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Article History:  Abstract. Although previous studies have focused on workplace mobbing in transport companies, there is still 
a lack of research showing which variables have the greatest impact on employees’ intentions to leave their 
jobs. To address this gap, this paper aims to explore the workplace mobbing variables that strongly impact 
employees’ intentions to leave their workplaces in Lithuanian transport companies. Using the questionnaire 
“Mobbing and single cases of harassment in employees” relations – MSCH’, 440 employees of transport 
companies were surveyed. The performed analysis provided regression models aimed at reducing employees’ 
intentions to leave the workplace, eliminating regressors with the greatest negative influence, and at the same 
time, increasing the regressor with the most positive impact, i.e., prevention. The study revealed that abuse 
in assigning work tasks, poor self-feeling of employees, and experienced damage and prevention measures 
explained almost 45% of the dispersion in the intentions of transport sector employees to leave the job. In 
this context, the intervention measures used by the companies were not significant. The study shows that em-
ployees’ intentions to leave the job are most influenced by employees’ self-feeling, while prevention of work-
place mobbing should be seen in a broader context, focusing on the ethics of managers’ relationships with 
employees. It also highlights the importance of creating a safe and trustworthy organisational environment 
and suggests that prevention strategies should address broader contexts, including abuse in task assignments, 
employees’ self-feeling, and the power dynamics of perpetrators.
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Research shows that mobbing has a negative impact 
on employee relationships and cooperation in the work-
place in general (Hogh et al., 2011), reduces organisational 
commitment (Yuksel & Tunçsiper, 2011), has a particularly 
negative effect on organisational culture, weakens job sat-
isfaction, and creates a tense atmosphere between em-
ployees (Petrescu & Manghiuc, 2020). In addition, mob-
bing is completely independent of the organisation’s size 
(Jarosz & Gozdecki, 2021); i.e., it can occur in both small 
and large organisations, causing the same amount of 
damage. Workplace mobbing causes problems not only 
for the individuals experiencing it but also for the organ-
isation itself (Gulin, 2019). Organisations that do not fight 
this phenomenon end up losing their best employees 
(Branch et al., 2013; Krishna et al., 2023); however, improv-
ing organizational efficiency can be achieved by boosting 
employee motivation (Alper Ay, 2024).

1. Introduction

Research has shown that workplace mobbing is a common 
phenomenon in the transport sector (Glasø et al., 2011; 
Gonçalves et al., 2020) and is related to significant dam-
age to the psychological and physical health of employees, 
causing stress and burnout, leading to quitting the job and 
a high rate of employee turnover (Desrumaux et al., 2020). 
The serious consequences of this phenomenon are related 
to its specificity since workplace mobbing differs from oth-
er types of interpersonal conflicts in that it is a long-term, 
escalating conflict with frequent attacks that are system-
atically directed at the target person (Zapf, 1999; da Silva 
João & Saldanha Portelada, 2019; Mujtaba & Senathip, 
2020). This is one of the most intractable problems arising 
in the workplace (Bayin Donar & Yesilaydin, 2022; Matsson 
& Jordan, 2022; Tekşen & Cemaloğlu, 2023).
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Transport companies, whose importance is increasing 
with the acceleration of globalisation processes, encounter 
a number of challenges in retaining the best employees. 
Challenges are also related to the specificity of the ac-
tivity characterised by high workload and stress (Andrejić 
et al., 2020; Nguyen et al., 2023), the dynamics of nega-
tive relationships manifested by aggression and pressure 
from managers (Nobili et al., 2023), psychological violence 
(Pritchard et al., 2023), and a lack of respect and apprecia-
tion (Nguyen et al., 2023; Pritchard et al., 2023). Andrejić 
et al. (2020) believe that one way to cope with stress is to 
solve problems in teams, but in the case of mobbing, col-
leagues cause the most stress (Zapf, 1999).

Emotional exhaustion of employees triggers their in-
tention to leave the job (Alper Ay & Türkdoğan, 2018). Or-
ganisations should notice dangerous situations promptly 
and take appropriate actions to protect employees from 
psychological strain, negative emotions and emotional ex-
haustion (Rai & Agarwal, 2018). Transport companies and 
trade unions are therefore encouraged to seek preventive 
actions mainly directed at persons in managerial positions 
and informative and instrumental actions aimed at help-
ing employees recognise real workplace bullying situations 
(Gonçalves et al., 2020). However, despite various efforts, 
the phenomenon is becoming increasingly recognised 
(Batsi & Karamanis, 2019), and a number of employees 
still do not realise that the situation they have fallen into 
is workplace mobbing (Tekşen & Cemaloğlu, 2023).

