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Abstract

People feel themselves inadequte, desperate and have problem of social isolation
as a result of mobbing and occupational burnout in working places. Thus it threats life,
health and productivity of people. Mobbing and occupational burnout are common
problems in health sector. The aim of this study was to determine the levels of mobbing
and occupational burnout of health staff and to reveal the influence of mobbing on
occupational burnout. As the way of collecting data, a questionnaire consisting of
Leymann and Maslach scales was used. The data were analysed using descriptive
statistics, correlation and regression analysis.
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1. Introduction
1.1. The Concept of Mobbing

In early 1980s, Leymann used the term of mobbing for a specific child behaviour
which had been used by Konrad for a particular animal behaviour and used by
Heinemann (1972) to identify similar types of behaviour at workplaces (Lorenz, 1991;
Leymann, 1996). Leymann prefers to use the term of mobbing instead of bullying used
extensively for the same purpose in the literature. He used the term of bullying in
activities among children and teenage children because the term of bullying at school
includes physically aggressive acts whereas mobbing behaviour at workplace rarely
involves physical violence according to him. However, we can see that the terms of
mobbing and bullying are used for the same purpose in the literature (Rayner, & Hoel,
1997; Zapf, 1999; Quine, 2001; Vartia, 2001).

Mobbing at the workplace means hostile and unethical communication in a
systematic way to an individual directed by one or a group of people (Leymann, 1996).
Mobbing, referred in such words ‘“harassing”, “ganging up on someone” or
“psychologically terror” in the studies of Leymann (1990; 1996) poses a major threat to
the physical and mental health at workplaces because of psychical, social, and
psychosomatic effects (Vartia, 2001). And unfortunately mobbing is so extremely
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widespread in today’s environment that it is impossible not to witness any kind of
mobbing.

In the study of Leymann (1988) the person in the schism is defined as a victim
(Leymann, 1990). Leymann (1996) subdivided the behaviors of mobbing witnessed by
the victim into five categories with the help of interviews. Preventing communication,
social isolation, spreading rumors, affecting occupational situation and affecting
physical health of victim can be listed for behavior types. Leymann (1990) explained
the structure of critical events of mobbing process respectively. This process includes

four phases which are called as “original critical incident”, “mobbing and stigmatizing”,
“personel administration” and “expulsion”.

The causes, importance, properties, consequences of mobbing and ways of
prevention from it have been the subjects of many studies relying on interviews,
questionnaire surveys and observations.

Zapf et al. (1996) considered the relationship between mobbing, job
characteristics, social environment variables, and psychological ill-health. Also, they
distinguished seven mobbing factors by using the Leymann Inventory of Psychological
Terrorization (LIPT): mobbing by organizational measures, social isolation, attacking
the victim’s private life, attacking the victim’s attitudes, physical violence, verbal
aggression, and rumours. And then Zapf (1999) investigated causes of mobbing at work
by using several scales. In this study, organization and perpetrator as well as social
system and victim are set forth as the causes of mobbing. Additionally, Zapf (1999)
allows us to examine the cause and effect relationship related to mobbing.

Hubert and Van Veldhoven (2001) emphasized that there are large differences in
the occurrence of undesirable behaviour between sectors. They used the Questionnaire
on the Assessment and Experience of Work (Vragenlijst Beleving en Beoordeling van
de Arbeid; VBBA; van Veldhoven & Meijman, 1994) in their study. Quine (2001)
categorized bullying into five categories: threat to professional status, threat to personal
standing, isolation, overwork, and destabilization. Also in this study correlations
between categories of bullying and occupational health outcomes (job satisfaction,
anxiety, depression, propensity to leave) were presented. Vartia (2001) revealed that
mobbing at workplaces has negative effects not only on the victims’ welfare but also on
witnesses’ welfare. Vartia (2001) investigated the relationship between the hostile
behaviours detected by the Leymann Inventory and such factors as general stress,
mental stress reactions and feelings of low self-confidence.

