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Abstract. The rapid spread of mobbing at an epidemic rate around the world, opens the question 

about the presence of this phenomenon in Republic of Macedonia. The purpose of this research 

is to confirm the emergence of mobbing in Macedonian education, the acts through which 

mobbing appears, as well as the existence of special risk group of possible victims of mobbing 

among teachers.  The sample is consisted of 102 respondents, employed teachers in primary and 

secondary schools and universities in Macedonia. The results show that the phenomenon of 

mobbing is present in the Macedonian education as well. NAQ-R was used in the research and in 

accordance with the Leymann criteria (1996), at least one negative act per week and with 

duration of at least 6 months; we received a data that 4% of the teachers are victims of mobbing.      

1. Introduction 

The mobbing as a phenomenon influence the working climate, interpersonal relations and the 

work performance of the employees, but the problem gets a more serious dimension considering 

the fact that the schools as a working place are also places where we grow and nurture our young 

generations and that is very hard to be done in a socially defect surrounding.  

 The purpose of this research is to confirm the emergence of mobbing in the Macedonian 

education, the acts through which mobbing appears, as well as the existence of special risk group 

of possible victims of mobbing among teachers. 

 Because of the fact that at European level, there is no commonly agreed definition of the term 

mobbing, this research was based on the widely accepted definition of mobbing given by  Stale 

Einarsen (2003): 

 “Bullying at work means harassing, offending, socially excluding someone or negatively 

affecting someone’s work tasks. In order for the label bullying to be applied to a particular 

activity, interaction or process it has to occur repeatedly and regularly (e.g. weekly) and over a 

period of time (e.g. six months). Bullying is an escalating process in the course of which the 

person confronted ends up in an inferior position or becomes the target of systematic negative 

social acts. A conflict cannot be called bullying if the incident is an isolated event or if two 

parties of approximately equal ‘strength‘ are in conflict.”[1] 

2. Metod 

2.1 Participants 

According to the State Statistical Office in 2010/2011, the number of employees in education 
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was 27652,  out of these 16703 are teachers in primary schools (10,899 females), 7088 are 

teachers in secondary schools (4151 females) and 3861 are teachers and associates in higher 

education institutions (1823 females).[2] 

 In order to get a complete picture of the occurrence of mobbing in Macedonian education , 

the survey covered employees (teachers) from primary schools, public secondary schools and 

state universities in the country. 

 The sample is a quota or stratified sample with a predetermined number of respondents in 

certain categories. So, from a total of 102 teachers included in the sample, 36 teachers are from 

primary schools, 32 are from secondary schools and 34 from public universities. The 

questionnaire was distributed via social networks online and forwarded to a group of teachers 

numbering more than 2000 members. We got answers from teachers in 14 different cities. In 

terms of gender representation, the questionnaire was responsive and returned by 78 women 

(76.5%) and 24 men (23.5%). In addition, most of the respondents that are working in primary 

education are women 83.3%, and most of the men surveyed were from higher education 

institutions (45.8%). In terms of work experience 50% of respondents are with experience of 6 to 

16 years and 46% are aged 31 to 41 years. Members of the union are two-thirds (62.75%) of the 

respondents. 

2.2 Instruments 

To assess workplace mobbing, we used the Negative Acts Questionnaire (NAQ-R), (Einarsen & 

Hoel, 2001) [3,4]. Revised version used in this study consists of two parts. The first part consists 

of 22 items that are describing different kinds of behaviors, while shown to be associated with 

harassment and victimization at work. This scale requests respondents to indicate the frequency 

with which one of the 22 negative acts has occurred at work in the last 6 months, on a 5-point 

Likert type rating scale, ranging from 1 (never) to 5 (daily). 

 The advantage of using a list of predefined negative acts is that, this way is more objective 

and reliable, because respondents do not have to express their judgment whether or not they are 

mobbed. On the other hand, this strategy does not differentiate the situations which the person 

can or cannot tolerate and also it’s not taken into account the respondents' ability to defend 

themselves. 

 In terms of the rate of prevalence of mobbing, the studies based on self assessment - typically 

show lower rates of harassment than studies that use lists of predefined negative acts. To obtain 

more comprehensive information about the forms and the perception of mobbing of employees 

in education, this study used two strategies for measuring mobbing. Using both strategies 

simultaneously, enabling comparison between the perception that you're mobbed and the 

exposure to a variety of negative acts. 

 Therefore in the second part of the questionnaire, the respondents were asked to make self-

assessment, or were asked how often they were exposed to mobbing at work in the last 6 

months. The categories for answer were: no, yes but rarely, sometimes, few times a week and 

almost every day. In answering this question, respondents were asked to consider the following 

definition of mobbing: " A situation where one or more individuals continuously over time, feel 

that they are exposed to negative actions by one or more persons, in a situation when the targets 

of  mobbing has difficulties to defend themselves from those actions.” 

