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Abstract

In today's dynamic and competitive business environment, the sustainability of organizations relies not only on
financial performance but also on internal social dynamics such as organizational culture and workplace
relationships. This study explores the connection between perceived organizational culture and workplace
mobbing (psychological harassment) within the aviation industry—a sector known for its high safety standards,
strict operational protocols, and diverse workforce. The research aims to determine the extent to which
organizational culture influences the occurrence and perception of mobbing behaviors among aviation
employees. A total of 437 participants from the airline, airport, ground services, aircraft maintenance, and
aviation defense sectors in Turkey completed an online questionnaire. The study employed validated Turkish
adaptations of the Denison Organizational Culture Scale and the Mobbing Scale developed by Davenport et al.
The findings indicate that aviation employees generally perceive mobbing at a low level (mean score = 1.298) 750
and organizational culture at a moderately positive level (mean score = 3.325). Statistical analyses, including T-
tests, ANOVA, correlation, and multiple regression, reveal that perceptions of both mobbing and organizational
culture vary significantly across demographic variables such as age, marital status, education level, job tenure,
income, and job position. Importantly, a statistically significant inverse relationship was identified between
perceived organizational culture and mobbing (B = -0.217, R? = 0.142, p < .01). These results underscore the
idea that fostering a positive organizational culture can help reduce harmful behaviors like mobbing,
particularly in high-stress sectors such as aviation.
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INTRODUCTION

In the contemporary business world, where globalization, digitalization, workforce diversity, and
competition are increasingly intensifying, the sustainability of organizations is directly related not
only to their financial performance but also to their internal social dynamics. In this context,
organizational culture and workplace social relations are among the key determinants of
employee job satisfaction, commitment, and overall organizational performance (Schein, 2010;
Denison et al., 2012). Organizational culture constitutes the fundamental system of values that,
although often invisible, strongly guides organizational behavior by defining which actions are
acceptable and which are considered deviant within the organization (Hofstede et al., 2010).

On the other hand, mobbing, as one of the most critical negative social behaviors experienced in
the workplace, has become a prominent research topic in organizational psychology and
occupational health (Einarsen et al., 2011). Mobbing refers to systematic and repeated
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psychological harassment directed at an individual, which undermines the victim’s dignity, well-
being, and professional functioning, while also negatively affecting the organizational climate
(Leymann, 1996; Zapf & Einarsen, 2005).

Recent studies increasingly emphasize the relationship between organizational culture and
mobbing. The literature suggests that organizational values, leadership styles, communication
patterns, and perceptions of justice play a decisive role in the emergence or prevention of
mobbing behaviors (Salin, 2003; Hoel & Salin, 2003; Brown & Treviio, 2006). In particular,
participative and supportive organizational cultures act as protective mechanisms, whereas
authoritarian, hierarchical, and power-centered cultures tend to facilitate mobbing behaviors
(Namie & Namie, 2009; Skogstad et al., 2007).

In this regard, the aviation sector provides a highly distinctive and critical context for examining
the relationship between organizational culture and mobbing. Unlike many other industries,
aviation is a safety-critical sector in which human error may lead to severe consequences,
including loss of life and large-scale operational disruptions. Studies indicate that human factors
contribute to a significant proportion of aviation accidents, highlighting the importance of
interpersonal dynamics and organizational conditions (Reason, 1997; Helmreich & Merritt, 2001,
Wiegmann & Shappell, 2003). Therefore, employees operate under constant pressure to maintain
operational accuracy, meet time constraints, and manage risk, which may intensify stress and
interpersonal tensions (Hobbs, 2008).

Another defining characteristic of the aviation sector is its strong reliance on teamwork and
coordination. Flight safety depends on effective collaboration among multiple professional 751
groups, including cockpit crew, cabin crew, air traffic controllers, maintenance personnel, and
ground service staff. The concept of Crew Resource Management (CRM) emphasizes
communication, situational awareness, and teamwork as critical components of safe operations
(Helmreich et al., 1999; Salas et al., 2006). Ineffective communication and coordination failures

have been identified as major contributing factors in aviation incidents (Kanki et al., 2010).

Furthermore, aviation organizations are typically characterized by strict hierarchical structures
and clearly defined authority gradients. The cockpit environment often reflects high power
distance, in which captains hold ultimate authority over decision-making (Hofstede et al., 2010;
Merritt, 2000). While such hierarchical structures are essential for operational clarity and safety,
they may also inhibit open communication and upward feedback, potentially increasing the risk
of silence, fear, and workplace mistreatment (Edmondson, 1999; Detert & Edmondson, 2011).

In addition, the aviation sector encompasses diverse occupational groups with distinct roles,
responsibilities, and working conditions. Differences between cockpit crews, cabin crews,
maintenance teams, and ground services employees may lead to varying perceptions of
organizational justice, leadership, and communication quality (O’Connell et al., 2011). These
differences can shape both the exposure to and perception of mobbing behaviors across
organizational units.

Given these characteristics—namely, high safety sensitivity, intense work pressure, critical
dependence on teamwork and communication, rigid hierarchical structures, and occupational
diversity—the aviation sector represents a particularly relevant context for analyzing the
interaction between organizational culture and mobbing. Previous research suggests that safety
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culture, reporting climate, and leadership behaviors play a crucial role in shaping both employee
well-being and safety outcomes (Reason, 1997; Neal & Griffin, 2006; Clarke, 2010).