Thus, effective prevention requires knowledge of the 
specificity of the phenomenon (Krishna et al., 2023), espe-
cially how it manifests itself in a specific sector. According 
to Vie et al. (2011), who studied the impact of victims’ 
self-stigmatisation on health, the transport sector is dis-
tinguished by its unique organisational culture. That is, in-
terpersonal relationships, experiences, and reactions may 
differ from those experienced by workers in other sectors. 
However, few studies have investigated the relationship 
between workplace mobbing and transport sector work-
ers’ intentions to leave their jobs. For example, Norwegian 
postal and transport employees’ intentions to leave the 
job were found to be influenced by perceived injustice 
(Reknes et al., 2021), and a study conducted by Glasø et al. 
(2011) showed that bullying experienced by Australian bus 
drivers from colleagues, passengers, and managers was 
negatively related to job engagement and job satisfaction 
and positively related to intentions to change the work-
place. Although ensuring justice and creating conditions 
that promote job satisfaction are undoubtedly significant 
tasks, in this context, there is a lack of knowledge about 
coworker actions by which mobbing manifests itself in 
transport companies and about the types of damage as-
sociated with the intentions to quit the job. Therefore, this 
study aims to determine how different workplace mobbing 
variables influence transport sector employees’ intentions 
to leave their jobs.

The article consists of four parts. First, a literature re-
view is presented, which sheds light on workplace mob-
bing and the main reasons for employees’ intentions to 

quit their jobs. Second, the methodological parameters of 
the empirical study and the ethical principles of the re-
search are detailed. The third section presents the research 
results, which show the factors influencing employees’ in-
tentions to leave the job and their effects. Finally, the re-
sults of this study, which demonstrate how the specificity 
of workplace mobbing in transport companies influences 
employees’ intentions to quit their jobs, are discussed. This 
study contributes to the literature examining the conse-
quences of workplace mobbing by providing new knowl-
edge about the causes of transport workers’ intentions to 
leave their jobs. It explains how they are influenced by 
managers’ abuse in assigning tasks, self-feeling of mob-
bing targets, and the power possessed by perpetrators. It 
also highlights the areas that managers of transport com-
panies should focus on.

2. Literature review

Workplace mobbing. Mobbing is understood as an offen-
sive, deliberate and frequent attempt to shame, humiliate 
and belittle the individual, worsen his or her working con-
ditions, and threaten personal and professional integrity 
(Rissi et al., 2016). It is performed by one or more cowork-
ers, is usually directed at one person (Leymann, 1990), and 
involves persistent harassment or intimidation intending to 
push the victim out of the workplace (Harper, 2020; Ley-
mann, 1990; Maxcy & Nguyên, 2022). It is believed that for 
workplace misconduct to fall within the classical definition 
of the phenomenon, it must have lasted for at least six 
months and manifested itself at least once a week (Dei-
kus & Vveinhardt, 2023; Desrumaux et al., 2020; Leymann, 
1990; Vveinhardt & Deikus, 2023a, 2023b). However, some 
authors do not tend to strictly define duration and fre-
quency (Branch et al., 2013; Rüzgar, 2023).

Often, researchers do not distinguish between “mob-
bing” and “bullying” when describing phenomena (Harp-
er, 2020). For example, Vie et al. (2011) refer to Leymann 
(1996) when describing the process of workplace bullying. 
That is, both terms are considered synonymous, although 
Harper (2020) believes that, unlike in bullying cases, the 
goal of mobbing is to damage the target, and abuse itself 
is a strategy to achieve this goal. On the other hand, it is 
acknowledged that identifying the intentions of perpetra-
tors is difficult and that they can be ambiguous or uncon-
scious (Keashly & Jagatic, 2011).

Leymann (1996) distinguished five groups of harm-
causing actions in workplace mobbing: (1) attacks on self-
expression and communication, which limit the target’s 
ability to communicate effectively; (2) social isolation, re-
stricting the ability to maintain meaningful relationships; 
(3) attacks on reputation, damaging the individual’s per-
sonal image; (4) attacks on professional status and tasks, 
which undermine work performance and duties; and 
(5) physical and psychological intimidation, which affects 
both physical and mental well-being and can create a 
sense of terror in the work environment. Summarising vari-
ous research results (Einarsen et al., 2020), the following 
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features of negative behaviour are distinguished: work-
related rather than person-related actions (unreasonable 
deadlines and workload, meaningless assignments, hiding 
information, etc.); passive and active actions (social isola-
tion, insults and threats); more psychological than physical 
impact; and one or several types of actions (in different 
cases, there may be one type of attack or combination 
of different actions). The latter classification essentially in-
cludes mobbing actions identified by Leymann.

