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Abstract 

Although the concept of "mobbing" is not commonly known, 

it exists in professional life and it can be described as 

psychological harassment.  Mobbing in the workplace may 

cause negative emotions such as anxiety, guilt, stress, 

depression, and anger in the employees. The purpose of this 

study is to analyze the concept of mobbing in the workplace, 

the mobbing process, and dimensions, characteristics of 

bullies and victims of mobbing as well as the effects of 

mobbing process on the individuals.  By including real-life 

mobbing case studies, the study reveals some 

recommendations in individual, managerial and legal 

dimensions for the prevention of mobbing.   
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INTRODUCTION 

Although the concept of "mobbing” is not commonly known, 

it exists in professional life and it can be observed as the 

intimidation in the organizations.  When this process begins, 

the comfortable and safe working environment disappears, 

and these systematic and continuous actions know no bounds.  

This concept of "mobbing", sometimes referred as "bullying" 

in the foreign literature, is becoming increasingly accepted in 

the working places. Bullying, intimidation, physiological 

harassment or mobbing as the internationally accepted term, 

in the professional life means persistent, systematic, 

humiliating, contemptuous, deterrent, unfair words and 

actions by an individual or a group, targeted at one individual.  

These intimidating behaviors sometimes cause physical 

violence, verbal assault or gossip, organizational repression, 

social isolation and can damage the victims' private lives and 

thoughts.  

The purpose of the case study is informing about the practices 

and results by evaluating real-life examples of psychological 

intimidation in tourism companies.  In light of this analysis, 

we would like to reflect the opinions of the mobbing victims, 

starting from real-life examples.  Psychological intimidation is 

not amply recognized.  Although there are many studies on 

this subject for different sectors, the number of studies 

conducted for the tourism is very limited.  The tourism sector 

is a people-intensive sector that provides service in 24 hours 

and the working conditions are heavier in comparison with 

other sectors.  It is considered that the tourism sector itself 

provides a suitable environment for the intimidation because 

of the sector's characteristics.  Since the sector is people-

intensive, it may create competition among the personnel and 

that would lead to intimidating actions in the end.   

 

MOBBING AS THE CONCEPT 

The word "Mob" means a disorderly crowd that engages in 

illegal violence. It derives from the Latin word "mobile 

vulgus", which means "the fickle crowd".  “To mob”, as a 

verb, means to "gather around, attack or disturb".  In the 

major languages of the world, the term is used as "mobbing" 

without translation (Çobanoğlu, 2005: 19). Intimidating 

actions can be described as "every rude behavior or 

psychological violence, which damages the physiological and 

physical health in public and private organizations and which 

causes these persons to leave their jobs" (Zapf, Knorz, and 

Kulla, 1996: 215). Another definition describes the 

intimidation as "negative behaviors targeting a certain person 

in the workplace and continues in a systematic way for a long 

time".  This definition adds the character of mobbing as a 

continuous hostile and exclusionist behaviors against one 

person. (Baykal, 2005: 7). Three elements exist in common in 

any definitions of the concept (Cusack, 2000: 211): The first 

is the effects of the actions on the victim, regardless of the 

intention of the bully.  The second is evaluating whether these 

actions damage the victim. The third element is the persistent 

behaviors on continuing the intimidating actions.  In other 

words, it is necessary to evaluate how often and how long is 

the actions are carried out. 

The concept of mobbing was first used in the 1960s by the 

ethologist Konrad Lorenz, who studied the animals’ 

behaviors.  Lorenz used the term "mobbing" to describe the 

"reaction of the small animal groups to the threat of a big 

animal".  In addition, Heinz Leymann, a Swedish 

psychologist, used the concept of mobbing in the 1980s to 

signify the negative behaviors of employees, the harassment 

and in other words, psychological violence. (Yücetürk, 2003 

2).  In 1997, an organization called "Trust" was established in 

order to help the victims of "bullying" (Davenport, Schwartz 

and Ellitt, 2003: 22). Furthermore, the report entitled 

"Violence at Work", prepared by Duncan Chappell and 

Vittorio Di Martino, was published in 1998 by the 

International Labor Organization (ILO). The report includes 

murders as well as other violent behaviors that could be 

considered as "mobbing" and "bullying" actions.  In addition, 

the report published in 1999 by the International Labor 

Organization examined the violence at the workplace in 

physical and emotional dimension.   