Cobanoglu (2005) reported the causes of mobbing related to the health sector, in
Turkey. These causes were listed as follows: lack of medical facilities in hospitals;
excessive working time due to large number of patients; low wage; bureaucratic
obstacles; discrimination in the workplace; becoming family life more difficult due to
excessive working time; failure to performing (fulfil) the requirements of the
profession; discrimination among patients.

Demirel and Yoldas (2008) examined whether the five sub-dimensions of
mobbing behaviours determined by Leymann Inventory show differences in Turkey and
Kazakhstan. They found that there are statistically significiant differences between two
countries with regard to five structures of mobbing behaviours and mobbing behaviours
are seen more in health care workers in Kazakhstan. Yildirim and Uysaloglu (2012)
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explored the impact of demographic factors and job position on employees’ mobbing
perception. Aydan et al. (2012) aimed to identify both demographic characteristics of
victims and perpetrators and mobbing behaviours of perpetrators in private education
institutions. For this purpose they used mobbing behaviours amongst primary education
institutions survey. Cogenli and Barli (2013) made an application to the Academicians
using Leymann Inventory of Psychological Terror. Also, Faria et al. (2012) and Celep
and Konakli (2013) dealt with mobbing in education sector.

Cornoiu and Gyorgy (2013) described hostile action types of mobbing and its
causes and effects. Topa and Moriano (2013) examined the relationships between work
stress, group support, and group identity with horizontal mobbing in the sector of health
care. They found that stress is positively associated to horizontal mobbing, whereas
group support and group identity are negative predictors of horizontal mobbing.

Soysal et al. (2014) investigated whether five sub-dimensions of mobbing
behaviours determined by Leymann show any differences with regard to gender.

1.2. The Concept of Burnout

Burnout began to be used in the 1970s. Maslach and Jackson (1981) defined
“burnout” as a syndrome of emotional exhaustion and cynicism that occurs frequently
among individuals who do ‘people-work’ of some kind. Maslach and Jackson (1981)
developed the Maslach Burnout Inventory (MBI) to evaluate the dimensions of burnout
and to meet the need for an instrument to assess burnout. Maslach and her colleagues
emphasize a multidimensional model for burnout and they define its dimensions as
cynicism, exhaustion and feelings of inefficacy. Maslach (2003) indicates that the
relationship between exhaustion and cynicism is clearer while it is vague between
feelings of inefficacy and the other two dimensions because the exhaustion and
cynicism can emerge from the same reasons (e.g., work overload or social conflict).
However, the reasons of inefficacy feelings (e.g., lack of information or insufficient
time) are different from others. Sometimes feelings of inefficacy can rise as a result of
the other two dimensions (Maslach, 2003). Thus, both Maslach and her colleagues’
studies and Maslach Burnout Inventory have inspired a lot of studies in Turkey and
abroad in many sectors.

Naude and Rothmann (2004) used Maslach Burnout Inventory-Human Services
Survey (MBI-HSS), a version of MBI, developed for emergency medical technicians.
They used principal components analysis to determine the factors of MBI-HSS. MBI-
HSS was designed in such a way that it contains three subscales, namely emotional
exhaustion, depersonalisation and personal accomplishment. Borritz et al. (2006) tested
the MBI but they didn’t obtain satisfactory results and in order to measure burnout, they
developed their own instrument, Copenhagen Burnout Inventory (CBI). As they wanted
to focus on exhaustion, their inventory is based on three types of exhaustion: personal
burnout (including general symptoms of exhaustion), work-related burnout and client-
related burnout. Through this study, burnout was given in a different theoretical
framework.

D'Alleo and Santangelo (2011) aimed to describe the levels of burnout in call
center operators and the organizational climate of the companies. In addition they
wanted to test the relationship between dimensions of organizational climate and the
burnout syndrome in call centers by using the MBI and the Questionnaire for the
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Analysis of Organizational Climate. Sadeghi and Khezrlou (2014) compared the levels
of teachers’ burnout in terms of age, gender, marital status, and level of education by
using MBI in their research whose participants consist of English Language Teachers in
Iran.

