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The purpose of this article is to form the original questionnaire to identify intensity
of the expression of mobbing in employees’ relationships. Mobbing in the context of
the paper is the bullying of an individual by a group at the work place. The article
presents only the statistical analysis of psychometric features of the formed question-
naire without elaborating on the results of the empirical research on the intensity of
mobbing expression in employees’ relationships in Lithuanian organisations. The
advantage of the questionnaire is that it is relatively short; however, it covers all
features which are characteristic of the mobbing phenomenon and provides the
opportunity to analyse the attack that does not fall under the definition of mobbing.
It can be used both for mass and local research at the level of single organisations.
Economic losses are also revealed by the questionnaire through the assessment of
damage experienced by employees, generated expenses and lost revenues.

Keywords: behaviour; employee relationships; interpersonal relationships;
organisational culture; economic damage; economic losses

JEL classifications: M12, M14, M19.

1. Introduction

In the practice of organisational management it is not enough to identify mobbing in
employees’ relationships; the complex data disclosing the spectrum and depth of the
problem is necessary. The psychological and social aspects of mobbing in employees’
relationships fall into the research range. However, in the practice of organisational
management it is also necessary to estimate the aspects of managerial culture, which
would disclose systemic mistakes. In order to initiate the changes in organisational man-
agement, it is necessary to use a universal, inexpensive and simple instrumental base,
which allows the diagnosing of problems, the relation of reasons and outcomes at the
levels of individuals and organisations systemically.

The diagnostic instrument is not only aimed to identify mobbing in employees’ rela-
tionships, but also to identify the wide spectrum of harassment in the workplace. It
allows the individual and managerial problems of an organisation to be indicated
without performing additional surveys, thus time and financial resources are saved. It is
suitable to use in both separate organisations and single branches of economic activity
(industry, transport, agriculture, services, construction) as well as in public and private
sectors. The functional electronic version of the questionnaire is designed for distant
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surveys (surveys being conducted via internet platform). Thus, the reliability of the
mobbing research instrument as well as analysis of the results has not only scientific,
but also practical meaning in developing models of organisational management.

The research problem is formed by the following questions: What instruments are
used to diagnose mobbing in employees’ relationships? What is the qualitative reliability
of the instrument used to survey mobbing? How does the applied instrument diagnose
the intensity of the expression of mobbing in employees’ relationships? Would it be
possible to determine the economic losses suffered by the organisation, supplementing
the research instrument in the future?

Before starting to form the new questionnaire for diagnosing mobbing in employees’
relationships, the review of questionnaires has been performed. Mobbing in employees’ rela-
tionships is diagnosed by using different questionnaires, tests and scales. The Leymann
Inventory of Psychological Terrorization (LIPT) (Leymann, 1990) has been analysed.
Jenkins, Zyzanski, and Rosenman (1971) use the Personality Type A/B Questionnaire
(USA), Tuomi, Ilmarinen, Jahkola, Katajarinne, and Tulkki (1994) refer to the Work Ability
Index (Sweden). Bjorkqvist, Lagerspetz, and Osterman (1992), Bjorkqvist, Osterman, and
Hjelt-Bick (1994a), Bjorkqvist, Osterman, and Lagerspetz (1994b) and Bjérkqvist (2001)
have formed several scales, which can also be used in surveying mobbing in several aspects:
Direct & Indirect Aggression Scales, Work Atmosphere Scale, Work Harassment Scale,
Peer-estimated Shyness, Peer-estimated Conflict Behaviour and the Psychosocial Workplace
Inventory (Finland). Knorz and Zapf (1995) used the Inventory of Mobbing Acts According
to the Frequency of Repetitions, which has been constructed on the LIPT basis (Germany),
Kaukiainen, Bjorkqvist, Osterman, Lagerspetz, and Forsblom (1995) developed the
Peer-estimated Empathy, Peer-estimated Social Intelligence instrument (Finland). Einarsen
and Raknes (1997) formed the Negative Acts Questionnaire (Norway). Pranji¢, Males-Bilic,
Beganlic, and Mustajbegovi¢ (2006) used the Mobbing Questionnaire (Croatia,
Bosnia—Herzegovina) for their empirical research.

2. Theoretical substantiation

In general, the topics of mobbing are also touched on in the studies indirectly related to
mobbing. Burgi (2014, p. 290) touches on the issue of mobbing when analysing the
anomic impacts of labour market restructuring and the erosion of social rights in
Europe. The article examines exit solutions, at the individual and collective levels,
involving violence against the self (suicide) and others (mobbing, xenophobia, fascism),
and concludes that Europe seems to be heading towards a protracted period of danger-
laden chronic and acute anomie. Testa’s (2013, p. 126) article proposes a synthetic
analysis and contextualisation of the most significant, thought-provoking films made in
Italy during the first decade of the twenty-first century which thematise or in other ways
convey the circumstances of today’s growing social inequality. Such circumstances
entail collective and individual trauma, loss of security and well-being in individuals
and families, indeed an increase in family breakdown — in other words, a pervasive
social crisis. Alongside the other films the article also analyses the case of mobbing.
During the research of appraisal, coping, motivational factors and gender in vocational
rehabilitation carried out by Andersson (1996, p. 161), the semi-structured interview
(with vocational rehabilitation patients), that concerned various key topics (programme
evaluation; causal attribution regarding the problem or disease; life-crises, threats, mob-
bing and unjust treatment; feelings of control; current situation; the future; how the
interview was experienced) was conducted.
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The analysis of the scientific literature in respect to mobbing has highlighted some
of following focuses. Aspects of communication and isolation in the context of mobbing
are usually very closely interconnected. Lutgen-Sandvik’s (2003, p. 472) article synthe-
sises extant research findings with the author’s own managerial experience into a com-
prehensive gestalt of the European Economic Area (EEA) as a communicative process
that evolves, escalates, and moves to new targets when earlier targets exit the
organisation. Lutgen-Sandvik and Tracy (2012, p. 3) maintain that organisational
communication research is vital for understanding and addressing workplace bullying, a
problem that affects nearly half of working adults and has devastating results on
employee well-being and organisational productivity. A communication approach
illustrates the toxic complexity of workplace bullying as it is condoned through societal
discourses, sustained by receptive workplace cultures, and perpetuated through local
interactions. The study researching these (macro-, meso-, and micro-)communicative ele-
ments addresses the most pressing questions about workplace bullying, including: how
abuse is manifested, how employees respond, why it is so harmful, why resolution is so
difficult, and how it might be resolved. Cowan (2012, p. 377) states that one issue that
has started to garner more attention in organisations across the globe and among human
resource (HR) professionals is the communication phenomenon of workplace bullying.
The article notes that for HR professionals, the definition of workplace bullying could
be much more complex. As workplace bullying is abuse primarily achieved through
negative communication, communication researchers seem well suited to explore how
HR professionals make sense of this issue.

Aspects of reputation in the context of mobbing are abundantly analysed by different
authors in different countries (D’Cruz & Rayner, 2013; Fox & Stallworth, 2010; Harvey
et al.,, 2007; Hugh-Jones & Zultan, 2013; Katrinli, Atabay, Gunay, & Cangarli, 2010;
Lutgen-Sandvik, 2008; Lutgen-Sandvik & Tracy, 2012; O’Donnell, Maclntosh, &
Wuest, 2010). The damage of mobbing to health is discussed in scientific articles by the
following authors: Duffy and Sperry (2007), Yildirim, Yildirim, and Timucin (2007),
Testa (2013), Burgi (2014), Garot (2014), and Schindeler (2014). An essential factor for
understanding the damage of mobbing to the physical and psychological health of each
employee and the productivity of the organisation is to realise that violence is used at
work. Studies of health and welfare in organisations show that tension at work has a
significant negative impact, weakens the mental and physical health of the employee,
encourages sick leave abuse or inspires employees to seek damages and/or reduces work
efficiency (Farrell & Geist-Martin, 2005). In addition, tension in the workplace is related
to psychological burnout (Cooper, Dewe, & O‘Driscoll, 2001; Tattersall & Farmer,
1995) and to social health, defined as the quality of individual network of personal and
work relationships (Farrell & Geist-Martin, 2005; Tracy, Lutgen-Sandvik, & Alberts,
2006), which has a negative impact on the performance of the entire organisation: turn-
over, a decrease in production, efficiency and creativity, the loss of reputation and the
possibility of legal proceedings (Bultena, 2008). The consequences of mobbing to an
individual’s health and that of their family were analysed by Duffy and Sperry (2007),
who present two clinical case studies of workplace mobbing in academia.