Employees’ intentions to leave the job. There are two 
types of employee turnover: voluntary (when the employ-
ee voluntarily leaves the workplace) and forced (when the 
employee is dismissed for some reason) (Lyons & Bandura, 
2020; Lin & Huang, 2021). Lyons and Bandura (2020) note 
that the greatest concern is employees who voluntarily 
leave their jobs, especially if they are talented and add sig-
nificant value to the company. It is argued that employees’ 
intention to leave the workplace should not be equated 
with the actual act of leaving the job, but the intention to 
leave can be a very significant factor and a signal to the 
employer that this particular person is a potential candi-
date to leave the workplace (Memon et al., 2014).

Employees’ turnover is a problem encountered by 
every organisation, but in some areas, such as transport, 
turnover rates are much higher than in others (Živković 
et al., 2021). The high turnover of employees in transport 
companies often results from hiring employees based on 
their skills rather than their existing attitudes (Eckler, 2010). 
One of the most common reasons why employees leave 
the workplace in many (not only transport) organisations is 
low satisfaction with their current job (Guzeller & Celiker, 
2020; Pratama et al., 2022). Job dissatisfaction is fuelled by 
inflexible working hours, overtime, irregular holidays, low 
salaries, demanding customers and managers, repetitive, 
monotonous tasks, long shifts, and ineffective training, 
which subsequently increase employee turnover in com-
panies (Brien et al., 2015; Stamolampros et al., 2019). In ad-
dition, a greater impact on employee turnover is made by 
low commitment (Johns, 2002) or the fact that the current 
job does not bring pleasure (Andrejić et al., 2020). Accord-
ing to Guzeller and Celiker (2020), people tend to change 
jobs even though frequent job changes may hinder gain-
ing more experience in a particular company.

When employees find it difficult to adapt to the 
changing work environment, new requirements, or even 
new coworkers, they inevitably begin to show poorer per-
formance and start thinking about changing jobs (Lin & 
Huang, 2021). Si et al. (2008) state that another reason 
for increased employee turnover is contractual violations 
by the employer. That is, noncompliance with a contract 
makes many employees think it is not worth maintain-
ing a relationship with the employer since it is unreliable, 
reducing employee loyalty and increasing the desire to 
withdraw from work.

It has been found that employees’ intentions to change 
their workplace are often caused by punitive manage-
ment and abuse of positions in the field of work (Hus-
sain et al., 2020; Zafar et al., 2022) or other situations that 

cause negative emotions in the workplace (Adigüzel & 
Küçükoğlu, 2021). It has been observed that harassment, 
scolding, gossip, violence and bullying, i.e., any effort to 
limit other people’s social relations, can also force people 
to leave the workplace (Minárová et al., 2020). Experienc-
ing psychological violence in the work environment in-
creases intentions to leave the workplace and seek new 
career opportunities elsewhere (Adigüzel & Küçükoğlu, 
2021; Saeidipour et al., 2021). In this context, workplace 
mobbing acts exert enormous pressure on individuals, 
making them feel extremely vulnerable and unwanted in 
the organisation (Zafar et al., 2022). For example, the re-
sults of a study conducted in Turkey showed that employ-
ees avoided speaking out loud about workplace mobbing 
because they were afraid of losing their position or even 
the workplace itself (Görgülü et al., 2014).

Early studies on workplace mobbing have shown that 
this phenomenon is particularly damaging due to the loss 
of employees (Ertürk & Cemaloğlu, 2014). Recruiting, inte-
grating, and training a new employee costs the organisa-
tion a significant amount of time and money (Berber & 
Yildiz, 2020), damages reputation, and can cause problems 
in attracting new employees (Lutgen-Sandvik et al., 2016; 
Mujtaba & Senathip, 2020). When the employee leaves, 
the organisation loses not only his or her knowledge, 
skills, and experience but also, at the same time, gives all 
this away to competitors (Sishuwa & Phiri, 2020). Further-
more, high turnover rates hinder remaining employees 
from demonstrating any commitment to the organisation 
(Lutgen-Sandvik et al., 2016).

3. Methods

Participants. The research was conducted between De-
cember 2023 and March 2024 by surveying employees of 
transport companies. The survey was conducted in coop-
eration with the trade unions operating in Lithuania, and 
the electronic link of the questionnaire was sent to the 
members of the unions. The questionnaires were complet-
ed, and 440 respondents provided answers. There were no 
incomplete or rejected questionnaires since the electronic 
questionnaire was configured, so the incorrectly complet-
ed questionnaires could not be submitted.