Hence, the list of negative behavior that conforms with the 

definition of mobbing at the workplace is reasonably 
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extensive.  Some of the mobbing behaviors and actions that 

can be included in the list are as follows (Clarke, 2002:  71): 

Any irritating and harassing actions including unfair critics, 

finding mistakes, undermining, isolating, excluding, 

hypocrisy, hiding the real intention, slandering, falsifying, 

continuous critics, abuse of disciplinary procedures, wrongful 

termination, targeting, leaving the person no choice, making 

fun of, threatening, overloading the work.  

 

Mobbing Actions, Types and Methods in Tourism 

Companies 

Various opinions are asserted as the reason for mobbing in 

tourism companies. Particularly, some physicians and clinical 

psychologists, who treat the victims of mobbing, hold 

responsible the behaviors of the victims for the mobbing.  It is 

argued that severe symptoms of the victims are not a result of 

their professional life, but their "constantly complaining" or 

"worried condition" generally existed before the mobbing 

process has commenced. Leymann, on the other hand, 

concludes oppositely and implies that the factors that lead to 

the mobbing are the significant issues caused by the 

leadership problems and working environment of the 

organization.  Another view on the potential reason for 

mobbing asserts that the mobbing is related to the "social 

exclusion process" and the "social system"  (Zapf, 1996). It is 

argued that the environment of tourism companies including 

incompatible expectations, the ambiguity of the sector, 

expectations from the positions, privileged attitudes in the 

working groups, conflicts caused by injustices and the 

increasing frustration, is preparing the suitable atmosphere for 

the mobbing (Einarsen, 2000: 379). Hence, administrative and 

organizational characteristics that lead to mobbing are listed 

as follows; stress, monotony, ethical deterioration, and culture 

without principles, changes in organizational structure, 

leaders' lack of emotional intelligence, etc. (Davenport, 

Schwartz and Ellitt, 2003: 47-49). 

The employees from all levels in the tourism companies may 

face mobbing behaviors.  Hence, this kind of behavior can be 

applied both vertically and horizontally based on the structure 

of the tourism company.  In other words, while superiors can 

intimidate the subordinates, the employees having equal 

positions may intimidate each other as well (Çobanoğlu, 

2005:25). 25). Vertical or "hierarchical" mobbing occurs 

when a subordinate is mobbed by a supervisor or vice versa.  

Horizontal or "functional" mobbing is characterized by the 

mobbing activities among employees, who are in the same 

positions having function relationship in the hierarchical 

structure.  If the manager is the cause of the mobbing, then the 

victim is exposed to systematic, continuous and bullying 

behaviors from the manager's subordinates.   

However, since people when mobbing the victims, use the 

physiological methods, it is challenging to prove these 

actions.  The mobbing occurs in secret environments where 

there are generally no witnesses (Baykal, 2005: 13). Main 

methods used by "harassers" or "bullies" in the mobbing 

processes can be listed as follows; attacking the competency 

of the employee, slandering, negative communication, 

blaming the victim for being incorrect, forcing the victim to 

submit, etc. (Davenport, Schwartz and Elliott, 2003: 24-34). 

 

Personal Characteristics of Victims and Bullies in Tourism 

Companies 

There is no empirical study on the psychology of bullies. 

However, it is argued that these persons, who would like to 

show themselves more important than they really are, can be 

distinguished by their hypocrite, dishonorable and dishonest 

attitudes and their actions revealing that they do not care 

about the lives of others. Hence, it is possible to classify their 

personal traits in some groups such as; having bad character, 

believing to be a privileged beneficiary and having a 

narcissistic personality (Davenport, Schwartz and Elliott, 

2003: 38). 

However, the studies do not provide any evidence that 

mobbing is related to a character, behavior, attitude, or a 

situation about the past of the victims.  On the contrary, the 

interviews conducted with the victims reveal that these 

persons possess superior abilities.  The professional careers of 

these intelligent, talented, creative, success oriented, honest, 

trustworthy, dedicated people expose many positive qualities.  