3. Methodological considerations

The questionnaire for Diagnostics of Mobbing as Discrimination in Employees’
Relations in Order to Improve Organizational Climate was constructed based on several
studies and pilot surveys conducted (Vveinhardt, 2012; Zukauskas & Vveinhardt, 2011).
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The structure of the questionnaire is presented in Appendix 1 and Appendix 2. The
developed questionnaire was tested by performing several empirical studies. The suit-
ability of the questionnaire was verified for the diagnostics of mobbing, and particularly
high reliability coefficients have been obtained, the expression of mobbing in Lithuanian
organisations and the correlation of the phenomenon with organisational climate have
been identified. The novelty of the questionnaire is related to the fact that the cultural
discriminatory context, which is especially relevant for the environment being surveyed,
has been evaluated by means of the specific questions. The original new universal
questionnaire integrating harassment and managerial contexts was developed for the
diagnostics of mobbing.

The new universal questionnaire Mobbing and Single Cases of Harassment in
Employees’ Relations (MSCH) presented in this article consists of 21 questions and 47
items (Likert’s scale), which were aimed to identify what type of bullying the mobbing
victims had experienced.

The items by Leymann (1990) make the basis of the items distinguished in the ques-
tionnaire (Scales 1-3). They are constructed by transforming (in the linguistic sense) the
items of Leymann presented in the LIPT inventory and formulating them in the first per-
son. The items (in the original variant of the questionnaire were in Lithuanian) have
been adapted for the specific cultural environment.

Ten of the 21 questions are about demographic character in order to form as vivid a
portrait of a mobbing victim as possible. The remaining 11 questions were aimed at dis-
covering harassment duration and frequency, the discriminator (a colleague, manager
and so on), the reaction of the victim to harassment, the person who has provided help,
the means to stop harassment, consequences for the discriminator and so on.

By means of operationalisation of concepts three scales of the instrument have been
formed: (1) Communication interferences in employees’ relations; (2) Formation of nega-
tive opinion and work character; and (3) Employees’ physical state and consequences.

The first scale consists of subscales of communication and isolation. The second
scale comprises subscales of reputation and tasks. The third scale consists of subscales
of health and harm. The subscales include 47 items (communication — 11; isolation — 5;
reputation — 15; tasks — 8; health — 5; harm — 3).

With the help of the items on the subscale of communication it is possible to iden-
tify verbal and non-verbal actions intended to disrupt the communication with the victim
of mobbing. The situation of the mobbed person, who experiences partial or complete
isolation in respect of colleagues, can be identified by the item of isolation subscale.
The level of debasement of the reputation of the person whose actions are revealed on
the basis of rumours, hints, etc. is found by the items comprising the subscale of reputa-
tion. The situation of the mobbed person in respect of received tasks, i.e. whether the
given tasks correspond to the competence of the employee, how humiliating the task is,
etc. is evaluated by the items on the subscale of tasks. Deterioration in the health of
employees, which is associated with both physical and financial damage, can be deter-
mined by the items on the subscale of health. The items on the subscale of harm are
intended to identify direct and indirect material losses. The fact that the subscales of
health and damage should be complemented by the items that in the future would allow
the researcher to specify economic losses, determined by the number of lost working
hours, the expenses of organisations and compensation to employees should be noted.

The culture, in which the instrument has been checked, is distinguished in the
social-historical experience (determined by the Soviet social engineering relevant for
Central and Eastern Europe). Initiatives, perception of public decisions, publicity danger,
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reticence, which despite political and social transformations taking place remain impor-
tant socio-cultural factors that influence different research being performed, are
characteristic. In pursuing precision the control questions that aim to evaluate openness
of the respondents have been included in the questionnaire.

4. Empirical results

The research sample includes 21 fields of professional activity. The fields of profes-
sional activity are grouped according to the Classification of Economic Activities
(Statistics Lithuania, 2008).

The empirical study was conducted in Lithuania on 11-23 April 2014. The number
of respondents was N = 1231. The survey was conducted at the respondents’ homes.
The multi-stage random sampling approach was applied. The research error was 3.1%.
Of 1231 respondents 867 indicated that they had experienced mobbing. The remaining
364 participants experienced bullying and harassment. This article presents only the
results of the employees who had experienced mobbing.

4.1. Methodological characteristics of quality of questionnaire dimensions

The parameters of harassment and bullying actions within the organisation were repre-
sented by 45 primary indications (test questions — steps), which were generalised into
six subscales (dimensions). Thus, the method of factorial analysis was chosen and as
the result the following subscales of harassment and bullying actions within the organ-
isation were distinguished: communication, isolation, reputation, assignments, health and
damage (see Tables 1-6). Having applied the method of secondary factorial analysis,
three scales defining harassment and bullying actions within the organisation were
distinguished: communication interferences in employees’ relationships, formation of
negative opinion and the nature of work as well as employees’ physical state and
consequences.

It is known from research and practices of psychometrics that the test (diagnostic
construct) can be successfully applied only when it has certain qualities: first of all,
reliability and validity. These characteristics are detected after having performed special
research and psychometric calculations. The mentioned psychometric characteristics can
be quite high (see Table 1).

First of all, in order to identify what percentage of the total is explained by the sur-
veyed object, the descriptive power or dispersion of the factor has been calculated and
presented. The factor should be interpreted if it explains not less than 10% of the disper-
sion. If the explained dispersion of the factor is less than 10%, it would be necessary to
search for the single test question, which decreases the dispersion of this generalised
factor. The data of Table 1 shows that the explained dispersions of both distinguished
factors noticeably exceed this lowest limit. In the communication subscale the explained
dispersion is 36.12%, and in the isolation subscale the dispersion is 59.17%.

The internal consistence reliability of the factor has been estimated after having
calculated the Cronbach’s alpha coefficient. The testing theory indicates the acceptable
interval of the coefficient change 0.5 < a < 1; the large internal consistence of the test is
shown by the high meanings of the Cronbach’s alpha coefficient approaching 1. In order
to estimate the internal reliability of the subscales of communication interference in the
employees’ communication within the organisation (N=799, N items=15), the
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calculated Cronbach’s alpha fluctuates from 0.85 to 0.89. The obtained rather high
Cronbach’s alpha meanings allows us to state that the items of the subscales included in
the instrument are resiliently related and are appropriate to diagnose communication
interference in employees’ relationships. However, the size of the Cronbach’s alpha
coefficient depends on the length of the scale — the more single questions which make
the scale, the larger it can be. Thus, when the scale involves more than five single test
steps, it is difficult to identify the real value and the additional measure of the internal
reliability of the scale, which would be more sensitive for measurements, if necessary.
So the meanings of the Spearman-Brown coefficient — which are more frequently less
than the meanings of the Cronbach’s alpha coefficient as it is accepted in the test theory
— are more often presented alongside the Cronbach’s alpha coefficient. In this particular
case they fluctuate from 0.79 to 0.88.

The resolution (differential power of the test steps [tasks]) or the correlation coeffi-
cient of the total item 1/itt is the indicator of methodological quality of the test. The
tests, which are based not on the solution of cognitive or logical problems, but on the
expression of opinions, require that the coefficient of the resolution would not drop
below the 0.20 limit. The appropriate estimations of the indicators of the communication
interference scale in the presented test fluctuate from 0.34 on the communication sub-
scale to 0.58 on the isolation subscale. The minimal requirements are significantly
exceeded.

Referring to the model of the factorial analysis of the main components, the factorial
weight of the test step L shows the cohesion of the variable statistical relationship. It is
expressed by the correlation coefficient between the variable and extracted factor. The
literature indicates that factorial weights are considered to be high in case their estima-
tion does drop below 0.6. The appropriate mean estimations of the indicators of the
communication interference scale in the analysed test fluctuate from 0.59 to 0.77. It is
evident that this condition has been met as well.

As the qualitative characteristics of both the obtained subscales of the test of com-
munication interference in employees’ relations are quite high, it is necessary to perform
the secondary factorial analysis. The secondary factorisation has been performed by two
different methods: the method of Principal Components and the method of Alfa Factor-
ing in order to check the test dimensionality. During both factorisations the indicators of
the methodological quality have been high (see Table 2).

By means of both methods of the factorial analysis one factor with the obtained
factorial weights of the subscales, which exceeds 0.8, has been distinguished from both
subscales, and the explained dispersion of the factor is much more than 70%. This
shows that it is possible to speak about communication interferences in the employees’
relations as an integral (one-dimensional) dimension.

Table 2. The results of the secondary factorial analysis of the scale of communication interfer-
ences in employees’ relationships.

