cause of mobbing - the closedness of the 

medical community and the lack of leadership change. These are the factors that determine 

the effect of impunity and make victims of mobbing afraid to seek help. 

3. Mobbing prevention in a company must be a systematic action. Firstly, it is related to the 

employer, who should immediately react to unacceptable behavior at a workplace. It is 

important to disseminate the information of mobbing forms, causes, consequences and 

possible ways of fighting this negative phenomenon.  

Article 30 of the Labor Code of the Republic of Lithuania establishes the obligations of an 

employer and preventive measures, ensuring psychologically safe working conditions for 

employees: various legal acts, that regulate the prohibition of violence and harassment, rules 

of behavior (ethics), the procedure for making and analyzing reports on violence and 

harassment, violence and harassment prevention policy. It should be noted that though the 

participants of the qualitative research are familiar with these documents and they are 

applied at their workplaces, their effectiveness namely in the institutions of medical sector is 

viewed with skepticism. The following necessary preventive measures are suggested:  

- employee training on the dangers of violence and harassment, preventive 

measures, employee rights and duties in the area of violence, harassment;  

- a lawyer in the company who consults on issues of psychological violence and 

mobbing and examines cases; 

- foreseeing penalties and their imposition on perpetrators; 

- assuring anonymity for the individuals who reported on mobbing; 

- clear naming of psychological violence and mobbing intolerance (at the highest 

level);  

- reacting to the formed situation; 
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- publicity of cases; 

- provision of qualified psychological help to the victim and the team. 
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