Especially creative individuals are targeted more to mobbing 

since they are developing new ideas (Yücetürk, 2003:  8). In 

terms of personal traits, if the emotional status of the victim is 

"submissive" and "resistless", it becomes difficult to deal with 

mobbing, and the challenge would originate from the victim's 

character. (Tutar, 2004)  

 

Effects of the Mobbing and How to Deal with Mobbing 

The researches reveal that the employees, who are exposed to 

mobbing encounter challenges such as; anger, apathy, 

concentration impairment, depression, alienation to work, loss 

of productivity and compliance with co-workers (Einarsen, 

2000: 385), persistent tension, anxiety, feelings of despair, 

blaming himself/herself, distrusting co-workers and managers, 

tending to leave the work (Lewis and Oxford, 2005: 45), 

socially regressing and alcohol use (Beasley and Rayner, 

1997: 179), decrease in the level of organizational 

commitment (Nield, 1996: 247), goofing off and increasing 

leave of employment, the loss of motivation and production 

(Cowie, Naylor, Rivers, Smith and Pereira, 2002: 48), as well 

as lack of satisfaction from work.  When the victims are 

exposed to more attacks, it is understood that they begin to 

think that victimization process is their fault and the mobbing 

originates from their own mistakes (Solmuş, 2005: 10). While 

personal psychological problems emerge after the mobbing, it 

is necessary to mention the issues that would affect negatively 

the organizational culture (Yücetürk, 2003: 8). 

Since the mobbing causes such a huge burden for individuals, 

organizations and society in the tourism companies, it is 

mandatory to prevent the mobbing.  Hence, it is necessary to 

prevent the mobbing and let the organizations be the social 

structures that ensure job satisfaction, labor peace and feeling 

of attachment.  Only a few companies could overcome 

mobbing phenomenon until today. The prevention of mobbing 

in a company is based on the organization's power to suppress 
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the issue (Resch, M. and Schubinski M, 1996: 295). Hence, it 

is necessary to define the factor, which leads to the mobbing 

behaviors in tourism companies, and the correct analysis 

should be prepared. (Yücetürk, 2003: 7). 

 

RELATED LITERATURE 

It is admitted that older workers are exposed more to mobbing 

actions than younger employees. 48% of mobbing victims are 

between 41 and 50 years old.  Very few victims are under the 

age of 30 (Einarsen and Skogstad, 1996). However, this issue 

differs according to the country. The operating costs of older 

and experienced individuals are higher than those of young 

people in terms of salary and personal benefits. Thus, many 

companies hire young people and strive to dismiss older 

people causing more costs to the companies. Lewis and 

Oxford (2005: 29), the female employees are generally more 

likely to be mobbed than male workers and they experience 

more intense psychological effects of mobbing. Concurrently, 

the researchers revealed that social processes and social 

environment are more effective than individual's personal 

traits in terms of mobbing at the workplace. In the survey 

conducted in 2001, Salin revealed that employees are more 

likely to be mobbed than managers in terms of hierarchical 

structure.  Again, according to the results of the same study, it 

was understood that 81% of the employees were exposed to 

mobbing by their superiors while 58% of the employees were 

exposed to mobbing by their colleagues. Eriksen and Einarsen 

(2004) declared that the minority in terms of gender in the 

workplace is exposed more to mobbing. 

Davey (2001: 390), and that organizational structure had an 

effect on mobbing activities at the workplace. The 

organizational structure, high hierarchy and work pressure in 

the workplace are the factors that intensify the frequency and 

degree of mobbing actions.  Resch and Schubinski (1996) 

asserted that the mobbing in the workplace is related to issues 

such as business design, leadership, social positions as well as 

morale.  Particularly the business design, changes in 

individuals’ social position and leadership behaviors can lead 

to mobbing actions in the workplace.  According to the results 

of the research carried out by Zapf, Knorz and Kulla in 1996, 

a very strong relationship was found between the attacks to 

personal life and the psychological diseases. In addition, the 

data reveal that organizational factors are the potential causes 

of the mobbing.  Hence, the mobbing is closely related to 

insufficient business content, inappropriate social 

environment, and psychological disorders. 