Test subscales Principal components (model of Factor 1) F1 Alpha factoring F1
Isolation 0.94 0.87
Communication 0.94 0.87
Explained dispersion 87.74% 75.41%

Source: Authors’ calculations.
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It is necessary to discuss the characteristics of two scales (dimensions) Negative
Opinion Formation and Work Character and Employees’ Physical State and
Consequences, distinguished in the diagnostic test of harassment and bullying actions in
an organisation (see Table 3).

As the data presented in Table 3 shows, the characteristics of the methodological
quality in the scale of the negative opinion formation and work character are high
enough and do not drop much beyond the relative measures identified in the above-
discussed scale. In this scale quite high factorial weights of the test steps (on the aver-
age the factorial weights fluctuate from 0.60 in the reputation subscale to 0.68 in the
tasks subscale) dominate as well. The resolution of the test steps also exceeds the
minimal limit — it fluctuates from 0.35 in the reputation subscale to 0.45 in the tasks
subscale. The meaning of the Cronbach’s alpha coefficient of the intrinsic consistency
measure also fluctuates around 0.9, and the Spearman-Brown around 0.8.

Having identified the methodological characteristics of the quality in the subscales
of the negative opinion and work character, their secondary factorisation has been per-
formed by applying two different methods: Principal Components Method and Alpha
Factoring Method (Table 4).

The dispersion obtained during the secondary factorisation of the scale Formation of
negative opinion and work character in the test on the harassment and bullying actions
in the organisation is slightly lower than the one of the above-presented scale and it
fluctuates from 63.44% (by using the Alpha factoring method) to 81.77% (by using the
Principal Components method). The factorial weights of the subscales reach quite high
estimations: 0.80-0.90 (see Table 5). Even though the indicators of the subscale of
Harm are pretty high, it is supposed that in the future this subscale should be extended
to include the items regarding the economic losses suffered by the organisation that do
not prevent mobbing on time or allow competent employees to quit their job.

The data presented in Table 5 shows that the characteristics of the methodological
quality of the employees’ physical state and consequences scale are also quite high.
High enough factorial weights of the test steps, which fluctuate from 0.65 to 0.77, domi-
nate. As previously mentioned, the factorial weights are considered high in case their
value does not drop lower than 0.6. It is evident that this condition is met and exceeded.
The distinctive power of the test steps (tasks), the average meaning of which should be
not less than 0.2, is a very important indicator of the methodological quality of the test.
The appropriate values of the indicators of the employees’ physical state and conse-
quences scale in the presented test ranges from 0.44 to 0.58 and visibly show that the
minimal requirements are exceeded (see Table 6). Involvement of economic losses in
the questionnaire, relating them to the damage to health would help diagnose the losses
related to the employee’s deteriorated health.

During the secondary factorial analysis the factorial weights of the components
residual on the scale Employees’ Physical State and Outcomes in the test of the harass-
ment and bullying actions in the organisation do not drop below 0.7 of the value. And
the explained dispersion is slightly less (i.e. around 55% to 78%); however, it discloses
quite fairly the strength of the respondents’ approval for this criterion.

Considering the obtained high enough characteristics of the methodological quality
of the subscales and having performed the secondary factorial analysis by applying two
different methods, it has been identified that in the further analysis of the results it is
possible to speak about the model of one factor as well (see Table 7).

During the secondary factorial analysis the factorial weights of the components
residual on the scale in the test of the harassment and bullying actions in the
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Table 4. The results of the secondary factorial analysis on the scale of negative opinion
formation and work character.

Test subscales Principal components (model of Factor 1) F1 Alpha factoring F1
Tasks 0.90 0.80
Reputation 0.90 0.80
Explained dispersion 81.77% 63.44%

Source: Authors’ calculations.

Table 5. The characteristics of methodological quality in the dimensions of the employees’
physical state and consequences.

Explained

- . Factorial weight Item-total
Test N  dispersion Cronbach’s Spearman- (L) correlation (t/itt)
subscales items % alpha Brown
Mean Min Max Mean Min Max
Health 5 44.90 0.83 0.81 0.65 038 0.81 041 0.09 0.79
Harm 3 60.54 0.85 - 077 0.67 0.83 058 032 0.86

Source: Authors’ calculations.

Table 6. The results of the secondary factorial analysis of employees’ physical state and
consequences scale.

Test subscales Principal components (model of Factor 1) F1 Alpha factoring F1
Harm 0.88 0.74
Health 0.88 0.74
Explained dispersion 77.56% 55.03%

Source: Authors’ calculations.

Table 7. The results of the scale’s secondary factorial analysis of nagging and sneering actions
within the organisation.

Test subscales Principal components (model of Factor 1) F1 Alpha factoring F1
Reputation 0.88 0.87
Communication 0.85 0.79
Isolation 0.80 0.74

Health 0.77 0.73

Tasks 0.75 0.70

Harm 0.60 0.52
Explained dispersion 60.94% 53.66%

Source: Authors’ calculations.

organisation do not drop below 0.5 of the value, and the explained dispersion is slightly
lower (i.e. around 54% to 61%); however, it discloses the fair strength of the respon-
dents’ approval for this criterion.

From a psychometric viewpoint all presented arguments show that the created
diagnostic instrument (see the Appendix) of nagging and sneering actions in the organ-
isation is distinguished by high enough methodological quality. Of course, in future the
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reliability and validity of this test should be checked by means of other methods, e.g.
the method of re-test (repeated measurements).

5. Conclusion and discussion

The diagnostic instrument has been formed by evaluating the contexts of organisational
management and the social competence of a victim. In the article the attack together
with its expression is generally called harassment, particularly by identifying mobbing’s
classical features of expression according to Leymann. The items included in the ques-
tionnaire allow measuring the strength of attack features, reactions of the victim and the
organisation. The items provide the possibility of identifying the reactions to mobbing
(the victim of harassment) after having experienced the attack in employees’ relation-
ships, danger source (sources), actions of colleagues and managers, as well as organisa-
tional decisions, i.e. they involve levels of individuals and the organisation. The
reactions of the victim towards the experienced attack are identified by individual steps
of the test, namely decision-making and declination, the appeal to the attacker, manager,
colleagues, family members, specialists of mental and physical health as well as law
and quitting the job, etc. Who helped within the organisation and beyond it has been
evaluated as has whether the help was efficient. In addition, by means of the question-
naire the possibility for the initiative of the employee who had experienced the attack to
search for help, alongside the readiness of the organisation to react. The means to
measure this in sections of the actions of the employees and the organisation is also pro-
vided. The social competitiveness of the victim during the conflict as well as preventive
and intervention efficiency of the organisational system (institutionalisation of the phe-
nomenon in internal acts, collective agreement, managerial decisions and their timeli-
ness) have been measured. It has been estimated whether the anti-mobbing means
present in the organisation are functional. That is can mobbing be discussed in internal
documents of the organisation (e.g., in codes of ethics, collective agreements)?
However, this remains unimplemented in practice. The hypothesis ‘The questionnaire is
suitable to diagnose mobbing in employees’ relationships by systemically estimating the
organisational context of harassment at the workplace’ has been verified.

The performed calculations show that the diagnostic instrument of attack actions
applied to mobbing in employees’ relationships in the psychometric viewpoint is distin-
guished by rather high methodological quality. The items of the subscales included in
the instrument are closely related and are appropriate to diagnose communication inter-
ference in employees’ relationships. The appropriate minimal requirements formulated
for the estimations of indicators on the scale of the communication interferences in the
presented test are significantly exceeded. The condition, which is set for factorial
weights, is met. In addition, the characteristics of the methodological quality of the scale
of employees’ physical state and consequences are also quite high; the high factorial
weights of test steps dominate. The resolution of the test steps, the average value of
which should be not less than 0.2, has been exceeded.