Accordingly, this study aims to examine the concepts of organizational culture and mobbing
within a theoretical framework, analyze their interrelationship, and evaluate their implications
specifically in the aviation sector. By doing so, the study seeks to contribute to the development
of organizational strategies that foster healthy work environments, enhance communication and
trust, and ultimately strengthen both organizational performance and safety outcomes.

CONCEPTUAL FRAMEWORK

Under current conditions, the success of organizations within their respective sectors is often
insufficient in the face of global competition. Therefore, organizations need an integrative
organizational culture that includes a strong mission, vision, and core values to differentiate
themselves from competitors. On the other hand, organizations face numerous challenges in the
workplace. Mobbing behavior—defined as psychological pressure, unjust words, and actions
systematically and humiliatingly directed toward employees—can be observed in nearly every
organization, regardless of gender. Additionally, employee incompatibility and an unhealthy
work environment pose serious threats to the organization’s survival.

The phenomenon of mobbing, observed almost worldwide, has also become a subject of research

in Turkey in recent years. Within organizations, the exposure of employees to mobbing,
psychological harassment, or violence constitutes unethical behavior. It is believed that mobbing
behaviors are less likely to occur in healthy work environments with an established ethical
climate. As in other organizations, organizational culture is one of the most significant factors 752
influencing and shaping employee behavior in aviation enterprises. Indeed, it is well known that
organizational culture and climate affect all positive and negative situations within the
organization.

Organizational Culture

Organizational culture is widely recognized as a foundational construct that shapes how
individuals perceive, interpret, and behave within organizational settings. Rather than being
limited to visible practices, it encompasses a multilayered system of shared values, norms, and
assumptions that guide behavior and decision-making processes (Schein, 2010). In this sense,
organizational culture functions as an underlying social control mechanism that defines
acceptable and unacceptable behaviors, thereby influencing both individual actions and collective
dynamics.

The conceptualization of organizational culture has evolved significantly since its emergence in
the 1980s. Early approaches primarily focused on culture as a managerial tool for enhancing
performance and control; more recent perspectives, however, emphasize its complex, dynamic,
and socially constructed nature (Alvesson, 2013; Alvesson & Sveningsson, 2015). This shift has
led to a deeper understanding of culture not merely as a static organizational attribute, but as an
ongoing process shaped by interactions, leadership practices, and environmental conditions.

One of the most influential frameworks in understanding organizational culture is Schein’s
(2010) three-level model, which distinguishes between observable artifacts, espoused values, and
underlying assumptions. These layers are analytically significant because they explain why
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surface-level organizational practices may not always align with deeper cultural beliefs. In
parallel, Hofstede’s cultural dimensions theory provides a complementary macro-level
perspective by linking organizational practices to broader societal values such as power distance,
uncertainty avoidance, and collectivism (Hofstede et al., 2010). Together, these frameworks
suggest that organizational culture operates simultaneously at multiple levels, shaping both
formal structures and informal interactions.

Building on these theoretical foundations, the Competing Values Framework (Cameron & Quinn,
2011) categorizes organizational cultures into clan, adhocracy, hierarchy, and market types, each
associated with distinct leadership styles, communication patterns, and strategic priorities.
Empirical evidence indicates that these cultural types are not only related to organizational
effectiveness but also significantly influence employee attitudes and psychological climate
(Hartnell et al., 2011). For instance, clan cultures tend to foster trust and collaboration, whereas
hierarchical cultures emphasize control and stability, potentially affecting interpersonal dynamics
in different ways.

Importantly, recent research has increasingly linked organizational culture to employee well-
being and psychological outcomes. A supportive, transparent, and ethically grounded culture has
been shown to enhance job satisfaction, reduce burnout, and strengthen organizational
commitment (Schneider et al., 2013; Chatman & O’Reilly, 2016; Groysberg et al., 2018). This
line of research highlights that organizational culture is not only a determinant of performance
but also a critical factor in shaping the quality of employees’ work experiences.

Furthermore, contemporary organizational environments characterized by digital transformation, 753
globalization, and generational diversity have reinforced the view that culture is inherently
dynamic and continuously changing (Denison et al., 2012). These developments require
organizations to actively manage and adapt their cultural structures in order to maintain
alignment with both internal and external demands.

Mobbing

Mobbing, also referred to as workplace bullying, represents a persistent and systematic form of
psychological harassment that undermines both individual well-being and organizational
functioning. Unlike isolated interpersonal conflicts, mobbing is characterized by repeated
negative acts directed at a target over an extended period, typically involving a power imbalance
between the perpetrator and the victim (Leymann, 1996; Einarsen et al., 2011). This distinction is
crucial, as it situates mobbing not merely as an interpersonal issue but as a structural and
organizational phenomenon.

The manifestations of mobbing are diverse, ranging from overt behaviors such as verbal abuse
and humiliation to more subtle forms, including social exclusion, rumor spreading, and the
deliberate obstruction of work performance (Zapf & Einarsen, 2005). The persistence and
systematic nature of these behaviors contribute to severe psychological consequences for victims,
including anxiety, depression, reduced self-esteem, and in some cases, post-traumatic stress
symptoms (Nielsen & Einarsen, 2012). At the organizational level, mobbing is associated with
decreased productivity, increased turnover intentions, and a deterioration of the overall work
climate.