1.3. The Relationship between Mobbing and Burnout

At the workplaces where the victims are suffering from mobbing, emotional,
physical, and psychological exhaustion, known as burnout can be observed, too. Many
studies in the literature include the relationship between mobbing and burnout. In the
following, a short review of some of these studies will be presented.

Einarsen et al. (1998) confirmed that there is a significant relationship between
mobbing and burnout among health care professionals. They reported that the nurses
exposed to bullying at work have significantly higher levels of burnout. They also
revealed that the nurses exposed to bullying have significantly higher levels of burnout,
lower job-satisfaction and lowered psychological well-being compared to nurses not
exposed to bullying.

Alkan et al. (2011) examined the relationships between mobbing and burnout and
also between their sub-dimensions for physical education and sports teachers. Tanhan
and Cam (2011) determined the relationship between mobbing and burnout, and also
between mobbing and dimensions of burnout which are emotional exhaustion,
depersonalisation and personal accomplishment for teachers.

Dikmetas et al. (2011) explained the relationship between the levels of mobbing
and burnout of physician assistants. The aim of this study was to determine whether
individual characteristics have effects on levels of mobbing and burnout. They
explained the effect of mobbing and two sub-dimensions of burnout on third sub-
dimension left.

Laschinger et al. (2012) demonstrated a model including authentic leadership,
workplace bullying, emotional exhaustion, job satisfaction and turnover intentions with
the help of Path Analysis Techniques. In this study on nurses, the subscale of MBI was
used to measure the level of emotional exhaustion. And also they used Negative Acts
Questionnaire-Revised (Einarsen & Hoel, 2001) to measure mobbing behaviours.

Karakus and Cankaya (2012) determined that mobbing has positive effect on
stress and burnout and has negative effect on job and life satisfaction in a population of
primary school teachers. They wused exploratory factor analysis followed by
confirmatory factor analysis to obtain these results.

Kozak et al. (2013) examined the effects of job-related psychosocial aspects and
outcomes like mobbing on personal burnout. They indicated a high positive correlation
between personal burnout and mobbing.

The aim of this study was to determine the levels of mobbing and occupational
burnout of health staff and to reveal the influence of mobbing on occupational burnout.
In this context, the basic hypothesis of research can be expressed as follows:

Hypothesis: The frequency of mobbing behaviours in health staff has a crucial
influence on the level of occupational burnout.
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2. Method
2.1. Collection of Data

Questionnaire was used as the data collection technique. Face to face interviewing
was performed by researchers. This questionnaire consists of three parts. The first part
contains information about the participants (involving gender, marital status, age range,
occupation, institutions, length of service). The second part contains a scale developed
by Leymann (1990, 1996) for assessing the types of mobbing. This scale called
Leymann Inventory Psychological Terrorization (LIPT) consists of 45 5-point Likert
type questions. These 45-items were designed by Leymann to measure five constructs
of mobbing behaviours: Behavior threatening communication (items 1-11), Behavior
threatening social contacts (items 12-16), Behavior threatening personal reputation
(items 17-31), Behavior threatening occupational situation (items 32-40), Behavior
threatening physical health (items 41-45). Responses related to the frequency of hostile
behaviours were rated on a Likert scale ranging from 1 to 5. (1: never, 5: always). The
third part of questionnaire contains Maslach Burnout Inventory (MBI) of Maslach and
Jackson (1981). It comprises 22 items including three factors as follows: emotional
exhaustion (items 1-9), reduced sense of personal accomplishment (items 10-17),
depersonalization (items 18-22). These items were rated using a five-level Likert scale
ranging from 1 to 5. (1: never, 5: always).