It is anticipated that in the future studies the questionnaire will be supplemented by
the subscale of the economic damage, which is revealed in aspects of worsening
employee health, loss of working hours, compensations and other payouts.
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Appendix 1. The structure of the questionnaire

Number of Number of Numeration of items
items in items in the and/or questions in
Test scales Test subscales the scale subscale the questionnaire
1. Mobbing features, 1.1. Identification 5 11 1, 2, 3, 4, 5 questions
prevention and of mobbing
intervention phenomenon
1.2. Measures to 6 6,7,8,9, 10, 11
diminish mobbing questions
phenomenon
II. Communication 2.1. 11 16 7 12.1-12.11 items
interferences in Communication
employees’ 2.2. Isolation 5 12.12-12.16 items
relations
III. Formation of 3.1. Reputation 15 23 > 47 | 12.17-12.31 items
negative opinion 3.2. Tasks 8 12.32-12.39 items
and work character
IV. Employees’ 4.1. Health 5 8 12.40-12.44 items
physical state and ~ 4.2. Harm 3 Y, 12.45-12.47 items
consequences
V. Socio- 10 13, 14, 15, 16, 17, 18,
demographic 19, 20, 21, 22
characteristics questions




455

Economic Research-Ekonomska Istrazivanja

(ponunuo)))

10ssa133®

oy} WM SSUAIW JIY/SIY PAJUINPUL YIIYM ‘O[npayos Jurfjol oy} Aq Surpom
u23q sey ays/ay Isnedsaq Suiqqow Furoudadxd uosiod & se paweu uddq

9ARY JOU P[NOJ OYS/AY ‘UONIUYSP [BIISSB[I J) 0} SUIPIOIJE “IOAIMOY PAydBNER
AJOAISUUI U2Iq PEY WIOIA J) Jey) JUIPIAD dw099q sey 31 ‘Ojdwexd 10,
Noam 1930 KI9AD 10 Aep AI9AQ SInd00 judwsserey jeyy ‘ordwexa

10} ‘9)eorpur ued Judpuodsar Ay} 0s ‘papnoul Uddq sey JAYIQ, JOMSUR Y} JO
uondo ayp ‘sny, -oAIsuul Ajre[nonied — BSIOA 901A JO QAISUSJUI OS JOU 9q UBD
Kouonbaxy oy soseo [euondooxd U YoM B 90UO UBY) SSI] JOU INOJ0AI 0} Sey
juswsserey ‘3uIqqow JO 9Sed Ul ‘UUBWAYT “H JO UONIULAP 9y} 0} SUIPIOIDY
uonsanb siy Jo suedwr Aq paynuSpI SI judwisserey jo Aouanbaiy oy,

SIBOA QAISSOIONS [BIDAQS UBY) I0W 0] PI)se|

juowusserey oy} jeyy ‘ojduwrexa I0j ‘UONQIOSIP Je UONEWLIOUI [euonIppe juepodur
ur UM 0 Judpuodsal Jy) 10 PAWIe SI IO, JOMSUE I} JO JUBLIBA dU ],
(uonsonb pi¢ oYy 0) 9q

1M Jomsue jeym 0} 109[qns) Suiqqowr saduaadxa aokordwd ayp jeyy swnsse
03 o[qissod SI 31 ‘o10UWI pUE SYIUOW 9 JI SuswsseIey paousLdxe sey dokojdurd
oy} By} PAYNUIPI 2q PInom J1 (UUBWAYT “H JO UONIUYAp 3y} 0} FuLLjar)
syuowt x1s 0} dn st Jey], "Surqqowr J0 JUSWSSEIRY PIoudLIadxa sey juopuodsor
A3 uoneInp Jo 302dsar ur IyIAYM AJIIUSPI 0} pawIe SI uonsanb sy,
arreuuonsanb oYy pauado oAey pue

1 'seSuIqowrmmm 931Sqam pasi[erdads Y3 Ul UONRWLIOJUI Q) 10J PIYOIBIS JABY
sjuopuodsal Auew Moy AJIJUdpI 0} pawle SI UonIdsul sIyJANAnoe Jeuorssajord
JO sploy ayp 03 Surpiodde si Aoains ayy ur pajedionaed aAey oym syuopuodsar
2y} JO uonnqLISIp JeyMm AJUIpI 0} J[qe 9q 0] AIBSSIOIU SI UONIISUL

SIY) ‘UOISIOA JIUONOJ[ sy ul Sulf[y Aq pasn s1 areuuonsanb o) udyp

SHOM JIQU) Ul JUSUSSeIRy PaoudLIadxa
10U ARy OyM Sjuopuodsal oY) WOl JJBIO0SSeSIP 0} pawIe st uonsonb sy,

............... A\Aﬁﬂﬂoumm n®m.m®~ﬁ—v HO:HO

JooMm © 90UO UBY) SSOT [

3oom B 20UO URY) SSI[ JON O

(Poe1d uayey (SurA[nq) juswsserey sey udlo MOH ‘¢

(AK3100ds “aseqrd) 1oy 210w pue syuow XIS O sypuowr  x1s 03 dn O

(Pveld uoyey (SurA[nq) juswsserey Ay} sey U0l Moy ‘S I ‘7

Aquo suonsanb yi¢y
pue s Yy} Jomsue ‘arreuuonsanb oy} ul [ jou op ‘0N, paromsue nok J
oN O
sox O
Jom ok ur Sulk[ng Quowsserey poousLodxo nok aAeH ||

uoudwouayd Furqqow Jo uoneIYHRUAPL ‘1|

uoneoyroadg

suonsand

UONUIAIDIUT pUD UOYUIA2Ad ‘S24MD2f SUIGGOP |

‘(HDSIN) suoynjay ,saadojdutsy up juawssvavpy Jo sasv) apsulg pun Suiqqopy direuuonsand) -z xipuaddy


http://www.mobingas.lt

J. Vveinhardt and D. Streimikiene

456

(ponunuo))

2)9 ‘1o8eurwu

) Ajoweu passaIppe ays/ay J1 1a8euew oy woy ‘Ojdwexd 1oy ‘ooue)sisse

105 Sey wnoIA 9y JOYIOYM IO puy 0} jueptoduur ST 31 9SNeoeq JuUedYIUSIS
Aprenonted st uonsanb Y19 pue yig ayy jJo uosuredwos ay ], “djoy popraoid sey
oym uos1od oyy AJiuopr 0} swre uonsenb siy) quowusserey paoudLIddxd pey oys
/34 UUM WOIA AU} JO S}OB AU} AJUpI 0} pawre sey uonsanb snoiraid ay) sy

............... A\@vmoo&m hmwwm_ﬂv .Hur—uo

Aqwey ‘spuatr O

(Kouiope) 10Ame1 O

uorun-opel] O

IsIeIyoAsd O

1s130[0ydAsd O

Jo3euew oy, O

:SIOMSUE Q[qEIINS [[e 9JedIpu]

(droy pue poddns ym noA papraoid sey oyp ‘9

uouswouoyd Surqqowr ysIurwIp 0} sAINSeI 7’|

[opow InoTARYaq Joy/sIY ‘wo[qold oyl yim [edp 0] WIOIA A}

J0o ooudadwos ayy (Surkjroads) Surpuolxo ur [nyasn AI9A 9q UBd IAUI(), JUBLIBA
Y} ojul uANLIM 93K0[dwd Ay Jo uonoral oY) ‘sniy :padA)0aId)s oIk sIomsue
oy} Jo sjuereA pojudsaId oy IOMSUB UMO IOU/SIY 9JLIM 0} — JOMSUE J[qeIIns
OU SI 213} JI PUB ‘SIOMSUE [BIJADS duleu 0} pI)sad3ns si juapuodsar oy,
Io3euew orewd) Ay)

jsureSe andsuoo sojeurpioqns usym Juygels AJuapl 0) Wie Jou s90p uorsenb
SIYL (1930301 son3ea[[0o pue J9ZeUBW 9U)) [BONIOA PUB [BIUOZLIOY ‘(195euBw
oy Jsurede ajeuIpIoqns A} IO AJeUIPIOQNS IY/SIY IsureSe 1oFeuew ay))
[eonioA ‘(92Kordwd ouo jsurede sanges[[0d [BIAAIS) [BIUOZLIOY ‘(1oyjoue jsurede
9oKo[dwo 2uo) [BIUOZLIOY :PIYSINFUNSIP UADq dABY suonisod 10J ([eonIoA pue
[BIUOZLIOY ‘[BOTIIOA [BJUOZLIOY) JUSWISSEIRY JO UONIIIP Y} AJIUIPI 0} IOPIO U]

............... A\@mooﬂm nmwwo_nﬁv .Hmr—uo
Ioy9] uoneuSISAI B UANLIM JU) Popuey dAey | OO
s1oquiowt A[rwiey ‘spusLy pjoj aaey | O
901ApR [e30] uoYe) oAey [ O
uorun-opes) dy} passaIppe aAey | O
(sIosserey) Josseley oy} WOL ABME PIAOW dq 0} Payse aAey | O
(songes[[09) an3e3[j0d & PO} 2ARY [ O
isideropoyoAsd e passaippe oaey [ O
1s13010yoAsd e passaippe daey [ O
IoSeueW Ay} PaWLIOful ARy [ O
dojs 03 payse aaey [ O
SunpAue suop 3. usAey [ O
ISJUBLIBA
J1qeyns [[e 3ed1pu] ((SWA[NQ) JUSWSSEIRY 0) PAJOBAI NOA JABY MOH G

songea[[oo pue 1o3euew Ay yog O
103euew oy O

son3e9[[0d [e10A9S O

onge9qjoo v O

(A1INQ “1osseIey B Ssem oYM §

uorneoyroadg

suonsanQ)