Year 2026, Volume-12, Issue-9  Journal homepage: https://share.google/0GGau8uM5Zqb1Rwrl



EUROASIA JOURNAL OF SOCIAL SCIENCES & HUMANITIES
Vol: 12, Issue: 9 JUNE 2026 DOI: http://doi.org/10.5281/zenodo.21011488

While early research tended to focus on individual characteristics of perpetrators and victims,
there has been a clear shift toward emphasizing organizational antecedents of mobbing. This
perspective argues that workplace bullying is largely enabled or constrained by structural and
cultural conditions within organizations (Salin, 2003; Baillien et al., 2011). Factors such as weak
leadership, role ambiguity, high workload, and ineffective communication systems create
environments in which mobbing behaviors are more likely to emerge and persist (Einarsen et al.,
2011).

In this context, power relations play a central role. Mobbing often occurs within hierarchical
structures where authority gradients can be exploited, either in vertical (manager-subordinate) or
horizontal (peer-to-peer) relationships (Hoel & Salin, 2003). Particularly in highly formalized or
bureaucratic organizations, the combination of rigid hierarchies and limited accountability
mechanisms may facilitate the normalization or concealment of such behaviors (Yildirrm &
Yildirim, 2007).

At the same time, broader socio-demographic and organizational inequalities also shape
vulnerability to mobbing. Research suggests that individuals in lower-status positions or those
belonging to minority groups may be at greater risk, highlighting the intersection between
mobbing and issues of organizational justice, diversity, and inclusion (Lewis & Gunn, 2007).
Similarly, competitive pressures and performance-driven environments, particularly in the private
sector, may indirectly contribute to mobbing by intensifying interpersonal rivalry (Duffy &
Sperry, 2012).

Overall, the literature increasingly conceptualizes mobbing as a multidimensional phenomenon 754
embedded within organizational systems, rather than as an isolated behavioral problem.

The Relationship Between Organizational Culture and Mobbing

The relationship between organizational culture and mobbing has attracted increasing attention as
scholars have recognized that negative workplace behaviors are not merely individual deviations
but are deeply embedded in organizational contexts. Organizational culture, as a system of shared
values and norms, plays a central role in shaping how employees interact, resolve conflicts, and
respond to deviant behaviors (Schein, 2010). In this sense, culture functions as both a risk factor
and a protective mechanism regarding mobbing.

A key insight from the literature is that mobbing prevalence is closely linked to organizational
culture. Cultures that promote openness, participation, and ethical conduct tend to discourage
hostile behaviors by fostering trust and psychological safety among employees (Namie & Namie,
2009). In contrast, cultures characterized by authoritarian leadership, high power distance, and
limited communication channels may create conditions in which mobbing behaviors are more
likely to occur and remain unchallenged (Hoel & Salin, 2003; Hofstede, 2001).

This relationship can be further understood through the lens of organizational climate and justice
perceptions. Environments where employees perceive low levels of fairness, transparency, and
support are more susceptible to interpersonal conflicts and negative behaviors (Baillien et al.,
2011; Salin, 2008). In such contexts, mobbing may emerge not only from individual intentions
but also as a by-product of dysfunctional organizational systems.
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Importantly, the informal dimensions of organizational culture also contribute to mobbing. Social
dynamics such as group formation, exclusionary practices, and implicit norms can reinforce
patterns of behavior that marginalize certain individuals (Agervold, 2007). These findings
suggest that mobbing is often sustained by collective processes rather than isolated actions,
highlighting its cultural and structural roots (Lewis & Gunn, 2007).

Leadership plays a particularly critical role in mediating the relationship between culture and
mobbing. Transformational and ethical leadership styles have been associated with lower levels
of mobbing, as they promote trust, fairness, and open communication (Brown & Trevifio, 2006;
Einarsen et al., 2007). Conversely, laissez-faire or authoritarian leadership styles may contribute
to ambiguity, lack of accountability, and the normalization of negative behaviors (Skogstad et al.,
2007).

Taken together, these findings indicate that the relationship between organizational culture and
mobbing is complex and multidimensional. Rather than a direct or linear association, it involves
the interaction of multiple factors, including leadership, communication patterns, organizational
justice, and informal social structures. This perspective underscores the importance of adopting a
holistic approach when analyzing and addressing mobbing within organizational settings.

METHODOLOGY

This research aims to reveal the relationship between perceived organizational culture and
mobbing behavior in aviation enterprises. Within the scope of the study, it is intended to
determine the perceived organizational culture in aviation enterprises and, accordingly, to
identify whether this culture influences mobbing behavior. Additionally, determining how 755
mobbing behavior and organizational culture differ across various demographic variables is also

among the subsidiary objectives of the research.

The research population consists of all aviation employees working in airlines, airports, ground
handling services, and air defense firms operating in Turkey. In this context, a 0.05 confidence
interval, as commonly used in social sciences, was applied to determine the research sample
(Karabey, 2019). During the research process, given that N > 100,000 and the exact size of the
population is unknown, a sample of 383 respondents, collected via surveys, is sufficient to
represent the research population (Ustiin, 2018). Accordingly, 437 aviation employees were
reached through an online survey conducted via Google Forms. For sampling purposes, the
convenience sampling method was used due to its time- and cost-effectiveness (Baltaci, 2018).