Hubert and Veldhoven (2001) affirmed that there are large 

differences between sectors in terms of undesirable behaviors 

and mobbing.  According to the researchers, public sector, 

production sector, financial institutions and educational 

institutions are the most risk sectors respectively in terms of 

mobbing occurrence.  Leymann (1996), emphasizes that the 

victims of mobbing usually consist of persons working in 

educational institutions and hospitals.  It has been determined 

that 25% of all workforce over 55 years old requested early 

retirement because of mobbing.  It has been ascertained that 

male employees usually intimidate male employees, while 

female employees are mainly mobbed by female employees, 

but can be exposed to mobbing by male employees as well.  

Zapf and Einarsen (2001) argued that mobbing in the 

workplace differs based on the country in terms of gender, 

conflict management, personality and relationship between 

organizational status.  In countries such as Denmark, 

Germany, Finland, the Netherlands, Norway and the United 

Kingdom, which were examined in the surveys, it has been 

revealed that the relationship between mobbing and the 

mentioned factors is different.  According to findings from 

Rayner's research conducted in England in 1997, there was no 

significant difference between men and women for more than 

half of the study subjects, who were exposed to mobbing.  

Vartina (1996) ascertained that the variables of age and 

gender have no effect on the mobbing.  Hence, the author 

concluded that the organizational factors have an effect on 

mobbing.  

In addition, mobbing causes destructive effects on individuals 

and organizations (Crawford, 1997: 219).  It has been shown 

that the patients exposed to mobbing are seriously 

experiencing traumatic stress disorders.  The main sectors, in 

which the mobbing is intense, are public institutions, health 

and education sectors (Leymann and Gustafsson, 1996: 261). 

Niedl (1996) concluded that the most important health 

problems faced by persons, who have been exposed to 

mobbing at the workplace are; depression, loss of self-esteem, 

aggression and constantly complaining.  

 

METHODOLOGY 

The purpose of the study is informing about the practices and 

results by evaluating real-life examples of psychological 

mobbing in tourism companies. In light of this analysis, we 

would like to reflect the opinions of the mobbing victims, 

starting from real-life examples. 

When determining the study method, firstly 15 hotel managers 

filled a pilot questionnaire consisting of 20 questions about 

the mobbing. At the end of the pilot survey, it was determined 

that the hotel managers did not sufficiently understand the 

questions or did not have sufficient knowledge about the 

concept.  In addition, it was decided to use a conceptual 

method since the study is not suitable for a quantitative 

research and consequently the results of the study would not 

be reliable.   

Firstly, 10 case studies were determined in various areas of 

tourism sector (hotel management, travel agency, food-

beverage, and transportation) that could be used in the scope 

of the study, and then cases were evaluated by 2 faculty 

member, specialized in the field of tourism.  According to the 

results of the evaluation, 4 case studies including the topics 

discussed in the literature section were selected to be used in 

the study.  When determining the case studies, many refereed 

journals, books and many websites on human resources have 

been searched.  While 2 of case studies were selected from the 

book entitled "Mobbing: Emotional Abuse in the Workplace" 

by Davenport, N., Schwartz, R. D. and Elliott, G., (Istanbul:  

Sistem Yayıncılık, 2003), the others were chosen from the 

"www.insankaynaklari.com" website. 
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CASE STUDY 

Case Study 1:  M.Ali – “I quitted my job at the hotel, where I 

worked for 7 years, because of mobbing. I have been feared to 

lose my job and I had to bear everything. However, sometimes 

the bully is too close to the boss. And even the other 

managers, who need to protect you (this can even be the 

human resources manager), do not want to get involved.  

When I am contemplating all of these, I conclude that the boss 

likes it this way.  The only thing I understand from this, the 

person who exposed mobbing to me wastes 10-15 people 

every year since he is in the senior position and place his men 

around him.  This guy has no quality whatsoever, he doesn't 

increase the sales or provide training. He never supports you 

but he holds his position."   