Measure. The research employed a shortened and 
revised version of Vveinhardt’s questionnaire, “Mobbing 
and single cases of harassment in employees’ relations – 
MSCH” (Vveinhardt, 2012). Specifically, statements were 
provided that allowed us to identify attacks in areas such 
as communication (shouting, insults and silencing), isola-
tion (non-communication and prohibition of communica-
tion), reputation (gossiping, slander and violations of pri-
vacy), tasks (inadequate, beyond competence and danger-
ous or absence of tasks), self-feeling (perceived tension, 
stress and helplessness), and damage (impact on health 
and material losses). The study also employed interven-
tions (intervening in and resolving conflicts), prevention 
(employees’ education, training and relationship regula-
tion) and intentions (thinking about changing jobs and 
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searching for new jobs). In addition, the study assessed 
the frequency of coworkers’ attacks (at least once a week 
and less than once a week) and the strength of the per-
petrators’ power (based on whether the perpetrator was a 
manager, a manager and a group of employees, a group 
of employees and individual employees). A 5-point Likert 
scale was used, where the statements were evaluated in 
the range from “strongly disagree” to “strongly agree”. The 
structure of the questionnaire and its psychometric char-
acteristics are presented in Table 1.

The research data were processed using correlation 
and regression analysis. The correlation analysis aims to 
establish a linear relationship between two variables, x and 
y, their strength, and their reliability. However, the corre-
lation coefficient does not measure causality; i.e., it helps 
establish the relation but does not identify the law of the 
relation. Therefore, regression analysis is employed in this 
study to describe the relationships between variables. The 
paired regression analysis aims to recognize the magni-
tude of the influence of the independent variable x on 
the dependent variable y. The paired regression analysis 
is performed by selecting a curve that best describes the 
total number of statistical points and evaluating the ad-
equacy of this curve to the real situation. The paired re-
gression model is written by the equation y = a + b x + ε. 
Multiple regression analysis is applied when there is one 
dependent variable y and several independent variables 
(regressors) x1, x2, ..., xn influencing it, the effect of which 
is to be predicted. In this case, a linear relationship was 
sought between employees’ intentions to leave the work-
place and the factors determining them.

Research ethics. The purpose of the survey and the 
guarantees of anonymity and confidentiality were ex-
plained to the research participants, the survey implement-
ers were introduced, their contact details were provided, 
and informed consent was obtained from the participants. 
The permission of the Ethics Committee of the Faculty of 
Economics and Management of Vytautas Magnus Uni-
versity for conducting the empirical study was obtained 
(minutes of the meeting No. 2023-11-16, No. 2023-11/2).

4. Results

Based on the analysis of the theoretical literature, twelve 
variables were selected for the empirical study, one of 
which is the dependent variable y (employee intentions). 
Eleven are independent variables: x4 (tasks), x5 (self-feel-
ing), x6 (damage), x8_1 (prevention), x8_2 (intervention), 
x9 (frequency of coworkers’ attacks), x10 (strength of per-
petrators’ power), x11 (seniority in the organisation), x12 
(age), x13 (education), x14 (gender), and x17 (knowledge 
of the mobbing phenomenon). Spearman’s correlation co-
efficient between the dependent variable, i.e., the employ-
ee’s intentions to leave the job (hereinafter, employees’ 
intentions or intentions), and the independent variables 
(tasks, self-feeling, damage, prevention, intervention, etc.) 
was calculated, and the strength of the relationship was 
determined (Table 2).

The correlation analysis revealed the following results:
 ■ A direct, moderate, statistically significant relation-
ship exists between employees’ intentions and task 
dimensions (r = 0.5; p < 0.001).

 ■ A direct, weak, statistically reliable relationship was 
recorded between employees’ intentions and dimen-
sions of self-feeling and damage, frequency of cow-
orkers’ attacks, and strength of perpetrators’ power 
(r = 0.4; r = 0.3; p < 0.001).

 ■ An inverse, weak, statistically reliable relationship 
was recorded between employees’ intentions and 
prevention and intervention dimensions (r = –0.4; 
r = –0.3; p < 0.001).

 ■ No statistically significant relationships were detect-
ed between employee intentions and gender, age, 
education, seniority in the organisation, and knowl-
edge about the mobbing phenomenon (p > 0.05).

After establishing the statistical linkages of the con-
structs of the theoretical model, it can be stated that there 
are statistically significant relationships between employ-
ees’ intentions and separate dimensions of mobbing (tasks, 
self-feeling, damage, prevention and intervention), as well 
as between the frequency of coworkers’ attacks and the 
strength of perpetrators’ power. However, this does not 