In this research, the survey method was selected as the data collection method. In this context, the
questionnaire form consists of scales whose validity and reliability have been proven in previous
studies. The first part of the questionnaire includes demographic variables (such as age, gender,
marital status, education, income level, work experience, job title, etc.) of the employees included
within the scope of the research. In the second part, to determine employees’ perceptions of
mobbing, the Mobbing Scale, consisting of 44 items originally developed by Davenport et al.
(2003) and adapted into Turkish by Demirel (2009), was used. In the final part of the
questionnaire, to determine employees’ perceptions of organizational culture, the Organizational
Culture Scale, consisting of 36 items developed by Denison and adapted into Turkish by
Yahyagil (2004), was used.
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Within the scope of the study, to determine the relationship between organizational culture and
mobbing in aviation enterprises and to examine the relationships among dependent and
independent variables, standard statistical analyses, including the Independent Samples T-Test,
Analysis of Variance (ANOVA), Correlation, and Regression Analysis, were applied. The data
were analyzed using SPSS 22.0 software.

Main Research Hypothesis

H1: There is a statistically significant relationship between perceived organizational culture and
mobbing (harassment) behavior in aviation enterprises.

Sub-Research Hypotheses

H1.1: Perceived organizational culture in aviation enterprises differs statistically by employees’
demographic variables (gender, marital status, education level, age, income level, department, job
title, work experience).

H1.2: Perceived mobbing (harassment) behavior in aviation enterprises differs statistically by
employees’ demographic variables (gender, marital status, education level, age, income level,
department, job title, work experience).

FINDINGS

Within the scope of the research, analyses were conducted to determine the validity and
reliability of the perceived organizational culture and mobbing scales. According to the reliability
analysis: the Cronbach’s Alpha value of the Mobbing Scale was calculated as 0.930, and the
Cronbach’s Alpha value of the Perceived Organizational Culture Scale was calculated as 0.934.
These values indicate that both scales have very high internal consistency.

756

Table 1. Reliability Analysis

Cronbach's Alpha n
Perception of Mobbing ,930 44
Perceived Organizational Culture ,934 36

Cronbach’s Alpha (o) is one of the most widely used statistical methods to determine the internal
consistency (reliability) of a scale. The commonly accepted evaluation criteria are as follows
(Nunnally, 1978):

e 0> 0.90 — Excellent

¢ 0.80 <0 <0.90 - Good

¢ 0.70 <0 < 0.80 — Acceptable

¢ 0.60 <o <0.70 — Marginally acceptable

e <0.60 — Poor

In this context, it can be stated that both scales demonstrate “excellent” reliability, and the scales
used are highly successful in terms of both structural consistency and internal homogeneity.
Especially for subjective, perception-based constructs such as mobbing and organizational
culture, this level of reliability confirms the appropriateness of the scales within the sample.

In order to ensure accurate analysis of the data using appropriate methods, the normality of the
dataset was assessed by examining the skewness and kurtosis values.
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Table 2. Normality Analysis

n Skewness Kurtosis
Perception of Mobbing 437 ,827 1,094
Perceived Organizational Culture 437 -,607 1,392

According to the research methods literature (George & Mallery, 2010; Hair et al., 2014), if the
skewness and kurtosis values are within 1, the distribution can be considered normal. Values up
to +2 are interpreted as acceptable deviations. In this context, the data on perceptions of mobbing
are positively skewed and moderately leptokurtic, but remain within acceptable limits. The data
on perceived organizational culture are negatively skewed, but the overall distribution appears
approximately normal. As a result, the distribution of both variables is considered sufficiently
normal for the application of the parametric tests. Given the large sample size (n = 437), the
central limit theorem further supports the validity of using parametric tests (Tabachnick & Fidell,

2013).
Table 3. Descriptive Statistics for Perceived Organizational Culture and Perception of Mobbing
n Mean (x) Standard Deviation
Perception of Mobbing 437 1,298 ,380
Perceived Organizational Culture 437 3,325 ,660

When the general perceptions of aviation sector employees regarding mobbing behaviors are
examined, it is observed that employees perceive mobbing behaviors in their organizations at a

low level (X = 1.298). In the literature, Yildirm et al. (2007) highlighted mobbing in the 7>’

healthcare sector and reported that nurses perceived mobbing behaviors at a moderate level (X =
2.85). When the general perceptions of aviation sector employees regarding organizational
culture are examined, it is observed that employees perceive their workplaces’ organizational
culture positively at an above-moderate level (X = 3.325). In the literature, Schein (2010)
considers organizational culture a fundamental factor shaping employee behavior, emphasizing
that employees’ positive perceptions of culture are directly related to organizational commitment
and performance. Aycan and Kanungo (2001) also stated that the positive perception of
organizational culture is especially associated with high levels of trust, ethical values, and
supportive leadership structures. In this context, the organizational culture perception score of X =
3.325, at a moderate-to-high level, suggests that employees tend to identify with their
organizations and generally experience a positive workplace climate.