In this case study, M. Ali is at the last stage of mobbing, 

called "expulsion".  M. Ali had to leave his job at the hotel, 

where he worked for 7 years, because of mobbing by someone 

at the senior management.   This mobbing is a hierarchical, in 

other words, vertical mobbing.  M. Ali was mobbed easily by 

senior personnel, who is close to the boss.  This type of 

mobbing is suitable for "mass mobbing" approach described 

in the conceptual section.  Because, in this case study, the 

senior manager, who is mobbing M. Ali was not stopped by 

top management. Hence, the boss of M. Ali was involved in 

the mobbing process in some way. It is understood that the 

person, who mobs M. Ali is a person of bad character.  This 

person committed malicious and fraudulent actions to raise 

his/her reputation and believed that he had a privileged right 

since s/he was close to the boss.  This bully not only mobs M. 

Ali but many people every year since s/he was promoted.  

Since s/he is not capable enough in terms of professional 

capabilities, s/he may want to intimidate M. Ali. In addition, 

since M. Ali performs successfully in his job, the bully may 

perceive him a potential danger to himself/herself.  When we 

contemplate the personal characteristics of M. Ali, we find out 

that he is a submissive person, who does not react to mobbing 

actions so that he does not lose the job and that he is 

committed to his organization and professional.  It is 

considered that the utmost prominent reason for the 

emergence of mobbing in the organization is "poor 

management". We also observe that the communication 

channels in the organization are not working effectively and 

that the organizational ability to manage the conflicts is weak.  

Since the managers including human resources manager do 

not accept the mobbing in the organization or they ignore the 

mobbing, the mobbing was then facilitated. In this case study, 

the effects of mobbing on M. Ali, as a person, was amply 

destructive. At the end of mobbing,  M. Ali is at the stage of 

obsession in thoughts, which is the second stages of mobbing 

effects.  M. Ali constantly reminds the events that had a great 

impact on him, and remembering these events increases his 

stress as well as anxiety.   Hence, M. Ali thinks that he is still 

dealing with the negative psychological effects of this 

incident.  Furthermore, this mobbing case has many negative 

effects on tourism company as well.  It is mentioned that bully 

caused the end of employment of 10-15 people per year and 

recruited "his/her people" to work in these significant 

positions.  If the process continues in the same way, all the 

operations of the tourism company will be negatively affected 

and the working environment will be tense, complicated and 

chaotic.  Moreover, since it is necessary to pay the employees 

compensations when they leave the job, this will cause 

financial burdens to the company.   

 

Case Study 2 - Hande H: "I suffered a lot from this issue, I 

may have a few experiences that I would like to share with 

those who are suffering from mobbing.  There are many types 

of mobbing and bullying.  I've been exposed to many types of 

mobbing including not assigning something, overloading, 

excluding, finding a mistake in every act, harassing, 

humiliating... But I never lost my self-confidence. I was 

realizing that this happened because I was performing well.  If 

you are exposed to mobbing, you can constantly remind this 

and keep your motivation high.  It is evident the person loses 

his/her motivation after mobbing.  This is a tactic, and you 

may get fired because of low performance.  In that case, it is 

ideal to collect some pieces of evidence and you can easily get 

a report that you've been bullied.  It is possible to respond to 

the bully in a civilized way.  You may collect evidence against 

pieces of evidence that the bully finds to fire you.  It is 

possible to file a reemployment lawsuit according to the new 

law.  Another thing to consider, mid-level managers are 

falsifying your actions to senior levels.  They think they are 

protecting themselves if they do not keep the staff that is better 

than them. When three people talk repeatedly, it is normal 

that you hope for something will change.  Since generally, 

these peoples are experts in superseding the personnel, they 

act maliciously only to the brighter personnel.  Thinking 

themselves only, the other employees do not support the 

victim. I strongly recommend that you learn about your legal 

rights. That was my biggest mistake since I lacked 

experience."  

In this case study, Hande at the last stage of mobbing called 

"expulsion".  The senior management involved in mobbing 

process, hence, Hande's motivation declined and she was fired 

by using low performance as the excuse.  The mobbing that 

Hande was exposed to is hierarchical, in other words, vertical 

mobbing.  In this vertical mobbing, the bully and bullies used 

many methods.  They attacked her professional capability by 

giving too much work or not giving any work. They excluded 

her by not talking to her, humiliated her or communicated 

maliciously with her.   Since the mid-level manager was 

involved in the mobbing, we can assert that it was a type of 

"mass mobbing".  It is contemplated that the bullies have 

narcissistic personality traits.  These persons felt 

uncomfortable by the presence of a successful subordinate and 

they strive to intimidate her.  In fact, they are using the low 

performance as an excuse since Hande's performance was 

decreased because of mobbing.  When we contemplate the 

personal characteristics of Hande, we find out that she is 

neither submissive nor silent when encountered an injustice.  