UONUINI2JUL pUp UONUIA2LA ‘S2.4n]Ddf SUIGGOPN |

(panuyuo)) *z xipuaddy



457

Economic Research-Ekonomska Istrazivanja

(panunuo))

sjoIguoo Jurqqowt

Surajos ur Ayorqnd ‘uonesunuwwod [euonesiuedio ul swajqoid Jqissod

0} PJE[oI SI MOUY },UOP [, JIOMSUE U} JO JUeLIBA JY ] ‘suonsanb snoraaid oy
palomsue AIsauoy 2Aey Sspuapuodsal a3 Joyroym SUINIAYD MO[[B SIOMSUR Y],
11109 9y} 03 305 ‘Surqqowr 0} ONSLIVIOBIBYD JOENE JU) UOHUSUWL [OIYM

‘S)Nsme| oM} A[UO 9peddp Y} SuLnp — syudwnysur [e39] asn 0} [eordAre s 1
eruenyir ur ‘odwexo 10 10ssa135e oy jsureSe jJou JO USNe} I8 SUONOR JeyM
AJ1uopl 0} pawire SI 3] "paoudLIdxd pey dys/ay uonenyis Ay 0 199[qns ‘siomsue
JY} JO SJUBLIBA [BIDADS IO dUO 3s00yd 0} Ajiqissod ay) UoAIg st juapuodsar oy,

[euty jou SLISI[ oy ],

(uonsanb Y19 a) 19n0sa1 oy} ‘(uonsanb

(IS 9Y}) JUSLUSSEIRY O} WIIOIA A} JO UONORAI 9y} 9T ‘A[snoraard paynuapr
u02q sey jeym ypum aredwods o3 osodind 9y yum suonde Y UNE) Pey oYM
Ay100ds 03 payse st juopuodsar oy ‘A[oanisod paromsue st uonsanb iz oy I
uonsonb

YT 9y 01 spaodoid Juopuodsar oy 0S "PIIOMSUE 9q 0 Jou dIe suonsonb
Y0 PUe Yl ‘Yig Y ‘A[oAne3au paromsue uadq sey uonsanb snoraaid oy J1
Suiqqow

JW02I9A0 0} JueAd[al are yorym ‘Ayorqnd jo Aorjod ‘uoneounuuios jnoqe
SOjJ0U OS[E INq “[OeqPa9} Oy} JO 90Udsqe J0 doudsald oYy AJuo jou SMoys SIy],
Suiqqow

doe[dyj1om Juaadld 01 uade) SUONOR Ay JNOQE PAWLIOUI UAI] JOU SBY WIIOIA
U} JBY} PAYNUSPI SI J1 UISOYD SI ,MOUY 3, UOP [, JOMSUR ) JO JUBLIBA Y} J]
uonesiue3io ayy ur uouswoudyd Surqqow ay) JusAald 01 (Jou J0) USNe} UAq
PeY YOIyM ‘SUOTOR Y} JNOQE SMOUY WIOIA ) IOYIAYM AJIIUSPI 0} AIeSSa09U ST
1 “(uonsanb 9 ay1) papiroid us9q Sey dJUBISISSE A IAYPAYM JO Juapuadopu]

............... A\A.tovﬁm nowﬁo—gv h@r—uo
mouy| J,uop [ O
(s19sserey]) Josserey
& jsureSe parjdde sem uonnossold [eUIULID JO UONOR dANBNSIUIWPY [
uonmNsaI dpew sey (s)rosserey ], O
POWLIOJUI USSQ 9ABY JUSWIAOIONUS ME[ JO suonmusu] O
pasoduir sem Ajeuad Areurdiosiq O
Sururem [eqlop O
saouanbosuoo oN O
((s19sserey) I9sserey Ay} 10 saduonbosuos oy) arom jeym ‘SHX JI 6
............... A\mn:ovﬂm dwﬁ@—gv h@r—uo
SONLIOYINE JUSWOIIOJUS MeT []
uorun-opel] O
songeo[0) O
IoGeuew Y[, O
({SUONOE AU} UNE) Sey oym ‘SHA I '8

uonsanb Y311 oy 03 padooid ¢ 0N, uonsonb siy} paromsue ALY NoK J|

mouy j.uop [ O

oN O

sox O

Jpuowisserey ‘SurA[ng juoadid 0} uaye) useq suonoe Aue 9AeH "L

uoneoyroadg

suonsanQ)

UONUIAIDIUT pUD UOYUIA2AA ‘S24Daf SUIGGO T

(ponunuo)) -z xipuaddy



J. Vveinhardt and D. Streimikiene

458

(panunuoy))

oW1 y31y o1e uonesiue3Io oy} Jo Spoy dnews[qoid Jo/pue
SyISuans ‘[2AJ] [BUONEBSIUBSIO JB PIA[OS dIB SIIPU0d Jurqqowr Moy payroads
SI J1 SIOMSUE o) JO SjUBLIBA pue suonsonb pajussard-oroqe oyy yym 10ye30],

Qjew[o JeuonesIULSIO

pue juowaSeuL JOIFUOD 0) PIAJR[AI ATe YOIYM ‘DInno juowdseusu

Jo sworqoid a[qissod oy Jnoqe sajou Apred 31 ‘uonrppe uj ‘uonesiuedio

A} JO WASAS uonuaAdld pue UONUIAINUI Y} dSATeuUR 0) PIWIe SI uonsanb Ay ]

............... A%,too&m Amm.mm:ﬁmv REYITe)
"O]qe[IeAR SI Q0UR)SISSE Joyj0 pue [eo1dojoyoAsd s1opuar oym jsieroads oy, O
Josserey oy} Joddns 1o juoroyipur are sanged[[o)
Q0ueR)sISSe JoY) Jopudl sAem[e songes[jo) O
"PIoY Q1B ‘99US[OIA JO S}OB
SHWWOD INTBI[[0O B USYM 9ABY( 0} MOY JO/puB 99ud[0IA [ed1sAyd pue
[ed130]j0yoAsd proae 0) moy paure[dxa sI 11 d10yM ‘SIeullids pue ssururel], O
JuSISSEIRY
pue SulA[nq paduouadxa pey nok J1 1aSeuewl oy} SS2IPPe 0O} SS[asn SI I [
pordde arom s359) [eor3ojoyohsd ‘ssaooid juowkodwe oy Juumg O
JuUoWIadITe
QAT}O9[[0O Y} UI JUSWISSEIRY pue SuIqqowl 0} UIAIS U0dq sey uonuape oN I
Pamoj|oy Jou
SI 31 IOADMOY $SOIYIQ JO 9POJ d) Ul PISSNOSIP dIe juswsseley pue Jwk[ng O
Pamor[oy
SI YOIYM ‘SOIT[)Q JO 9POO Y} UI PISSNISIP Ik Judwusseley pue Sulk[ng O
JUSWIAAITE JANIJ[0D Y} Ul PISSNISIP aJe judwisserey pue Sulkjng O
djoy swos 303 pue juswsserey
pue SuA[nq paoudLddxa 9ARY NOA JI J9ZeuRW AU} SSAIPPe sAem[e ued nox [
:uonesIuesIo mo uy ‘1|
............... A\@vmooﬁm ,OmNO—Qv .HOSHO
opew Ud9q 9ABY Suonoe oN O
PRy
uooq sey doe[dyrom oy je Judwsserey Jo uonuoadld je pawre Jeurwos oy O
PaNAUL U2q Sey (Jueynsuod) isiferoads euorssajord ayy, O
SoN3es[[0d YIM PISSNISIP UQ Sy uonemys AyJ, O
Sud[nq
quowusserey Jo 9dueId[ojul pejensuowdp Aorqnd sey 1oSeuew oy O
ordwexa
9qe1d[ojur ue se uonesiuedio Ay ur Aorqnd usAId sem uonemyis oy, O
(WUDAD SIY) JoYe dpewl uonesiuedio/aogeue oy} sey uonde Jeym 0]

uorneoy1oadg

suonsanQ)

uonyuaa.IUl puv uoyuaaaid ‘saimpaf uiqqop |

(panunuo)) -z xipuaddy



459

Economic Research-Ekonomska Istrazivanja

(ponunuo)))