Table 4. Frequency Distribution of Demographic Characteristics of Aviation Employees

Gender Marital Status
N % N %
Male 336 76,9 Married 113 25,9
Female 101 23,1 Single 324 74,1
Total 437 100,0 Total 437 100,0
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Education Age
N % N %
Associate Degree 44 10,1 18-24 186 42,6
Bachelor's Degree 313 71,6 25-29 105 24,0
Postgraduate 80 18,3 30-34 37 8,5
Total 437 100,0 35-39 20 4,6
Work Experience (in Current Organization) 40-44 28 6,4
N % 45-49 14 3,2
Less than 1 year 164 37,5 50 and above 47 10,8
1-4 years 128 29,3 Total 437 100,0
5-9 years 91 20,8 Professional Experience
10-14 years 26 5,9 n %
15-19 years 15 3,4 Less than 1 year 131 30,0
20 years and above 13 3,0 1-4 years 116 26,5
Total 437 100,0 5-9 years 71 16,2
Revenue Level 10-14 years 45 10,3
n % 15-19 years 21 4.8
20.000 - 40.000 TL 126 28,8 20 years and above 53 12,1
40.001 - 60.000 TL 121 21,7 Total 437 100,0 758
60.001 - 80.000 TL 65 14,9 Field of Work in Aviation
80.001 - 100.000 TL 56 12,8 n %
100.001 TL and above 69 15,8 Airline 170 38,9
Total 437 100,0 Airport 45 10,3
Job Title Ground Handling 66 15,1
n % Aircraft Maintenance 95 21,7
Manager 92 21,1 Aviation Defense Industry 37 8,5
Chief/Supervisor 32 7,3 Other 24 5,5
Engineer 44 10,1 Total 437 100,0
Specialist 34 7,8
Officer 112 25,6
Pilot 7 1,6
Air Traffic Controller 14 3,2
Cabin Crew 26 59
Aircraft Technician 76 17,4
Total 437 100,0

Among the aviation employees who participated in the study, the majority were male (76.9%),
while only 23.1% were female. On the other hand, the majority of employees were single
(74.1%), and only 25.9% were married. The predominance of single employees suggests that the
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employee profile is relatively young. Indeed, 66.6% of employees were aged 18-29, and only
10.8% were aged 50 and above. The fact that young employees are relatively new to the sector
may increase the challenges they face in adapting to the organizational culture. Moreover, it is
known that inexperienced employees are more vulnerable to mobbing (Hoel & Cooper, 2000). In
addition, among the participants, those holding a bachelor’s degree (71.6%) constituted the
largest group, while those with postgraduate (18.3%) and associate degrees (10.1%) represented
smaller proportions. Higher levels of education may increase employees’ expectations of the
organization. However, if highly educated individuals are employed in positions below their
qualifications, this may lead to conflict within the "competence-mobbing relationship™ (Namie &
Namie, 2009).

It was observed that the majority of the aviation employees participating in the study had worked
in their current organization for a relatively short period. Specifically, 37.5% had been working
for less than one year, and 29.3% between one and four years. The high proportion of short-term
employees may indicate that employees have not yet internalized the organizational culture or are
in a state of transition. Such structures are known to carry a higher risk for mobbing (Zapf et al.,
1996). In terms of sectoral experience, as with organizational tenure, 30% had less than 1 year,
while 26.5% had between 1 and 4 years. This suggests that for most participants, this may be
their first professional experience. Among aviation employees, the highest proportion (56.5%)
fell within the 20,000-60,000 TL income range. Only 15.8% of the employees earned over
100,000 TL. In terms of employment areas within the sector, the majority of employees worked
in airlines (38.9%) and aircraft maintenance (21.7%). In terms of job titles, the majority of
aviation employees were civil servants (25.6%) and managers (21.1%). The proportion of 759
employees with titles such as aircraft technician (17.4%) and engineer (10.1%) was also high.
Overall, the demographic structure reflects a predominantly male, single workforce with short
tenure in the sector.

Within the scope of the study, Independent Samples T-Test and ANOVA tests were conducted to
determine the relationship between perceived organizational culture. They examined mobbing
based on demographic variables and their mutual effects.

Table 5. Relationship Between Mobbing, Organizational Culture and Gender

Mobbing & Organizational Culture & Gender — Difference Analysis (T-Test)

Gender n Mean  Std. Dev. t p*
Perception of Male 336 1,29 ,384 ,985 ,325
Mobbing Female 101 1,33 ,370
Perceived Male 336 3,35 ,684 1,211 227
Organizational Culture Female 101 3,26 568

* p<,05

Table 5 examines whether perceived organizational culture and mobbing perceptions differ by
gender among aviation employees. While the mobbing perception of male employees was X =
1.29, that of female employees was X = 1.33. This difference was not statistically significant. This
finding indicates that there is no significant difference between male and female employees in
their perceptions of mobbing. Some studies have stated that female employees are more
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frequently subjected to psychological harassment (Salin, 2001; Einarsen et al., 2011). In contrast,
Salin (2003) emphasizes that men in managerial positions are in more protected roles.
Nonetheless, some studies have also shown that gender alone is not a significant predictor (Coyne
et al., 2000).

While male employees’ perception of organizational culture was X = 3.35, female employees’
perception was X = 3.26. This difference was also not statistically significant. Thus, there is no
significant difference between male and female employees in their perceptions of organizational
culture. This suggests that no particular gender is granted privilege within the organization, or
that both groups share similar organizational experiences. Indeed, in the literature, Hofstede
(1980) and Schein (2010) note that organizational culture may be shaped by gender; however,
they emphasize that such differences become less pronounced in inclusive cultures. Kabasakal &
Bodur (2002) suggest that in societies with high power distance, such as Turkey, gender-based
organizational perceptions may be more pronounced.

The absence of statistically significant gender differences in both variables (mobbing perception
and organizational culture perception) may indicate a favorable gender-equality situation within
the organization. However, the literature frequently notes that women are in more vulnerable
positions, particularly in informal relations, promotion processes, and managerial attitudes (Lewis
& Gunn, 2007).