Table 1. Structure of the questionnaire and its psychometric characteristics

Scales Subscales N 
items

Dispersion 
explained %

Cronbach 
alpha

Spearman-
Brown

Factor loading (L) Item-total correlation 
(r/itt)

mean min max mean min max

Workplace 
mobbing

Communication 11 31.59 0.78 0.78 0.56 0.47 0.63 0.30 0.15 0.61
Isolation 6 41.77 0.72 0.74 0.64 0.57 0.71 0.40 0.18 0.69
Reputation 12 29.54 0.78 0.71 0.54 0.44 0.64 0.28 0.08 0.62
Tasks 7 33.14 0.65 0.63 0.57 0.33 0.63 0.30 0.04 0.61
Self-feeling 14 36.09 0.86 0.84 0.60 0.55 0.67 0.35 0.19 0.66
Damage 5 50.73 0.76 0.72 0.71 0.67 0.75 0.49 0.33 0.74
Intervention 3 47.84 0.72 – 0.69 0.57 0.78 0.45 0.13 0.71
Prevention 5 43.89 0.67 0.64 0.65 0.46 0.76 0.41 0.11 0.73

Employees’ intentions to leave 
the workplace 5 48.58 0.74 0.73 0.70 0.66 0.76 0.47 0.28 0.75
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mean that significant causal relationships have been es-
tablished. All statistically significant relationships are mod-
erate to weak, with the strongest relationship found be-
tween employees’ intentions and task dimensions.

After determining the existence of the relation be-
tween variables, paired regression analysis with factors 
that had statistically significant correlations with the de-
pendent variable (intentions) was performed (Table 3 and 
Table 4). The goal of this analysis is to determine what 
influence each of the factors has on employees’ intentions. 
The influence is analysed in the form of a linear regres-
sion model. Since the variables gender, age, education, 
seniority in the organisation, knowledge about the mob-
bing phenomenon and employees’ intentions are not sig-
nificantly related, regression models are not created for 
these variables.

Table 3 shows that in all seven regression models, the 
p-value of the ANOVA criterion p = 0.000 is not only lower 
than 0.05 but also p < 0.001. This indicates that in each 
model, the dependent variable intentions are related to 
the existing regressor and depend on it, and regression 
models are considered appropriate for the data. In the first 
model, the coefficient of determination (R²) is 0.259, indi-
cating that tasks account for 25.9% of the intention varia-
tion. Similarly, in the second model, R² is 0.287, suggesting 
that self-feelings explain approximately 29% of the inten-
tion variation. In the third model, R² is 0.208, meaning that 

damage accounts for 20.8% of the variation in workers’ 
intentions. In the fourth model, the coefficient of deter-
mination (R²) is 0.235, indicating that prevention accounts 
for 23.5% of the variation in employees’ intentions. In the 
seventh model, R² is 0.217, showing that the strength of 
perpetrators’ power explains 21.7% of the variation in em-
ployees’ intentions. However, in the fifth and sixth models, 
only a very small portion of the variation in employees’ in-
tentions is explained by intervention and the frequency of 
coworkers’ attacks, with R² values of 0.096 and 0.068, re-
spectively, which do not even reach 10% (9.6% and 6.8%). 
As these R² values fall below the minimum threshold (R² > 
0.20), it can be assumed that these models do not fit the 
data well and may lack meaningful explanatory power.

Based on the results presented in Table 4, the p-values 
of the Student’s t-test for the respective regressors in all 
regression models are statistically significant (p < 0.001). 
Hence, all regressors in the seven models are statisti-
cally significant. Since tasks (as a regressor) are statisti-
cally significant because p = 0.000 (p < 0.001), the fol-
lowing regression equation is constructed: y = 1.016 + 
0.716 x4. The regression equation shows that when dis-
satisfaction with delegated tasks increases by one unit, 
employees’ intentions to leave the workplace increase by 
0.716. Self-feeling as an independent variable is statisti-
cally significant, and the constructed regression equation 
y = 0.948 + 0.643 x5 shows that an increase of one unit in 

Table 2. Results of the correlation analysis between employees’ intentions to leave the job and other variables

Correlation between Y and X Spearman’s correlation 
coefficient

Reliability, 
p-value Strength and reliability of the relationship

Intentions and tasks 0.459** 0.000 Direct, moderate and statistically reliable
Intentions and self-feeling 0.443** 0.000 Direct, weak and statistically reliable
Intentions and damage 0.323** 0.000 Direct, weak and statistically reliable
Intentions and prevention –0.411** 0.000 Inverse, weak and statistically reliable
Intentions and intervention –0.308** 0.000 Inverse, weak and statistically reliable
Intentions and frequency of coworkers’ attacks 0.276** 0.000 Direct, weak and statistically reliable
Intentions and strength of perpetrators’ power 0.402** 0.000 Direct, weak and statistically reliable
Intentions and seniority in the organisation 0.033 0.491 Statistically insignificant
Intention and age 0.056 0.242 Statistically insignificant
Intentions and education 0.042 0.382 Statistically insignificant
Intentions and gender –0.001 0.977 Statistically insignificant
Intentions and knowledge of the mobbing 
phenomenon –0.086 0.070 Statistically insignificant