2.2. Population and Samples

The participants of the study are doctors, nurses and other health staffs (laboratory
assistant, medical technicians, etc.) working in private hospitals, state hospitals,
university hospitals and other health centers (family physicians, polyclinics, etc.) in
Afyonkarahisar, Kiitahya and Isparta, Turkey. In this study, sampling was performed for
saving time and cost. In this framework, stratified sampling was used and types of
hospital (private hospitals, state hospitals, university hospitals and other health centers)
were determined as strata. Sample size was calculated by formula (n=s°Z2/d%)
recommended by NEA (1965) for quantitative research and infinite universe (N>10
000). According to the formula, minimum acceptable sample size was found to be 465
(s=1.10, Z.=1.96, d=0.10; s: standard deviation, Z.: critical or theorical table value for
significant level “0.050”, d: effect size). The questionnaires were handed out to 600
members of health staff. However, a total of 517 questionnaires were included in the
analysis by omitting 83 questionnaires that were not responded or responded
incompletely.

2.3. Data Analysis

To analyze the data obtained by survey method, SPSS was used. Table 1 provides
descriptive statistics of the sample. First, the means and standard deviations of scores of
mobbing and burnout were obtained. Second, factor analysis and reliability analsis were
employed to confirm the validity of the responses to questionnaires. Moreover,
Independent Samples T Test and One Way ANOVA were performed in order to
compare hostile actions faced by participants and levels of burnout experienced by
participants in terms of the individual characteristics of them.

In this sudy, correlation and regression analysis were run to determine the
relationship between mobbing and occupational burnout.
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The results are described in the next Section.
3. Results

In Table 1, the distribution of the participants working in health institutions is
presented in terms of demographic properties. The results reveal that 55.9% of the
participants are female, 62.9% of them are married, 82.2% of them are 38 years or
younger, and 80.3% of them are working for ten years or less. Of the whole sample
17.6% are doctors, 45.1% are nurses, and 37.3% are other health staff (including
laboratory assistant, medical technicians, etc.). As their working places considered,
48.9% are the employees in private hospitals, 18.2% are in state hospitals, 13.5% are in
university hospitals, and 19.3% are in other health institutions.

Table 1. Distribution Of the Participants’ Demographic Properties

Variables Groups Frequencies Percent
Gender Female 289 55.9
Male 228 44.1
Marital Status Single 192 37.1
Married 325 62.9
Age range 18-28 185 35.8
28-38 240 46.4
38-48 57 11.0
48-58 21 4.1
58-65 14 2.7
Occupation Doctor 91 17.6
Nurse 233 45.1
Other 193 37.3
Institutions Private 253 48.9
State 94 18.2
University 70 13.5
Other 100 19.3
Length of service 0-5 289 55.9
5-10 126 24.4
10-15 39 7.5
15-20 31 6.0
20 years 32 6.2
or more
TOTAL 517 100.0

Table 2 demonstrates the results of factor analysis and reliability analysis
conducted to support the structral validity of inventories. According to this table, the
number of factors whose eigenvalues are greater than 1 is 5 in Leymann Inventory and 3
in Maslach Inventory. Furthermore, it was found that the mean score of mobbing (1.75)
is lower than the mean score of occupational burnout (2.49).

In Leymann Inventory, the third factor “behavior threatening personal reputation”
explained the 23.7% of the variance and made a major contribution. Following the third
factor, the fourth factor (behavior threatening occupational situation) and the first factor
(behavior threatening communication) had also great contribution in explaining the
variance. However, a decrease was observed in the second and the fifth factors. The
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total contribution of these five factors to variance was 75.0%. Cronbach alpha
coefficients were calculated as greater than 0.90 for all factors. As means scores of the
factors were investigated, it was seen that the values changed between 1.53 and 1.87.
This revealed that the means of mobbing behaviours were lower than middle-level.
Mean scores had the highest value in the dimension of “behavior threatening personal
reputation” (1.85) and the lowest value in the dimension of “behavior threatening
occupational situation” (1.53).

The first factor “emotional exhaustion “explained the 25.8% of the variance in
Maslach Inventory. This made a great contribution to the variance. As regards the
quantity provided to variance, the second factor “reduced sense of personal
accomplishment”, and the third factor “depersonalization” came after the first factor.
Cronbach alpha coefficients were calculated as greater than 0.80 for all factors. As
means scores of the factors were examined, it was found that the values changed
between 2.32 and 2.61. According these values, it could be concluded that the burnout
levels of health staff were lower than middle-level. Mean scores had the highest value in
the dimension of “emotional exhaustion” (2.61) and the lowest value in the dimension
of “reduced sense of personal accomplishment” (2.32).