Table 6. Relationship Between Mobbing, Organizational Culture and Marital Status
Mobbing & Organizational Culture & Marital Status — Difference Analysis (T-Test)

Marital Status n Mean  Std. Dev. t p* 760
Perception of Married 113 1,21 ,249 2,989 ,003
Mobbing Single 324 1,33 412
Perceived Married 113 3,31 ,587 ,228 ,820
Organizational Culture Single 324 3,33 684

*p<,05

Table 6 examines whether perceived organizational culture and mobbing perceptions among
aviation employees differ by marital status. The mobbing perception of married employees was X
= 1.21, while that of single employees was X = 1.33. This difference is statistically significant (t =
2.989; p = 0.003 < 0.05). Although the overall perception of mobbing among aviation employees
is low, this result indicates that single employees perceive a higher level of mobbing than their
married counterparts. In the literature, Einarsen et al. (2011) emphasize the mitigating effect of
social support systems on the perception of mobbing, noting that married individuals have easier
access to social support outside the workplace. Hoel and Cooper (2000) suggest that married
individuals have higher levels of organizational commitment, which may contribute to more
stable interpersonal relationships within the organization. Tutar (2004) highlights the balancing
role of family life, especially in stress management, which may reduce the perception of
mobbing.

The organizational culture perception of married employees was X = 3.31, while that of single
employees was X = 3.33. This difference is not statistically significant. Perceptions of
organizational culture appear to be independent of marital status. Both groups are exposed to
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similar cultural environments and exhibit comparable levels of adaptation to the organization’s
values, norms, and expectations. In the literature, Schein (2010) emphasizes that organizational
culture is built through collective interactions rather than individual differences. While Hofstede
(1980) acknowledges that culture influences individuals, he also asserts that demographic
characteristics, such as marital status, have only a limited influence on perceptions of culture.

Table 7. Relationship Between Mobbing, Organizational Culture and Age

Mobbing & Organizational Culture & Age — Difference Analysis (ANOVA)
Levene

Age Group n Mean  Std. Dev. Statistic F p**
18-24 186 1,42 ,499 40,528 12,053 ,000
25-29 105 1,24 ,195
30-34 37 1,11 ,140 p*
Perception of _35-39 20 141 ,244 ,000
Mobbing  40-44 28 1,15 186
45-49 14 1,57 ,283
50 and above 47 1,06 ,062
Total 437 1,30 ,380
18-24 186 3,26 ,626 3,844 7,691 ,000
25-29 105 3,44 ,753
30-34 37 3,23 284 p* 761
Perceived 35 39 20 274 339 001
Organizational
Culture 40-44 28 3,36 ,688
45-49 14 4,13 , 764
50 and above 47 3,38 ,559
Total 437 3,33 ,660

* According to the variance equality (p<0.01 and p<0.05), the Tukey or Tamhane test was applied. Post hoc
comparisons were conducted using Tamhane’s T2 test, which does not assume equal variances and is appropriate
for heteroscedastic data. Tukey’s HSD test was not preferred in cases where the homogeneity assumption was
violated.

** <05

Table 7 examines whether aviation employees’ perceptions of organizational culture and
mobbing differ by age. Accordingly, mobbing perception levels differ significantly across age
groups (F = 12.053; p < 0.001). Although the overall perception of mobbing among aviation
employees is low, the results indicate that both early-career employees (18-24) and experienced
employees (45-49) perceive mobbing at higher levels than other age groups. On the other hand,
employees aged 50 and above have the lowest perception of mobbing. In classical studies in the
literature, such as those by Einarsen et al. (1994) and Zapf et al. (1996), it has been reported that
younger employees experience more mobbing due to a lack of status and insufficient experience
within the organization. Salin (2001) argues that individuals’ positions within the organization
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strengthen with age, thereby protecting them from psychological harassment. However, the high
mobbing perception of the 45-49 age group contradicts typical expectations in the literature.

On the other hand, there are also significant differences in organizational culture perception
among age groups (F = 7.691; p < 0.001). It is noteworthy that the 45-49 age group perceives
organizational culture the most positively. This group is likely to have a longer relationship with
the organization and to have adapted more to cultural norms. Conversely, the 35-39 age group
perceives organizational culture the least positively. In the literature, Schein (2010) and Cameron
& Quinn (2011) emphasize that organizational culture is internalized through long-term
socialization and that more experienced individuals develop a stronger perception of culture.
Ostroff (1992) argues that the middle-aged group (particularly those in their 30s) experience
stronger conflicts between career satisfaction, personal values, and organizational values, and
therefore may feel a sense of cultural misfit. Denison (1996) states that cultural adaptation
increases with age, but notes that some age groups may experience a period of “organizational
skepticism” or “dissatisfaction.”

Perceptions of organizational culture increase with age, but this increase is not linear. A decline is
particularly observed in the 35-39 age group, which may indicate a potential period of career
questioning and a break in organizational commitment. Both mobbing perception and
organizational culture perception significantly differ by age.