Table 3. Correlations, coefficients of determination and results of the dispersion analysis

Model R R2 R2 revised F statistics Reliability, p-value

(1) Intentions and tasks 0.509 0.259 0.257 152.929 0.000
(2) Intentions and self-feeling 0.536 0.287 0.286 176.548 0.000
(3) Intentions and damage 0.456 0.208 0.207 115.093 0.000
(4) Intentions and prevention 0.485 0.235 0.233 138.199 0.000
(5) Intentions and intervention 0.310 0.096 0.094 46.679 0.000
(6) Intentions and frequency of coworkers’ attacks 0.260 0.068 0.066 31.830 0.000
(7) Intentions and strength of perpetrators’ power 0.466 0.217 0.216 129.420 0.000
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the value of self-feeling leads to an increase in the value 
of employees’ intention to leave by 0.643. Damage as a 
regressor is also statistically significant. Thus, based on 
the constructed regression equation y = 1.714 + 0.576 x6, 
it can be concluded that when the value of damage in-
creases by one unit, the intention of employees to leave 
the job increases by 0.576. Prevention as an independent 
variable is statistically significant (p < 0.001); therefore, the 
constructed regression equation y = 3.878 – 0.404 x8_1 
shows that an increase in the effectiveness of prevention 
measures by one unit results in a decrease in employees’ 
intention to leave the workplace by 0.404. The strength 
of the perpetrators’ power as a regressor is also statisti-
cally significant, and the constructed regression equation 
y = 1.949 + 0.322 x10 shows that when the strength of the 
perpetrators’ power increases by one unit, the employees’ 
intention to leave the job increases by 0.322. Intervention 
as a regressor is also statistically significant; therefore, 

the regression equation y = 3.791 – 0.340 x8_2 was con-
structed, which shows that if the application of interven-
tion measures is intensified by one unit, the intention of 
employees to leave the workplace decreases by 0.340. As 
an independent variable, the frequency of coworkers’ at-
tacks is also statistically significant. Thus, the constructed 
regression equation y = 2.067 + 0.337 x9 shows that if 
the frequency of coworkers’ attacks increases by one unit, 
employees’ intentions to leave the job increase by 0.337. 
The performance of the paired regression analysis was fol-
lowed by the construction of equations, which separately 
reveal the effect of each regressor on employees’ inten-
tions to leave the workplace.

A multiple regression model was created to determine 
the impact of mobbing dimensions (tasks, self-feeling, 
damage, and prevention) and the strength of perpetra-
tors’ power on employees’ intentions to leave the work-
place (Table 5). Since the paired regression analysis results 

Table 4. Coefficients of paired regression models between employees’ intentions and regressors (independent variables)

Model Unstan dardised  
β coeffi cients

Standar dised  
β coeffi cients t sta tistics Reli ability, p-value

1
Constant 1.016  7.426 0.000
x4 Tasks 0.716 0.509 12.366 0.000

2
Constant 0.948  7.136 0.000
x5 Self-feeling 0.643 0.536 13.287 0.000

3
Constant 1.714  16.537 0.000
x6 Damage 0.576 0.422 9.752 0.000

4
Constant 3.878  24.331 0.000
x8_1 Prevention –0.404 –0.367 –8.258 0.000

5
Constant 3.791  21.307 0.000
x8_2 Intervention –0.340 –0.310 –6.832 0.000

6
Constant 2.067  18.849 0.000
x9 Frequency of 
coworkers’ attacks 0.337 0.260 5.642 0.000

7
Constant 1.949  23.025 0.000
x10 Strength of 
perpetrators’ power 0.322 0.312 7.456 0.000

Table 5. Linear regression coefficients: the influence of mobbing dimensions and other variables on employees’ intentions to 
leave the workplace

Dependent variable – Intentions

R R2 R2 revised F statistics Reliability, p-value

0.669 0.448 0.442 50.509 0.0001

Independent variables Unstandardised β 
coefficient

Standardised 
β coefficient t Reliability, 

p-value

Diagnostics of 
multicollinearity

Tolerance VIF

Constant 1.676 8.630 0.000
x4 Tasks 0.247 0.175 3.543 0.000 0.518 1.930
x5 Self-feeling 0.396 0.330 6.975 0.000 0.567 1.763
x6 Damage 0.067 0.049 1.083 0.280 0.616 1.623
x8_1 Prevention –0.312 –0.283 –7.673 0.000 0.931 1.074
x10 Strength of perpetrators’ power 0.208 0.139 3.416 0.001 0.771 1.297
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revealed that the impact of the intervention and the fre-
quency of coworkers’ attacks on employees’ intention to 
quit the job was very questionable and unreliable, they 
were not included in the regression model as independent 
variables.