Table 2. The Results of Factor Analysis and Reliability Analysis

Number Eigen- Variance Cronbach’s

Factors of Items values explained Alpha X SD
%
M1: Behavior 11 6.78 15.1 0.93 1.87 0.81
threatening
communication
M2: Behavior 5 4.15 9.2 0.94 1.60 091
threatening social
contacts
M3: Behavior 15 10.68 23.7 0.95 1.85 0.83
threatening personal
reputation
M4: Behavior 9 7.85 17.4 0.95 1.53 0.84
threatening occupational
situation
MS: Behavior 5 4.31 9.6 0.95 1.76  1.03
threatening physical
health
Total scores of mobbing 45 - 75.0 0.93 1.75 0.51
OB1: Emotional 9 5.69 25.8 0.92 2.61 0.89
Exhaustion
OB2: Reduced Sense of 8 4.46 20.2 0.88 2.32  0.78
Personal
Accomplishment
OB3: Depersonalization 5 3.46 15.7 0.89 2.54 0.96
Total scores of burnout 22 - 61.7 0.87 2.49 0.58

Findings about the comparison of levels of mobbing and occupational burnout of
health staff in terms of personal characteristics are shown in Table 3. The findings
indicated there is a statistically significiant difference among the institutions and length
of services with regard to levels of mobbing and occupational burnout. The results
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yielded that marital status had an influence on levels of mobbing and gender and
occupation had an effect on the levels of occupational burnout. The levels of mobbing
was higher in single (X=1.84) compared to married (X=1.69), employees working in
state hospital (X=1.86) and university hospital (X=1.81) compared to the other health
institutions, employees working less than five years (Xx=1.81) compared to the others.
The levels of occupational burnout was higher in females (X=2.54) than males
(X=2.41), nurses (X=2.57) than doctors (X=2.37), employees working between 0 to 5
years (X=2.56) than the ones working more than 5 years, employees working in
university hospital (X=2.73) than other health institutions.

Table 3. Comparison of Means of Mobbing and Occupational Burnout Levels with
Regard to Participants’ Demographic Characteristics

Mobbing Burnout
Variables Groups = —
X SD p X SD P

Gender Female 1.76 0.50 2.54 0.57 *

Male 1.73 053 0376 241 os8 00U
Marital Status Single 1.84 0.54 * 2.53 0.51

Married 1.69 0.48 0.020 2.46 0.61 0.176
Age range 18-28 1.81 0.50 2.52 0.53

28-38 1.72 0.52 2.50 0.56

38-48 1.68 0.53 0.310 2.42 0.69 0.200

48-58 1.68 0.58 2.25 0.67

>58 1.69 0.33 2.33 0.60
Occupation Doctor 1.76 0.55 2370 0.72

I(\)Ig:se 1.76 0.50 0.676 22.51321 0.50 0.007"

o 1.72 0.50 o 0.57

Institution Private 1.71b 0.48 240b 0.56

State 1.86 a 0.58 * 2.50b 0.53 work

University 1.81a 0.51 0.028 273 a 0.51 0.000

Other 1.67 b 0.48 242b 0.63
Length of service 0-5 1.81a 0.53 2.56a 0.54

5-10 1.66b 0.45 245D 0.54

10-15 1.63 b 0.44 0.022° 240b 075  0.001"

15-20 1.67b 0.48 2.38b 0.56

>20 1.68b 0.55 2.13 ¢ 0.60

p<0.050 p<0.010 p<0.001 a, b, ¢; The difference between groups having different
letters is significant.

The simple linear regression analysis was carried out to reveal the effect of
mobbing on occupational burnout. Its results are presented in Table 4. The multiple
linear regression analysis was conducted to display the effect of mobbing on sub-
dimensions of occupational burnout. The results are demonstrated in Table 5.