 Within the questionnaire were added two more parts: the first part are the  personal data in 

order to obtain information on sex, age, type of labor organization, membership in trade unions 

and years of experience. Other additional section was added and placed after the NAQ-R and 

was designed to provide additional data for mobbing, such as duration of mobbing, the number 
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of providers of mobbing, type of mobbing etc.. The last part of the questionnaire was mandatory 

for all participants, regarding only those who believe they were mobbed. 

The questionnaire has satisfactory reliability and validity and internal stability of the scale of 

0.91 as measured by Cronbach's alpha. 

3. Results and discussion 

The results show that the phenomenon of mobbing is present in the Macedonian education as 

well. NAQ-R was used in the research and in accordance with the Leymann criteria (1996) [5], 

at least one negative act per week and with duration of at least 6 months, we received a data that 

4% of the teachers are victims of mobbing.      

 The results of this research show that mobbing experience have had almost one in three 

employees (teachers) in Macedonian education and one of 25 employees is victim of mobbing. 

 Thus,  30.4% of respondents said they feel that they are mobbed and 2% feel they are target 

of mobbing every day. On the other hand, through the questionnaire given to the respondents in 

which they stated about the frequency of exposure to negative acts, we received  a higher 

percentage of people being mobbed (35.3%), of which 4% are daily exposed to mobbing.  

Table 1. Identification of mobbing (in percentage) using the two methods: self evaluation/NAQ-R 

 Victims by self evaluation 

(N=102) 

Victims by 

NAQ-R (N=102) 

No 69,6 64,7 

Yes, but rarely 22,5 27,4 

Yes, monthly 5,9 3,8 

Yes, weekly and more often 2,0 4,1 

 

 The difference in the results obtained by two different methods that were used in the study [6] 

(self-evaluation and exposure to negative acts), raises the question of the origin of these 

differences. When respondents were asked directly whether they are mobbed and given 

definition of mobbing, they tend to underestimate their experience, compared with the estimates 

given in the questionnaire for negative acts. Thus, despite some negative act was happening 

weekly or even more frequently 42.9% of respondents (N = 28) responded that they do not feel 

like victims of mobbing. 

 There might be multiple reasons for this situation. First,  is the psychological explanation that 

for the respondents is offensive or embarrassing to identify and see themselves as victims of 

mobbing. The reason for this is that many mobbed reject the role of victim, because that role 

implies weakness and passivity and those personal attributes most people do not put them in the 

picture of themself. A second reason may be the lack of information. Negative acts given in the 

questionnaire  are known to the respondents , as they have been  in such situations, so it’s easy 

for them to admit it in the answers. But as the term mobbing isn’t so known in Macedonia, it’s 

possible that part of the respondents for the first time meet the definition of the term and 

therefore they have a problem to identify with it . 

 In order to determine whether there are differences in the presence of the phenomenon 

depending on the type of workplace, the survey included staff from the three types of 

educational institutions: primary schools, secondary schools and universities. The results show 

that mobbing is done on the teaching staff of all three types of educational institutions. 

Specifically, out of 30.4% of respondents who perceive and self evaluated as victims of 
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mobbing, 14.7% are employed in primary schools and in the secondary schools as well as 

universities mobbing occurs in 7.8% (Fig.1).  

 

Fig.1. The presence of mobbing in the educational institutions in Macedonia received with NAQ-R (F=3.225, p  

0.044) 

 The most exposed group to negative acts is found to be the teachers employed in primary 

schools (F=3.225, p 0.044). Also, from a total of 28 respondents that said they had been exposed 

at least once a week or every day to at least one of the negative acts, 50% of them (N = 14) were 

employed in primary schools, 28.6 % are employed in secondary schools and 21.4 % are from 

the  teaching staff employed in universities. If we consider the fact that most of the employees in 

the Macedonian education are employed in primary schools on the one hand and the fact that 

these teachers work with the most vulnerable age group of students (5 to 15 year olds), affected 

by the occurrence of mobbing are all of us. This is more than enough reason for further research 

on the emergence and taking measures to prevent it. 

 The negative acts are divided into two groups: acts related work and tasks (8 acts) and acts 

related to the personality of the respondents (14 acts). In terms of negative acts that the teachers 

are commonly exposed to, the research has shown that unlike other similar studies such as that 

of Salin 2003 and Tambur and Vadi in Estonia (2009), where they found that the dominated  

negative acts are the ones related to work [7,8],  in our research was found that the employees 

are exposed to acts directed at the personality of the employe. In fact, in the list of most common 

negative acts we have more acts directed at the person (2,3,5,6)  than to work (1,4). This 

indicates a lack of capacity to separate the personal from the professional in a problem situation 

at the workplace, which may be due to the traditional values that are specific to our region. On 

the other hand, at the bottom of the rankings are negative acts relating to openly express 

aggression. 
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Table 2. Rang list of the negative acts taking into account the arithmetic mean (M) of the emergence. 