The multiple regression correlation coefficient R indi-
cates the relationship between the dependent variable y 
(intentions) and all selected independent variables x (tasks, 
self-feeling, damage, prevention and strength of perpetra-
tors’ power). Table 5 shows that the correlation coefficient 
between intentions and all selected factors is 0.669, which 
means that there is a direct strong relationship between 
the dependent variable and independent variables; there-
fore, it is likely that the model can work. The coefficient 
of determination R2 = 0.448 and the revised R2 = 0.442 
mean that the independent variables selected for the study 
explain almost 45% of the dispersion of intentions. The F-
criterion checks whether there is at least one regressor in 
the predicted model on which intentions as a dependent 
variable depend. The F value presented in the table 5 is 
F = 50.509, and the p value of reliability is 0.0001 (p < 
0.001). The table also provides basic information about 
the coefficients of the regression model. The values of the 
standardised coefficients show which regressor is more in-
fluential in the model, which, in this particular case, signals 
the influence of self-feeling. The p values in the columns 
explain the statistical significance of the impact of each 
independent variable on the dependent variable. The re-
sults of the regression analysis showed that the damage 
dimension (β = 0.049; p = 0.280) as a regressor had little 
influence and was statistically insignificant for the depen-
dent variable (intentions).

The results in Table 5 demonstrate no multicollinearity 
problem in the specific regression model, as all VIFs < 4.00 
and tolerances greater than 0.25. However, due to statisti-
cally insignificant variables, the model needs to be further 
refined; i.e., the regressor (damage) is removed because 
its reliability value is p = 0.280 (p > 0.05), and the regres-
sion analysis is repeated. The model was also checked for 
statistical outliers. The maximum value of Cook’s distance 

was 0.051 (the threshold was one), and the DFBETA in all 
the regressors varied from 0.00952 to 0.04085 and did 
not reach one; therefore, there were no significant outli-
ers in the data. The normality of the data was tested using 
the Shapiro‒Wilk test (p = 0.110; p > 0.05), and the ob-
tained results did not contradict the normality assumption. 
Breusch Pagan’s test, p = 0.0679, shows that the assump-
tion of homoscedasticity of residuals is satisfied because 
p > 0.05. The residual plots also show that the assump-
tions of normality and homoscedasticity of the model 
are satisfied. The value of the Durbin–Watson indicator is 
1.757 and does not differ much from the two; therefore, it 
can be stated that there is no autocorrelation.

Based on the results of Table 6, a multiple regression 
equation was constructed:

Intentions = 1.703 + 0.273 x4 + 0.409 x5 – 0.319 x8_1 + 
0.211 x10.

Table 6 shows that the correlation and determination 
coefficients have almost no change. The results demon-
strate that R = 0.668, indicating a strong direct relation-
ship between the dependent variable (intentions) and the 
independent variables (tasks, self-feeling, prevention, and 
strength of perpetrators’ power). The coefficient of deter-
mination R2 = 0.447, revised R2 = 0.442, which means 
that the remaining factors x4, x5, x8_1 and x10 explain 
almost 45% of the dispersion of intentions. Considering 
the values of the standardised beta coefficients, the most 
influential and statistically significant of all the regressors 
is x5 (self-feeling) (β = 0.341; p < 0.001), and the least 
influential, but statistically significant, is x10 (strength of 
perpetrator’s power) (β = 0.142; p < 0.001). In the regres-
sion equation, positive coefficients against regressors x4, 
x5 and x10 and their higher estimates correspond to a 
higher intention score, while a lower score of the negative 
coefficient against regressor x8_1 corresponds to a higher 
intention score as well. Higher estimated scores indicate 
worse self-feeling, receiving insurmountable tasks or ha-
rassment from persons demonstrating strength of power 
in the organisation, and a lower estimated prevention 

Table 6. Coefficients of repeated linear regression: the influence of mobbing dimensions and other variables on employees’ 
intentions to leave the workplace

Dependent variable – Intentions

R R2 R2 revised F statistics Reliability, p-value

0.668 0.447 0.442 87.808 0.0001

Independent variables Unstandardised β 
coefficient

Standardised 
β coefficient t Reliability, 

p-value

Diagnostics of 
multicollinearity

Tolerance VIF

Constant 1.703  8.834 0.000   
x4 Tasks 0.273 0.194 4.193 0.000 0.592 1.690
x5 Self-feeling 0.409 0.341 7.386 0.000 0.595 1.680
x8_1 Prevention –0.319 –0.290 –7.930 0.000 0.954 1.048
x10 Strength of perpetrators’ power 0.211 0.142 3.512 0.000 0.776 1.289
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score indicates the application of more limited prevention 
measures; this means that employees’ intentions may shift 
towards saying goodbye to work in the organisation and 
leaving it.