However, Hande thinks that she could not defend sufficiently 

her rights since she was lacking experience. We think that 

Hande is at the stage of obsession in thoughts, which is the 

second stage of mobbing effects.  The greatest impact on this 

process is that the stress that Hande has suffered and the fact 

that she could not forget what she experienced and she has 

regrets because of inexperience.  Unfortunately, she found out 
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about her legal rights too late that she could not overcome the 

mobbing.  Hande thinks it was due to the loss of motivation 

and lack of experience.  

 

Case Study 3 - Judy: “A new manager started to work, her/his 

behavior was very humiliating.  My secretary used to 

participate in meetings that I made with him/her. This was not 

something usual. S/he said to me, "Everybody complaints that 

you do not respond to their phones" in the presence of my 

secretary.  I said, "Everyone, who?".  That was something I 

was very successful at.  I was on the phone eight hours a day.  

That is why it was so ridiculous that s/he says to me, "You do 

not answer the phones".  Even during the night and weekend, 

I was answering the calls.  I said "who?".  S/he said, 

"Everyone".  I then said, "I can not answer that since I do not 

know what you are talking about".  S/he then said, "You better 

be careful because I will be watching you".  You really 

question yourself. You are wondering if you are good enough 

and if you can do it. It is a disaster or accident.  My self-

esteem was stealthily affected.  Now I am much more tired 

than I used to be. I remind myself that perfect world does not 

exist." 

We think that Judy is at the "critical incident stage", which 

constitutes the second phase of the mobbing.   The critical 

incident, a conflict occurred between Judy and the manager, 

who newly started to work. This mobbing type is vertical, in 

other words, hierarchical. New manager blames her in order to 

intimidate her.  While Judy was fulfilling her tasks, the new 

manager stated during a meeting that Judy was inadequate and 

made mistakes when working.  It is understood that a bully is 

a person of bad character.  Desiring to be powerful, the new 

manager aimed to humiliate Judy during the meeting in front 

of other employees, including the secretary.  It is thought that 

the new manager felt uncomfortable because of Judy's 

position since she was participating the meetings with her 

secretary. Hence the new manager strives to prove her/his 

power and intimidate Judy.  In terms of the impact of 

mobbing on Judy, it is asserted that Judy seems to be at the 

first stage, hyper agility phase.  Despite the mobbing was not 

intense, Judy notes that her self-confidence has been shaken.  

Performing well in her job, although Judy was in the initial 

phase of mobbing process, she was stressed in short time and 

descended into a mood of pessimism  

 

Case Study 4: Catherine – “I wasn't invited to the meeting, 

where procedures and assignments in my field were discussed. 

Inexperienced people are assigned to my projects. These 

behaviors became conflicting for me. I felt limited, controlled, 

downgraded and unreliable. I considered these behaviors as 

an attack on my integrity. Was this a game of power?  I was 

feeling increasingly confused, unhappy, sad and desperate. I 

tried to talk to the manager about this. S/he evaded and 

blamed me for not being able to cope with these changes and 

being disobedient.  It was so wrong.  I was feeling awful since 

I was found insufficient to find a solution. But after a while, I 

realized that it was not possible to find a solution. I remember 

his/her reaction when I gave him/her my letter of resignation, 

in three months than s/he started to work. S/he was not 

surprised.  On the contrary, s/he was relieved.  Maybe s/he 

prepared himself/herself for a longer conflict and did not 

expect that I quit so early.  For seventeen years, I worked with 

all my energy.  Finally, I got my prize as mobbing.  I received 

a therapy.  Talking about this subject still makes me 

uncomfortable.  I felt like I was crippled for a long time.  I 

knew I had legs, but I thought I could not walk.  I was nearly 

having a heart attack. I've had panic attacks many times and I 

thought I was about to die".  