Rang Negative acts M 

1 Someone withholding information which affects your performance 3,07 

2 Spreading of gossip and rumours about you 3,07 

3 Being ignored, excluded or being ‘sent to Coventry’ 2,43 

4 Having key areas of responsibility removed or replaced with more trivial or 

unpleasant tasks 

2,39 

5 Being shouted at or being the target of spontaneous anger (or rage) 2,29 

6 Having your opinions and views ignored 2,25 

7 Pressure not to claim something which by right you are entitled to (e.g. sick leave, 

holiday entitlement, travel expenses) 

2,18 

8 Being exposed to an unmanageable workload 2,18 

9 Excessive monitoring of your work 2,14 

10 Being ordered to do work below your level of competence 2,04 

11 Being ignored or facing a hostile reaction when you approach 1,96 

12 Being given tasks with unreasonable or impossible targets or deadlines 1,96 

13 Persistent criticism of your work and effort 1,93 

14 Repeated reminders of your errors or mistakes 1,89 

15 Practical jokes carried out by people you don’t get on with 1,82 

16 

 

 

Having insulting or offensive remarks made about your person (i.e. habits and 

background), your attitudes or your private life 

1,79 

 

 

17 Having allegations made against you 1,71 

18 Being humiliated or ridiculed in connection with your work 1,68 

19 Being the subject of excessive teasing and sarcasm 1,57 

20 

 

Intimidating behaviour such as finger-pointing, invasion of personal space, shoving, 

blocking/barring the way 

1,36 

21 Hints or signals from others that you should quit your job 1,32 

22 Threats of violence or physical abuse or actual abuse 1,29 

 

 

Fig.2. Graphic view of the received data for the negative acts, considering their appearance. 

0,00 

0,50 

1,00 

1,50 

2,00 

2,50 

3,00 

3,50 

1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 20 21 22 

Total 

1 

2 

3 

4 

5 

6 

7 

8 

9 

10 



3-5 February 2014- Istanbul, Turkey 
Proceedings of INTCESS14- International Conference on Education and Social Sciences 

 

546 

 

ISBN: 978-605-64453-0-9 

 

 Statistically significant difference (F = 4.177, p 0.05) was found in terms of membership in 

the union with the claim with sequence number 13, that concluded that union members are more 

often exposed to criticism of their work  than those who are not members the union. Statistically 

significant difference (F = 2.871, p 0.05) was also found in terms of age and claim number 6, 

and it was found that the elderly workers ( 53-65 yr.) are those whose opinions are often ignored. 

In terms of gender and work experience were not found any statistically significant differences 

for any of the negative behaviors. 

 For the mobbers, mobbing is a kind of an outlet through which they conceal weakness in one 

area of their life creating an environment in which they can demonstrate their power and 

importance over the victim, while providing a superior position for themselves and removing the 

person that stand on their path to success. According to Bilgel (2006) the mobbers are mostly the 

superiors, which is consistent with Pranjic (2006) [9], where the superiors are mobbers in 83 %. 

Similar results we obtained in this research, ie the superiors are identified as mobbers in the 

education sector in 66.65 % of the cases. Both men and women often occurs as mobbers. From 

12.9 % of men who see themselves as victims of mobbing even 9.7 % of them say that the 

mobber is their superior. The situation is similar for women where from a total of 87.1 % of 

potential victims 58.1 % identify the mobber their superior and only 29 % perceive the mobber 

as a colleague. The conclusion that can be deduced is that the vertical downward mobbing (from 

supervisor to employee ) is more common than horizontal (between peers) and it is probably due 

to positional power that can significantly boost psychological harassment. 

 This research sought to determine the characteristics and possible risk group but was not 

found statistically significant difference for any of the variables that were taken into account. 

Similar to other studies, such as the research of Pranjic (2006) [9], Lejman (1996) [10] etc. . 

there was not found a connection between the experience of harassment of teachers and their 

gender and although those who identify themselves as victims of mobbing (N = 31 ), 87.1 % 

were women and 12.9 % men, there was no statistical significant difference. 

 According to the institution in which they work most of the self evaluated victims of mobbing 

are employed in primary schools (48.4 %). In this study it was found a connection between 

exposure to mobbing and age of employees who self evaluated themselves as victims of 

mobbing. This is in contrasts with other studies like the one conducted by Einarsen and Skogstad 

(1996) [4], where they found correlation between age of the employee and the exposure to 

mobbing. Although it was not statisticaly significant in the current study, the age group at 

highest risk include employees aged 31 to 41 years, which may be due to the fact that this age 

group is most represented in the sample . 

 The results show that exposure to mobbing usually last for more than a year in 67.8%, which 

is similar to other studies that appear in the literature. For example, the average time of exposure 

to the study of mobbing by Einarsen and Skogstad (1996) is 15 months, and the study of Vartia-

Väänänen (2003) [11] from 15 to 31 months. This indicates the seriousness of the phenomenon 

in terms of the fact that how longer exposure to mobbing the greater consequences of mobbing 

and health of employees in the Macedonian education. 
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