Table 8. Relationship Between Mobbing, Organizational Culture and Education
Mobbing & Organizational Culture & Education — Difference Analysis (ANOVA)

762
Education n Mean  Std. Dev. SI,_tZ\tlie;rt]iec F p**
Associate Degree 44 1,18 ,186 15,515 6,015 ,003
Perception of _Bachelor's Degree 313 1,34 417 p*
Mobbing  Postgraduate 80 1,21 271 ,000
Total 437 1,30 ,380
Associate Degree 44 3,57 ,218 17,622 17,885 ,000
Perceived  gachelor's Degree 313 3,21 662 p*
Organizational
Culture Postgraduate 80 3,64 ,681 ,000
Total 437 3,33 ,660

* According to the variance equality (p<0.01 and p<0.05), the Tukey or Tamhane test was applied. Post hoc
comparisons were conducted using Tamhane’s T2 test, which does not assume equal variances and is appropriate for
heteroscedastic data. Tukey’s HSD test was not preferred in cases where the homogeneity assumption was violated.

** <05

Table 8 examines whether aviation employees’ perceptions of organizational culture and
mobbing differ according to educational background. Accordingly, it is observed that there is a
statistically significant difference in mobbing perceptions based on employees’ education levels
(F =6.015; p = .003). Although the overall perception of mobbing among aviation employees is
low, bachelor's degree holders (X = 1.34) perceive mobbing more intensely than associate degree
(X = 1.18) and postgraduate degree holders (x = 1.21).
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On the other hand, a statistically significant difference is also observed in perceived
organizational culture according to education level (F = 17.885; p = .000). Postgraduate (X =
3.64) and associate degree holders (X = 3.57) perceive organizational culture more positively,
while bachelor’s degree holders (x = 3.21) have a lower level of perception in this regard. This
result can be evaluated within the framework of Schein’s (2010) theory of organizational culture
layers. Individuals with higher levels of education are more competent in analyzing
organizational values, interpreting symbols, and comprehending behavioral patterns, and
therefore may evaluate organizational culture more positively (Denison, 2000). Ogbonna and
Harris (2000) also emphasize that education level is a significant factor influencing cultural
perceptions. On the other hand, the more negative perception of organizational culture among
bachelor’s degree holders may stem from difficulties in adapting to organizational changes,
inconsistent managerial practices, or a lack of opportunities for career development (Cameron &
Quinn, 2011).

Table 9. Relationship Between Mobbing, Organizational Culture and Professional Experience

Mobbing & Organizational Culture & Professional Experience — Difference Analysis (ANOVA)

Eperience. " Mean s@Dev.  GBEE  F p
Less than 1 year 131 1,47 521 33,479 14,501 ,000
1-4 years 116 1,23 ;333
5-9 years 71 1,32 ,189 p*
Perception of 10-14 years 45 1,09 ,160 ,000 763
Mobbing  15.19 years 21 1,45 306
igoﬁars and 53 1,10 094
Total 437 1,30 ,380
Less than 1 year 131 3,20 ,689 8,425 1,963 ,083
1-4 years 116 3,37 725
) 5-9 years 71 3,28 ,508 p*
Orzg;‘igg‘ﬁml 10-14 years 45 341 545 000
Culture 15-19 years 21 3,46 1,083
2 years and 53 347 409
Total 437 3,33 ,660

* According to the variance equality (p<0.01 and p<0.05), the Tukey or Tamhane test was applied. Post hoc
comparisons were conducted using Tamhane’s T2 test, which does not assume equal variances and is appropriate for
heteroscedastic data. Tukey’s HSD test was not preferred in cases where the homogeneity assumption was violated.

** n<,05

Table 9 examines whether aviation employees’ perceptions of organizational culture and
mobbing differ according to sectoral experience. Accordingly, there is a statistically significant
difference in mobbing perceptions across sectors (F = 14.501; p < 0.01). Although aviation
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employees’ overall perception of mobbing is low, individuals with less than 1 year of experience
reported significantly higher mobbing perceptions (X = 1.47) than other groups. In contrast,
employees with 10-14 years and 20 or more years of experience reported notably lower
perceptions of mobbing (X = 1.09 and X = 1.10, respectively). This finding suggests that as work
experience increases, individuals may either perceive mobbing behaviors less frequently or
develop a greater capacity to cope with such situations. Similarly, Einarsen and Mikkelsen (2003)
stated that younger, less experienced employees may be more vulnerable within organizational
power dynamics, which could increase their perceptions of mobbing.

On the other hand, no statistically significant difference in perceived organizational culture was
found based on sectoral experience (F = 1.963; p = 0.083). However, individuals with 20 or more
years of experience have the most positive perception of organizational culture (X = 3.47), while
those with less than 1 year of experience exhibit lower perceptions (X = 3.20). This trend can be
explained by the fact that employees who have had long-term interaction with the organization
are more familiar with and have internalized the institutional values. According to Schein (2010),
organizational culture is a structure that is internalized over time; therefore, as experience
increases, employees are more likely to perceive the culture more positively. On the other hand,
the fact that these differences are not statistically significant may also indicate that other factors
(e.g., managerial attitudes, departmental differences, leadership styles) have a stronger influence
on perception. Lok, Westwood, and Crawford (2005) emphasize that perceptions of
organizational culture are not only influenced by individual factors but are also closely tied to
organizational structure and management style.