 The mobbing to which Catherine was exposed is the 

last stage of mobbing, called "expulsion".  Failing to 

overcome the mobbing, Catherine has to resign from her job 

that she has been working for 17 years.  Although Catherine 

resigned, she could not get rid of the effect of psychological 

intimidation. This mobbing type is vertical, in other words, 

hierarchical. The bully is the new manager, who commenced 

to work three months ago. Since the manager wanted to 

intimidate Catherine, attached her professional ability by not 

including her in the significant meetings about her fields and 

assigning inexperienced persons to Catherine's projects and 

strove to mob her with negative communication. In addition, 

the manager showed the situation, as it was Catherine's fault, 

by blaming Catherine not coping with changes and being 

disobedient and the manager forced Catherine to surrender. In 

terms of personal traits, it is thought that Catherine has a 

submissive character. After mobbing, she became desperate 

and she began to feel incompetent.  Catherine is at the last 

stage of mobbing process, called as "mixed emotions".  

Depression and panic attacks constitute the characteristics of 

this stage.  The last stage is quite dangerous and Catherine 

definitely needs psychological support.  Otherwise, the 

tendency to accidents may increase or negativities may occur 

such as an attempt to suicide.  

 

CONCLUSION AND RECOMMENDATIONS 

The mobbing phenomenon that can occur using many 

methods, in various sectors in various countries and the 

effects of the mobbing on the individuals and organizations 

may differ.  The names of the victims and the location where 

they lived do not constitute important data.  It is important 

however that the conception of human resources as the "most 

valuable assets of the organization" is still not developed. It 

can also be observed in the case studies related to the tourism 

sector within the scope of research that senior managers 

mostly intimidate the subordinates.  These managers, having 

the "hierarchical" power, can easily harass their subordinates 

when the subordinates perform successfully.  In addition, 

since they can easily influence the business owners, they can 

easily get the support.   

It is crucial to inform the victims about this "real" fact and let 

them realize that they are facing an important management 

issue.  The victims, considered as the potential dangers by the 

bullies, should be sufficiently informed about the mobbing.  

When it is achieved, the victim will not suffer and it will be 

easier to take action against the problem.  

Human resources manager in tourism companies should play 

a leading role in the development of a corporate culture 
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valuing human being, encouraging respect, trust and 

cooperation, keeping away from hierarchy, supporting open 

and direct communication, keeping away from harassment 

and mobbing at the workplaces.  In this context, the corporate 

culture and processes should include mobbing prevention 

policies and there should be training activities to inform all 

the employees about these policies.  Such policies should 

include the rights of victims as well as the ways to report and 

resolve such issues.  Being a new concept with a strategic 

implementation, a "Mobbing Prevention Specialist", who 

would work in coordination with Human Resources, should be 

assigned among the people trained in "organization and 

psychology of working".  The person holding this position 

should clarify the mobbing cases that occur at both the 

individual and organizational level; collect information on the 

various qualities of mobbing; compare the data obtained with 

data from similar studies conducted in national and 

international level; hence, s/he should serve to develop and 

disseminate information about the mobbing in the workplace.  

The mobbing prevention specialist to be assigned similarly 

should help the victims of the mobbing in order to regain their 

health. Informing and training about the mobbing 

phenomenon should be another task of the mobbing 

prevention specialist. These training may be individuals 

training aiming to protect the individuals, as well as they may 

aim to protect from the mobbing or provide assistance to the 

victims when the mobbing occurs. More importantly, human 

resources experts should educate themselves on this issue. 

Thus, an extremely important step would be taken for taking 

strategic precautions in the mobbing cases experienced in the 

organizations and for finding a solution. 

Unfortunately, this issue does not sufficiently attract the 

attention of academic staff, professional environment or 

professional organizations.  However, similar issues are 

experiencing in many tourism companies and are increasing 

when an economic crisis occurs. Hence, it seriously threatens 

all the employees that it should not be ignored. In particular, 

the legal gaps in this area increase the anxieties of the victims, 

who are exposed to the mobbing, and affect negatively their 

intention to overcome the mobbing.  Thus, the necessary legal 

regulations in this regard should be completed in a timely 

manner.  
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