SMIIA [eontjod Aw 0) onp pasoepe ueq dAeY |
payoowr are Yoaads ‘sormsasd ‘Funyem AN
suoneyw] [edrsAyd Aw je ysney Aoy,
JsiperyoAsd e JISIA, pINoys [ Jey) SiuIy Ieay |
swa[qoad [ejuowr 2AeY | Jey) 203 A103S AL
Paxoow ‘paIdsus we |
JW JNOQe POJRUTWIISSIP 2JOM SINOWINI dS[E]
yoeq Aw puryoq sw oFeredsip Aoy
uonendsy 1°¢
A2120.40YD Yi0M pup uordo 2ayv3au JO UOYDULIO T]T
ooerd Aidwd ue, se pajean) we |
QW YPIM JEOIUNUIIOD O} USPPIQIO] I8 sanFed[[o)
$an3ea[0d AW WO} JOUME) ‘W00l JOYJOUR 0} PIAOW Uq sey doejdyiom AN
WOy} [PIM JJedIUNUIIOd 0} dW MO[[. Jou Op san3ed[[o)
QW UM SIJEOIUNUILIOD QW 0} s)[B) APOqON
UONE[OS] "C'C
SaNd 3021pul SUIOp AQ W IM JOBIUOD PIPIOAR AY] °
SOIMSaF 10 SAOUR[3 [nyuIepsIp SUIMOYS AQ SW YIIM JOBIUOD PIpIoAe Ay,
Sunum Ul PaudJBAIY} SBM |
A[[eqioA PouSEaIy) Sem |
ouoyd 9y} I9A0 PISLIOLIR} W |
pas1ono st 9J1] [euosiod AN
PISIONLID ST JJom AW JO ANARONPOI]
pasnqe A[pnoj ‘ye pajnoys we |
ow sydnuyur Apuelsuod Apogawios Yeads [ usyp
uorurdo Awr ssa1dxa 0} swr mofje jou op sanJea[joo AN
uorurdo Aw ssa1dxa 0} ow Mmof[e jou sop 195eurw Y],

YTl

€ccl
el
1¢cl
‘0TTl
‘61°Cl
81Tl
‘LTCI

91Tl
Sl
YTl
el
el

el
el
el
el
el
el
el
el
el
el
el

Juowsserey ‘SUIA[nq paousLadxe aAeY NOA suonoe jeym £q 9)edoIpuy ‘|

UOTJROTUNTUTIOY) “[°T

suoyvja.  saadojduiad ul SaoU2.12[423U1 UOYDITUNUULO)) “T] suonsang)

(panuguo)) g xipu

addy



J. Vveinhardt and D. Streimikiene

460

(ponunyuo))

pareard Aqeroads are ‘sosuadxo [elrdjewr 90udLIdXs [ YOIYM JO asneddq ‘suonenyis YL Ly 7]
QwoY AW Je QUOpP U9 Sy UWLIBY [BLIJBW JOIP YL 9p T
QUOP U9 Sey ULRY [BLIdJRW JOAIIP YL, Sy 7]
wiey "¢y
jInesse [enxas paoudLadxo oAey [ v
Aysey Aprenonged ow yim oAeYydq Aoy €471
Jysne),, uoaq dABY PNOYS | 9SNBIAQ dw Isurede pasn udaq sey 2oud[oIA [edrsAyd WSS 7471
owr jsurede 9010f [oIsAyd asn 0} syeaIy) pIeaY ALY [ [H 7]
)edy Aw Ioj [nyuLrey syse) ay) uuoyrad o) pey | 0y 71
WiesH "['y
saouanbasuod pun aypys (po1sdyd  saalojdutry AJ
QW  JIPAIOSIp,, 0} I9PIO Ul uonedyrenb Aw pasoxa jey syse) yIom 3 108 ARy [ "6€°C1
SYSB) JI0M JAISUJO 395 [ 8¢€°71
Wd9)S9-J19s Awr Suner[ruuny syse} 9y} wogrod 03 padIoy we [ “L¢° 7]
Sy[Se) 9[IIe[0A 138 A[JUeISuod [ "9¢°71
pougdisse uoaq oAey Jomod Aw Jurpasoxa sysel oyl ‘GETl
SY[Se) JJIom ssa[Suruedut 133 | H€71
jom Awr e SumyAue op 03 Aujiqissod oy 9ABY J0U OP [ "€€°CT
Sy[se) yjIom Aue 303 J0u Op [ ‘7€ T
SYSBL "CT'¢
9AO[ e 0] SIAYJO IO SUONR[AI [BNXAS JNOGE SYIBWAI PIBAY dARY [ "[€' 7]
uo os pue syIewal ‘saseryd oAIsudjo ‘afen3ue] peq Iedy [ JoU Ay} UQ "0€'C]
PaIqnop A[Snonunuod e SuUoISAp AN "67°C1
K[oAISuUajo ‘Ajirejun pajenjeAs sI y1om AN ‘87°C1
uISLIo [e100s Aw je yoow AdyJ, L7 Tl
Ayreuoneu Aw ye powr £y, 9771
SMOIA SNOISI[1 AW 0} NP PIIB}E UQ dARY | ST
A21ODADYD Y10M pup uolurdo 2ap3au fO UOYDULIO “[]] suonsanQ)
(ponunuo)) 7 xipuaddy



461

zivanja

v

Economic Research-Ekonomska Istra

(panunyuo))

o8e1omas ur page3ud

sosudiojue 1oyj0 Aq pounojrad st 31 10 9o1A0p SurAyund o8emas jo uoneyojdxd
AP M 19Y32350) INO PILLIBD UYO SI 1 9snedodq Anande A[ddns 1orem sopnjour
uonods AL, "s9ss9001d JuLINIoBNUEW IO UL PISN JO PIAOWRI oq ULd
uouean) 98emas pue Iojem Jo ssedoxd oy ur 303 sponpoid oy, “(Jeaowar pue
Surssooord ‘3unod|[od sLIqop Surpnjour) SIS UOHONISUOD PIJRUILILIUOD JO SB
[[9M SB “9)Sem P[OYasNOY IO [BLISNPUL PI[OS-UOU PUE PI[OS "§°0 ‘Q)sem JUILJIP
Jo juowoSeuew Oy} 0} PJE[AI ST YOIYM ‘AJIATIOR U} SOPNJOUT UONOIS SIY ],
SuruonIpuod-Ire pue weds Jo Ajddns oy

sopnjour ose 3] ‘seS 10 1omod L1090 JINQLISIP PUB [OUOD DJLIOUST YOIYM
‘SWAISAS sed pue AJI0LI9[9 JO uoneo[dxd Ay} SIPN[Oul UOKIS SIY} sny [,
S3uIp[Ing [er3UOPISAI IO S)OLISIP [RLNSNPUL 0) I

Y pue JojeMm 10y ‘wed)s ‘sed ‘AoLnod[o Jo Ajddns oyi SOAJoAUI OS[R 1 (10)0B)
QAISIOOP Ay} JOU SI JIomiou ay) Jo azis oy "sourjodid pue surew ‘sour] Ajddns
Jo (syr0miou) aamonyseyur jusueunad Sursn Aq Jojem 10y ‘wiedls ‘sed [einjeu
‘romod o1109]9 Jo Ajddns oy 03 paje[ar K)1Anoe Ay} SOYISSE[O UOIISS SIY
syonpoid mou ym spuduodwiod JIdy) JO SJUSWUOIIAUD

‘s[erIojew Jo A3UBYD [BOIWAYD IO [BIISAYd oy} Sopnjour uomoads sy L

Loy (sed [emjeu)

seg 10 (J10) pinbr| ‘(210 pue [B0D) PI[OS UI PUNOY AJ[EINJRU OB UOIYM ‘SOOINOSAI
[eIQUIW JO UONOBNXD A} 0} pPaje[al sadA) AJIAnoe ) JO SISISUOD UONOS SIY],
soSuel 2INJeU I0 SWLIR)

ur syonpoid J1a Jo sfewnue ‘9[qeddaA 19yj0 Jo ndino ayy se [jom se Suljpuey]
Joquin ‘Gurpoaiq Jewiue ‘Suimoid doro I9A00 AU SO0INOSAI dINjeu pue
S[ewtue ‘s9[qejogfoA JO Osn oy} 0) PRI SANIANOR JU) SUIBIUOD UONOS SIY

SONIAIJOE UOIRIPAWAI pue juswddeuew d)sem ‘d8eromas ‘Ajddns 1orepy

A1ddns Suruonipuoo Jre pue wes)s ‘sed ‘Komod[g

Sunmoejnuey

SurAirenb pue Surury

Surysig
Ansa1og
amnoudy

uonyeoyroadg Ananoe [euorssojord Jo splarg
:Ananoe [euorssajold mox Jo spparg g1
$2118142300.40YD 1ydD.130UWP-01008 | suonsanQ)