As seen in Table 4, the model including mobbing (M) and occupational burnout
(OB) is significant (F=172.72; p<0.001). The R square of this regression model was
found 0.25. This means that mobbing explained 25% of the variance in occupational
burnout. The model obtained as a result of simple linear regression analysis is
exhibited as follows.

O0B=1.50 + 0.56M
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According to the model, an increase in mobbing led to an increase in the value of
0.56 in occupational burnout. There is moderate positive correlation between mobbing
and occupational burnout (r=0.50). It means that the levels of occupational burnout
increase when the levels of mobbing increase, or vice versa.

Table 4. The Regression Model between Mobbing and Occupational Burnout

Model Bi SE t p R R’ ANOVA

Constant 150 008 1919  0.000° F=172.72
0.50 025 )

Mobbing 056 0.04 13.14  0.000" p=0.000

Dependent variable: Occupational burnout " p<0.001

As seen in Table 5, the model including sub-dimensions of mobbing (M1, M2,
M3, M4, M5) and occupational burnout (OB) is significant (F=46.70; p<0.001). The R
square of this regression model was found 0.31. This means that sub-dimensions of
mobbing explained 31% of the variance in occupational burnout.

As stated in the results of regression analysis, all sub-dimensions of mobbing
were necessary for this model except “behavior threatening occupational situation”.
The sub-dimensions of mobbing were ranged starting from the highest to lowest with
respect to influence on occupational burnout as follows “behavior threatening personal
reputation”, “behavior threatening communication”, “behavior threatening physical
health”, and “behavior threatening social contacts”. The model obtained as a result of
multiple linear regression analysis is exhibited as follows.

OB=1.41 + 0.16M1 + 0.13M2 + 0.20M3 + 0.14M5

According to the model, an increase in the sub-dimension of mobbing which had
the highest effect on the occupational burnout led to an increase in the value of 0.20 in
occupational burnout.

Table 5. The Regression Model between Mobbing and The Sub-Dimensions of
Occupational Burnout

Model Bi SE t p R’ ANOVA
Constant 1.41 0.08 18.34 0.000"
M1 0.16 0.03 551 0.000"
M2 0.13 0.03 4.88 0.000" 031 F=46‘70*
M3 0.20 0.03 6.98 0.000" p=0.000
M4 0.02 0.03 0.76 0.446
M5 0.14 0.02 6.66 0.000"

Dependent variable: Occupational burnout "p<0.001 MI1: Behavior threatening
communication;, M2: Behavior threatening social contacts; M3: Behavior threatening personal
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reputation; M4: Behavior threatening occupational situation;, M5: Behavior threatening
physical health.

4. Discussion and Conclusion

Aiming at revealing the effect of mobbing on occupational burnout, this study was
performed on 517 health staff. Cronbach alpha coefficients for Leymann Inventory and
Maslach Inventory were 0.93 and 0.87, respectively. Soysal et al. (2014) reported
reliability coefficient of Leymann Inventory performed on 200 health staff in Kilis,
Turkey as 0.81, for Maslach Inventory reliability coefficient was calculated as 0.83 in
the study of Maslach and Jackson (1981) on human services professionals.

In this study, the mean score of mobbing of health staff was calculated as (1.75)
lower than the middle level. Additionally, sub-dimension of mobbing with the highest
mean score was obtained as “behavior threatening personal reputation” (rumoring,
gossiping, slandering, holding up to ridicule etc.). In the study of Dikmetas et al. (2011),
the mean score of mobbing of assistant physicians working in a university hospital in
Turkey (1.87) was obtained lower than the middle level as in our study. Avci and Kaya
(2013) examined work related and non-work related outcomes of mobbing behaviours
in service sector in Turkey, however, they obtained the sub-dimension with the highest
mean score as “behavior threatening social contacts”.