5. Conclusions and discussion

This study investigated how different variables of work-
place mobbing influence the intention to leave a job 
among employees of transport companies. It explored 
how intentions were influenced by specific means of nega-
tive impacts on targets, the damage experienced, and in-
tervention and prevention measures. Although research-
ers in other occupational domains accentuate the impor-
tance of intervention (e.g., Bayin Donar & Yesilaydin, 2022; 
Branch et al., 2013; Matsson & Jordan, 2022), the results 
of this study show that intervention measures were not 
significantly related to employees’ intentions to stay in the 
organisation. However, Seppälä et al. (2023) used a differ-
ent research design but found no intervention effects. The 
authors compared two groups, where one group received 
a workshop-based intervention on organisational practices 
to prevent mobbing and violence, including the manag-
er’s support, the manager’s justice, social capital in the 
workplace and psychological safety. One of the possible 
explanations may be related to the specificity of mobbing 
itself and the reactions of its targets. This phenomenon 
may remain unrecognised for a long time (Gonçalves et al., 
2020; Tekşen & Cemaloglu, 2023); the process is therefore 
protracted, which is associated with weaker trust (Krishna 
et al., 2024) and determines a heightened sense of help-
lessness, incompetence and leaving the job (Coetzee & 
Oosthuizen, 2017). In addition, studies examining percep-
tions of intervention have demonstrated that there is often 
a lack of confidence and time to fight workplace mobbing 
and that for victims, intervention is not a linear process, 
and they may question the legitimacy of their complaint 
(Blackwood et al., 2018), which can result in unsuccessful 
interventions.

Thus, although intervention measures are undoubtedly 
necessary for solving incipient or already ongoing con-
flicts, a greater effect in seeking to reduce intentions to 
leave can be expected by developing prevention measures 
(the results of this study show that when the effectiveness 
of prevention measures increases by one unit, employees’ 
intentions to leave the workplace decrease by 0.4), i.e., by 
ensuring such an environment where employees would 
feel safe and could trust the organisation.

In general, the results of the study suggest that pre-
vention should be considered in a broader context (abuse 
in assigning tasks, employees’ self-feeling, and perpetra-
tors’ power) since all these variables explain almost 45% 
of employees’ intentions to change the organisation. In 
this case, the greatest influence was made by employees’ 
self-feeling (R2 = 0.341), and the least influence was made 
by perpetrators’ power (R2 = 0.142). Although perpetra-
tors’ power as a separate factor explains a relatively small 

proportion of employee intentions, it must be considered 
in conjunction with other factors. An earlier study con-
ducted by Glambek et al. (2014) surveyed 1,800 Norwe-
gian offshore workers in the North Sea and found that, in 
general, negative actions by perpetrators were the primary 
factor that increased workers’ intentions to quit their jobs. 
The authors did not distinguish a specific way of negative 
impact used by perpetrators on targets, whereas our study 
highlighted abuse in assigning tasks, which explained ap-
proximately one-fifth of the dispersion.

The right to assign tasks rests with managers, and as 
demonstrated by several previous studies conducted in 
other countries, the abuse of positions by managers is 
likely one of the most important problems in the trans-
port sector in the context of mobbing (Glasø et al., 2011; 
Gonçalves et al., 2020). Both workplace mobbing preven-
tion policy and whether to intervene in ongoing conflicts 
depend on managers; therefore, to reduce employee turn-
over, particular attention should be given to the ethics of 
management’s relationships with subordinates. The results 
of this study show that both top managers and company 
owners should be interested in this topic.

The main limitation of this study is related to the fact 
that the research instrument is based on respondents’ 
introspection, although this problem was solved by pro-
viding respondents with a particularly extensive list of 
negative action options. That is, they only needed to note 
which action or actions they had experienced. Another 
limitation pertains to the fact that the content of interven-
tion and prevention and the quality of measures in spe-
cific organisations were not investigated, which could also 
have influenced the outcome. For example, Einarsen et al. 
(2020) emphasised the role of bystanders, especially their 
awareness, self-efficacy and behavioural control; therefore, 
specific prevention and intervention strategies and their 
relation to employees’ intentions should be explored in 
more detail in other studies. It should also be noted that 
the beginning of the research coincided with the entry 
into force of an amendment to the law regulating labour 
relations in Lithuania, which obliged companies to prevent 
psychological violence. Therefore, it would make sense to 
repeat the study to test the effect of new measures, while 
the results of this study could be useful for comparing 
changes in the situation. In addition, the results of the 
study should be applied to other branches of the trans-
port sector with caution due to their specificities, and the 
cultural context should be taken into account.
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