(ponunuo)) 7 xipuaddy



J. Vveinhardt and D. Streimikiene

462

(ponunyuo))

suonmusur

[eroueUY Je[IWIS pue spunj ‘sysny pue soruedwods Jurpjoy Jo AjAnoe

A 91 “0FeI0IS (JISSE) JUSUISIAUL JO ANAIIOR OU) SIAJOAUI UONIIS SIY) OS|Y
SOJIAIOS

[eroueUYy Sururejurew AJIANOR I} S [[9M se Sulpunj uoisudd pue doueINSUIL
‘oouBINSUL OPNOUL Jel} SOJIAISS [BIOURUL JO AJAIIOR OU} Y)IM S[BOP UONOS SIY],
SIOIAIOS UOIBWLIOJUI JoYI0 pue Sulssadoid ejep ‘sargojoutyod

UOIBULIOJUI 0} PAJB[OI ANATIOR QY {SoTessoul Jo ejep se [[om se ‘sjonpoid asoy)
Surpeads 10 SurAoAu0d mofre yorym ‘samsedwr jo Ajddns o ‘sjonpoid armymno
pUE UOIBULIOJUI JO UOIBUIIASSIP pue uononpoid yjim S[edap uonods oy,
uondwnsuod arerpawwr

10J Jueow $a5eI0Adq puE S[edtl Apeal Jo UoISIA0Id Se [[om Se SID[oABT)

IOUJO PUB SIOYSIA 10J UOHEPOUIIOdIE ABIS-1IOUS JIM S[BIP UONIIS SIY],
S10LIN0S pue 3sod Jo AJA1IOE QY3 sopnjour os[e

UoI309s SIY], JUdURINIOAI 103e1ddo 10 JOALP Yim judwdinbs podsuen jo judx
O} YIIM S[BOp OS[e UONIas SIYL 91 9y} pue oFe1ols ‘Furpuey oJieo ‘Funyred
pue s[eurud) Jodsuen jo Suruonouny oy} se yons AJIAIOR PAJe[l AY) Se [[om
se sadid pue 1re ‘101EM ‘pROI ‘Kem[rer Aq 031eo Jo uoneyodsuen panpayos
Jou JO PI[Npayods ‘03I1ed pue soFuassed Jo uonerodsues) sIPNJOUL UONIIS SIY ],
$0[0A010J0UI PUE SI[OIYIA I0JOUI JO SOUBUSIUIRUI SIPN[OUL OS[E UONOIS SIY ],
"Open) 10J OISLIAJORIRYD SIOIAIIS ) Jo uoisiaoid ay) pue (urssadord noyum
9[es "9'T) SPOOS JUIIP JO [IBISI PUB J[ESI[OYM [JIM S[BIP UONIAS SIY],
s3urpying Arerodwo) Jo uonoNNsuod

oy} SE [[oM Se ‘9IS UONONNSU0d 9y} Ul sermonys Jo sSurp[ing pajeosuqeyord

Jo Sununow ‘SjudwWASIE[US JO UONONISUOIAI JO uononnsuod ‘medar
‘UONONISUOD MU 9q UBD SIY], "SHIOM UONONNSUOD [e10ads pue saInjonys
SuouIdus pue s3uIp[Ing JO UONONISUOD [BISUIT SIPNJOUT UONIIS SIY],

SOIIAT}OR QOUBINSUI PUE [EIOURUIL]

UONEOIUNWITIOD PUE UONBWLIOIU]

SONIAT)OE UONJEPOWUOIY
SOIIIATIOR QDIAIOS POO]

93e103s pue uoneuodsuel],

SO[0A0I0JOUI PUE SI[OIYOA JOJOUI JO OIUBUSIUIEIA
[1e101 PUB J[ESI[OYA

uonoONNsuo))

$O1SLA2IODADYD I1YdDAZOUWIP-0120 A

suonsanQ)

(ponunuo)) 7 xipuaddy



463

zivanja

v

Economic Research-Ekonomska Istra

(panunuoy))

uoneonpa ajeAlid pue el Y1o0q M S[ESP UONDIS SYJ, U0 OS PUB S[OOYIS
uosud ‘soruopede pue S|ooyds AIBI[IUL SIAJOAUL UOIOIS SIY) S[OAJ] dA10dsar
J& OS[Y "UO 0S pue AJBINI[[I JO UONEUIWI[d Joj sowrueIdord ‘uoneonpo

JNPE. SE [[9M S ‘S[OAQ] JUAIQPIP S} I8 WRISAS uoneonpa (Jeuonipen) Jengal
Jo suonmmsur JUAIRHIP Aq pojudwd[duwr uoreINpPS Y} SUIBIUOD UONIIS SIY],
20uopuodsarIod 10 JouIu]

9y} ‘UOISIAJ[Q) ‘OIpeI AQ SE [[oMm SB ‘Ud)ILIM Ul 10 A[BI0 pasiue3Io 9q ued
uoneonpy ‘uoissdjoid Aue Jo IO [9A9] AU JO UOHEBONPI SOPN[OUI UOIIIS SIYT
K)1Inoas [e100s

(o1835) A10S[ndwod Jo ANAIOR AU} SUIBIUOD OS[E UONIIS SIY [, “soweIdord
JUSWUIOA0S pue SITejje USIAI0) JO S [[9M SB ‘Suonmusul uoneIdrumul ‘Ajnoas
pue J1op10 o1qnd ‘9oudJop ‘Xe) JO JuSWTeUBW I} SONIAIOR JAR[SISI]

‘way uo paseq sawwreidord oY) Jo JudwaSeurW SE [[om Se ‘uonelardiour
€391 J1oy) pue way Jurkuedwosde syoe [e39] pue sme[ Jo uondope oy yum
s[eap 3] suonmnsul uonensiurwpe oqnd Aq pauuopied Apuenbayy jsow are
UOIYM. “SOIIATIOR JUSWUUIOAOT-J[0S Pue 91e)s JO sadA) oy} SOA[OAUI UOTIOIS SIY],
ssoursnq

Jo suonerodo [e10USS UTBIUTBWE YOIYM ‘SOIIIATIOE SNOLIBA SIPN[OUI UOII9S SIY L,
SIOWNSUOD 0} J[qR[IBAR JW092q S[[IS

pue a3pajmou] [eroads 31 0] NP SSAUIPLAI JO [9AQ] YS1y saxmbar Ayanoe siy,
")IAT}OR [BOIUYD9) PUB OYNURIOS ‘[euolssajord pasiferoads sopnjour uonods sy,
s1oeuew

91B)S9 [B2I JO AJIATIOR Q) SOpPN[OUl OS[E UONIAS ], "Wy} Junual 1o sSulp[ing
asoyp Jo Aadoxd oy Jurureurewr Aq s3uIp[ing JO UOHONISUOD I YIM S[BIP
OS[B UONJ9S SIY] JUAFe MOIOSO 18IS [B1 A1) JO A)Ande J Jo [esrerdde deyso
Tea1 “8'0 ‘0)e)so eI 0} PAJBAI SIOIAISS IOYI0 JO AJATOR O ‘JUSI I0J 9)e)Sd [eal
918389 a1 JO 9seyaind 1o ofes :pAudsaid Sp[AY 20w JO U0 Ul SIA0Iq (10)
pue sjuofe ‘s10ss9] se Furuonouny 9jdoad Jo AAIOR 9} SIpNOUI UONIIS SIY T,

uonedINpy

Kmoas [eroos Arosndwo))
Q0UQJOp puUB UOHENSIUIWPE JI[qN

SONIATIOR OJIAIOS PUB JALRNSIUIUPY

SOIIAT}OR [BOIUYDS) PUB JYNUSIOS ‘[BUOISSAJOI]

SOIIATIOR Q18IS [BY

$21S1121o0.40YD D1ydp.13ouap-0120g 4

suonsanQ)

(panunuo)) g xipuaddy



J. Vveinhardt and D. Streimikiene

464

(panunuoy))

(o1ewnpo pue armno uo ‘Odwexs 10J) soyoILIsAI payroads
d10w 20mny 03 SuNUALIO AQ S10303S Ay} 0} JUIPIOII. AJANIE JIWOUOID
oy} 0} 9]qeIoJol SUONESIUEBSIO dU} JO UONEMIS oY) jen[eAd o) jueproduwr St I

Anunoo Funepowtoode A} Ul paId)si3ar aIe Ady) JI
‘soLpunoo Junuasordor suoIssIw Ie[nsuod pue dnewoldip JO SONIAIOE o
:surejuod osfe dnoig siyp,

*0J2 UoneId0SSY dpel], 931 ueadoinyg ‘Ng

o ‘samuno)) Suntodxyg wns[onad jo uoneziuedio quawdo[oAdq

pue uonerado-0) oruouody 1oy uoneziuedi() ‘uoneziuediQ

swoIsn)) PHOA “ueq PHIOA\ ‘Pung AIe)oUOIN [EUOLBUIAU]