In the current study, the mean score of burnout of health staff was calculated as
(2.49) lower than the middle level as well. And the sub-dimension which had the
highest mean score was “emotional exhaustion”. Similarly, Dikmetas et al. (2011) in the
study on assistant physicians working in a university hospital in Turkey obtained the
sub-dimension of burnout having the highest mean score as “emotional exhaustion”.
Contrary to this result, examining the factorial validity of MBI on health nurses from
west-central Florida, Beckstead (2002) found “reduced sense of personal
accomplishment” as the sub-dimension with the highest mean score. Schaufeli and Van
Dierendonck (1993), Poghosyan et al. (2009), and Adwan (2014) calculated the sub-
dimension having the highest mean score as “personal accomplishment” in their studies
on nurses. Similarly, in many studies conducted in other sectors, sub-dimension
associated with accomplishment was determined as the one with the highest mean score
(Maslach & Jackson, 1981; Jackson & Maslach, 1982; Wright & Bonett, 1997;
Rutherford et al., 2014; Sadeghi & Khezrlou, 2014). That reduced sense of personal
accomplishment is more than the feeling of emotional exhaustion in other countries
with better working conditions may be due to ongoing working conditions more
difficult in Turkey. In addition, emotional state of Turkish people can not be ignored
undoubtedly.

This study revealed that the levels of mobbing and occupational burnout vary
according to some personal characteristics. One of these findings was that the level of
occupational burnout varies with respect to gender. Also, Maslach and Jackson (1981)
found that there were differences between male and female for each of the MBI
subscales. We identified that the level of female’s occupational burnout is higher than
the level of male’s occupational burnout. This result may be caused by higher level of
burnout in nurses (Schaufeli & Van Dierendonck, 1993; Beckstead, 2002) and by a
large amount of female nurses. However, the level of mobbing did not vary depending
on gender. Furthermore, Quine (2001) reported that the level of mobbing in nurses does
not vary in terms of gender, either.
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In the study, one of the important results was that the mobbing level of health staff
varies according to marital status. Additionally, the levels of occupational burnout and
mobbing of health staff that are single were found to be higher than married ones. Also,
Ramirez et al. (1996) found that being single is an independent risk factor for a high
emotional exhaustion score. One reason for this situation may be the work shift
scheduling. Another reason is being given single employees more work considering that
the responsibilities of single employees are less than married ones.

Although the levels of mobbing and occupational burnout of health staff vary
depending on the variable “age”, the difference was not statistically significant. Also, in
the study of bullying in nurses, Quine (2001) determined that there was not a difference
with regard to “age” variable. We found that both the levels of mobbing and
occupational burnout of younger employees are higher than married ones. Maslach and
Jackson (1981) reported that young employees have higher scores than old ones for
depersonalization and emotional exhaustion subscales of MBI. We discovered that both
the levels of mobbing and burnout of employees who are in the first five years of
professional work are higher than the other groups. Adaptation problems, excessive
workloads, lack of professional experience, tasks which are meaningless and do not
belong to the employee's area of expertise can be given the reasons of this result.

In this study, a moderate positive correlation was found between mobbing and
occupational burnout. According to the results of regression analysis, an increase in
mobbing led to an increase in the value of 0.56 in occupational burnout. These results
revealed that the basic hypothesis of this research (The frequency of mobbing
behaviours in health staff has a crucial influence on the level of occupational burnout.)
can be accepted. Restriction on communication, verbal attack on the person's way of
performing job, physical attacks, social isolation, tease, gossip, employment with
physically heavy tasks in the work places exhaust, depersonalize the victims and
decrease their job satisfaction, and they do not feel efficient. Another important result of
the research was that the most efficient sub-dimension is “behavior threatening personal
reputation”. This result can be explained as follows: the health staff has to undergo
difficult intensive long-lasting education; however, in their professional life, they are
faced with excessive workload, insufficient wages and even increasing violence. Thus,
they complain about not receiving treatment they deserve and not having satisfactory
living conditions. Under the influence of these problems, even a small attack of director
increases the sensitivity of employees.

Mobbing behaviours at workplaces and occupational burnout have negative
impacts on the working and private lives. Further research needs to be done to identify
factors that influence mobbing and occupational burnout. Employees should be
informed about mobbing and occupational burnout. Knowing their duties and rights,
employees improve working environment and help to remove problems.
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