— WQISAS SIY} JO syun [euoIdar ‘sarousde pasierodds ay) pue

SUOBN PoU[) Y} SB YONS SUONESIULSIO [BUONBUIOWI JO ANIADJR 94}  »

sopnjour dnoig sy
QIOUMAS[d PAISA0D 10U SANIALOR JJIAI0S [eUO0SIad JO AIOLIBA B SB [[om SB
‘spoo3 proyasnoy pue Jeuosiad jo aredar ‘doueusjurewr 1oindwod ‘suorjesiuedio
drysioquiow Jo sanIANOR Ay sopnjoul (A10321ed [eNnpISAl B SB) UONIAS SIY],
SINIAN)OR UONLI0Al pue suods ‘Furquesd ‘swnasnw jo uonesddo
‘soouewiorrad Al apnjour yorym orjqnd [e1ouag Ay} JO SPIAU [BUONEBAIIL
PUE JUSTUUTENMOIUD [RINI[NO JOOUT JB[) SONIATIOR JUIJJIP SOPN[OUI UOTIIS SIY],
sreuorssajoid
Q18D )[BAY JO JUSWIDAJOAUT O} INOYNM PouLIoj1dad ored yjeay jo AnAnoe
oyy 0} sojefar Ajed A[uo y1om [e100S JO AJIATIOR OU) USUM I [BIIUSPISAL
I0AO ‘suonmnsur Joyjo 1o sendsoy ur sjeuorssojoid [eorpowr payijenb
Kq papraoid ared yreay oy woyy Surels SANIANJR JO d3URI IPIM B SIAJOAUL ]
JIOM [BIOO0S PUE Q18D U)[edY UBWINY JO ANATOR 9} SOPN[OUI UOTIIS SIY],

103098 o1[qng O
10303s djeAld O
:I0J JI0M NOX H]

SUOIJESIULSIO [BLIOJLLISJBNX JO SONIAOY

SOIIATJOR QOIAISS JOYIQ

SOIIATIOB [EUOI}EQIOd] PUEB JUSWIUIRLIUS ‘SITY

JIOM [BIO0S pUE QIed [)[edY UBWINH

$21S1121o0.40YD D1ydp.13ouap-0120g 4

suonsanQ)

(panunuo)) g xipuaddy



465

Economic Research-Ekonomska Istrazivanja

(panunuo)))
............... A@_ooﬁmm dmmoﬁgv N0
paurew urped noyim Joylego) Swary O
padroarq O
poLeN O
oIswis O
wsnewsns 0) pajear ‘opdwexs 10y euId o1ydersowop-0100s Ay} Jo AU STJe)S [eLIRW INOA "6
sookojdwa (g uey) 10N OO
sokojdwo Gz 03 0§ wol O
seakodwd (oG uey) ssof Inq ‘0] uey) IOW O
uonesIuesIo 9y} JO JudwoSeUBW PUL JZIS AU} YHIM UoIssaIdxd saokojdws (0] 03 dn O
(quowsserey) Suiqqow jo diysuone[or awoono/[esned oy} Ajroads 0) pawre st 3| :uonyesiuedio ok je Juppom seokodwa Jo Joquinu Y] ‘|1
............... (&3109ds ‘osead) 103 s1894 0Z—91 O
SIedA G1—11 O
s1edk (01— O
saokodwo 10309s orqnd pue 9doad 1opjo I0} Ajjeroadsd s1edk /— O
‘AIMIqow oM MO] Aq paysm3unsip sI pIASAINS Jurdq 9Imno Ay} asneodq Iedk sIedk ¢—1 O
© JOJ JoU SUIqqou IJJNS SWIOIA PUB ‘IOATED S,0UO JO FUIUUISIq Y) UI SISIX A [ oy dn O
Joepe o) douaradxd 0) JSH oY) Jey) PIYNUIPI dABY [oIeasal snoradid gy :00e[dsyIoM Juasard o) je oousLadxo JIom INOXK /T
reuondo jou Inq Ay10ads 0y uogsenb oyy, e :(91qeaISOp) uonIsod ‘9|
ojeurpioqns oy O
IoSeuew [9AQ]-10MO0] YT, O
uonesuesIo IoSeuew [9AQ]-9[ppIW oYL O
AU UIPIM SIS AU} 0 302[qns ‘WId)SAS [RUOIIBSIUBSIO JO UOIBN[BAD JoGeuew doy oyp, O
SE [[oM S JusISSseIey JO Suonoe I9Yj0 pue Surqqow Jo uoneoyroads 10,4 ;916 NOx G
$011814230040YD 21ydp.130Wap-01208 | suonsang)

(panunuo)) ¢ xipuaddy



J. Vveinhardt and D. Streimikiene

466

“BIUBNY)IT JO ONQNdSY S} JO SAPIANOY OIWOUOIH JO UOHEIYISSE]) S} 0} FULLJAY,
"SOLIUNOD JUAIQHIP Ul YoIeasal Ino Surkied uoym e oryderSowop-o100s owos jdepe 03 9[qesiApe SI I] 90N

IOpUoS U0 PIseq SWIIOIA JO JUISSeIRY

pue Suiqqowr (Ausp I0) AJLIOA 0} pawIe SI uonsanb SIY], N300 SAOUIYJIP

oU Je) 9Je)S SIOYI0 ‘ATRnUO0d Y} U0 I9puad Jo 30adsar ur Auenonted
Surqqow ueaMIOq SIOUSISPIP JLISPOW PIPIOIAT JABY SIOYOIBISII dWOS
spo1guod Jurqqowr Jo 30adsal ur sioSeuew pue seokojdwo

[10q JO SSouIpear oyj SunenjeAd ul WoISAS [BUOIBONDPA 0} PAJE[OI SOYOIBISII
a1mny 1o1[dXa 2I0W JOJ 9AIOS SB [[om St uoneonpd pue doudjedwos s uosiod
JO 90UQISYOD AU} MOYS UBD JI ‘UONIPPE U "WNOIA € Jo jreniod oy juswoedwoo
uonsanb sIy) 0} SIOMSUE JY], "SJUBLIEA IOUJO JO JO] B PUB — OABI] OIWIPELOR

Uo SI ‘SAIPMIS JAY/SIY SINUNUOD ‘DIFAP §,10J00(] 1O S IAISBIN OS[e Inq 9139p
s .Jo[ayoeg 2y} A[uo jou pannboe sey oys/ay 91 ‘uoneonps 19y31y jo sewoldip
[BIOAQS 9ABY AQU) 1Y) 9J€)S 0} [YSIM U0JO sjuapuodsal jey) umoys sey oonoerd
snoraa1d o) asneoeq UONEINPS IIdY) Ul LM 0) PISIAPE Ik sjuopuodsay

93e juowaInax

oYy Suryoear 210§0q qof Iy} PO pey oym uspams ur sdokojdud Jo Joqunu
o31e] ® Aq paridsur uoaq OSs[e Sey UUBWAST JO SaUdIeasal oy Jo Suruuidoq
ay) ‘uonippe u "uonesiewdns jueoyrudis 03 anp payySiySIy usaq sey

dreN O
orewo O
Iopuasd IO ‘7T

............... :AJ100ds ‘ased[q :uoneanpa INOX ‘|7

o8e juoweIner oy O

pairja1 jou Ing ‘(09 ueyy IO O

33k juowaInar Ay, “(s1eoyjo 2d110d oidurexa 1oy ‘suorssajord oyroads 3dooxo) 09-1s 0O
K[oA1p09dsar sypuowr § pue S1BdA ()9 pue SYIUOW ()] PUB SIBIA 79 €(7 UI pue 0s—1¢ O
SYIUOW § PUB SIBIA ()9 18 USWOM SSYUOW § Pue sIedk 79 Jo a3k oy Je paial op-1¢€ 0
uowr 10z Wl ‘eruenyir] ur suoisuad Jo uoyar oy) Juramojrod usyp - o5e oc-1z 0O
JUSWIAINAI AU}, PUB PAINAI J0U NG ‘PO SIBIA ()9 URL} 2I0W, :paysmIunsip s1edk oz 01 dn O
are sasnooy jueptodur Aprernonted pue S[EAISIUT U PAJRIOQR[d ST A8k YT, :98e Mo 07
$011814230040YD 21ydp.130Wap-01208 | suonsonQ)

(panunuo)) ¢ xipuaddy



	Abstract
	1. Introduction
	2. Theoretical substantiation
	3. Methodological considerations
	4. Empirical results
	4.1. Methodological characteristics of quality of questionnaire dimensions

	5. Conclusion and discussion
	 Disclosure statement
	References
	 Appendix 1. The structure of the questionnaire