Table 10. Relationship Between Mobbing, Organizational Culture and Work Experience 764
Mobbing & Organizational Culture & Work Experience — Difference Analysis (ANOVA)
\é\:(%;lf’ience n Mean  Std. Dev. SI,_tZ\t/ie;rt]iec F p**
Less than 1 year 164 1,43 ,491 21,418 8,027 ,000
1-4 years 128 1,22 297
5-9 years 91 1,23 218 p*
Perception of  10-14 years 26 1,11 ,185 ,000
Mobbing  15-19 years 15 1,45 379
zgoﬁars and 13 1,19 118
Total 437 1,30 ,380
Less than 1 year 164 3,26 ,647 6,830 4,511 ,001
1-4 years 128 3,27 ,699
) 5-9 years 91 3,34 514 p*
Orzza‘s;‘t’iegnal 10-14 years 26 346 806 000
Culture 15-19 years 15 4,02 ,824
zgoﬁars and 13 3,54 173
Total 437 3,33 ,660
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* According to the variance equality (p<0.01 and p<0.05), the Tukey or Tamhane test was applied. Post hoc
comparisons were conducted using Tamhane’s T2 test, which does not assume equal variances and is appropriate for
heteroscedastic data. Tukey’s HSD test was not preferred in cases where the homogeneity assumption was violated.

*%k p<105

Table 10 examines whether aviation employees’ perceptions of organizational culture and
mobbing differ by tenure within the organization. The analysis results reveal that mobbing
perceptions differ significantly depending on the length of time employees have worked in the
organization (F = 8.027; p < 0.01). Although the overall level of mobbing perception among
aviation employees is low, individuals who have been working in the organization for less than 1
year reported a noticeably higher level of mobbing perception (X = 1.43) than other groups.
Similarly, employees with 15-19 years of tenure also displayed a remarkably high average (X =
1.45). In contrast, those with 10-14 years of tenure reported a much lower perception of mobbing
(X = 1.11). In the literature, Leymann (1996) suggests that newcomers to organizations may be
among the higher-risk groups for mobbing. Additionally, Einarsen and Skogstad (1996) argue
that experienced employees may be more resilient to mobbing behaviors due to their social status
and established support mechanisms. On the other hand, there is a statistically significant
difference in perceived organizational culture by organizational tenure (F = 4.511; p < 0.01). In
particular, employees with 15-19 years of tenure exhibit the highest perception of organizational
culture (X = 4.02), making this group notably prominent. Among employees with 10 or more
years of tenure, perceptions of organizational culture are above average.

These findings support Schein’s (2010) view that organizational culture is a structure learned and
internalized over time. Individuals who remain in an organization for an extended period are 765
more exposed to cultural norms and are more likely to develop a sense of organizational
belonging. Cameron and Quinn (2011) also argue that a strong organizational culture is
reinforced over time through employees’ commitment to institutional values. However, those

with less than one year of tenure reported a relatively lower perception of organizational culture

(X = 3.26), suggesting that this group may not have yet completed the cultural adaptation process.

This situation provides a significant indicator for management regarding the effectiveness of
orientation processes and mechanisms for transmitting institutional values.

Table 11. Relationship Between Mobbing, Organizational Culture and Revenue
Mobbing & Organizational Culture & Revenue — Difference Analysis (ANOVA)

Levene o
Revenue n Mean  Std. Dev. Statistic F p
20.000 - 40.000 TL 126 1,38 ,391 23,857 5,978 ,000
40.001-60.000TL 121 1,34 ,508
. 60.001 - 80.000 TL 65 1,23 234 p*
Perception of
Mobbing 80.001-100.000 TL 56 1,11 ,122 ,000
100.001 TL and 69 1.30 282
above
Total 437 1,30 ,380
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20.000-40.000TL 126 319 680 10,695 4898 001
40.001-60.000TL 121 326 692
Perceived  60.001-80.000TL 65 3,54 508 0*
Orgénilztational 80.001-100.000TL 56 3,30 285 000
e ;88\'/%01 TLand 69 351 814
Total 437 333 660

* According to the variance equality (p<0.01 and p<0.05), the Tukey or Tamhane test was applied. Post hoc
comparisons were conducted using Tamhane’s T2 test, which does not assume equal variances and is appropriate for
heteroscedastic data. Tukey’s HSD test was not preferred in cases where the homogeneity assumption was violated.

*% p<’05

Table 11 examines whether aviation employees’ perceptions of organizational culture and
mobbing differ by income level. According to the analysis results, employees’ mobbing
perceptions differ significantly by income level (F = 5.978; p < 0.01).

Although the overall mobbing perception among aviation employees is low, individuals in the
20,000-40,000 TL income bracket report the highest level of mobbing perception (X = 1.38),
followed by those in the 40,001-60,000 TL group (X = 1.34). In contrast, individuals in the
80,001-100,000 TL income group exhibit the lowest mobbing perception (X = 1.11).

These findings suggest that employees with lower economic power may become more vulnerable
to mobbing due to their weaker position within the organization. Indeed, Zapf and Einarsen
(2005) stated that mobbing typically occurs in relationships characterized by power imbalance, in
which individuals of lower status are at greater risk.

766

Similarly, Kiviméki et al. (2000) found that employees with lower income levels are more
exposed to psychosocial risk factors—such as job insecurity, low perceived control, and lack of
organizational support—which in turn increase their likelihood of experiencing mobbing. The
lower mobbing perception among higher-income groups can be explained by the fact that these
individuals typically occupy higher-status positions within the organization, possess greater
authority, or are embedded in protective relational networks. Such individuals may occupy more
resilient positions against mobbing or may interpret adverse behaviors differently.

On the other hand, there are significant differences in perceptions of organizational culture by
income level (F = 4.898; p < 0.01). The highest perception of organizational culture is observed
among individuals in the 60,001-80,000 TL income group (X = 3.54), followed by those earning
100,001 TL and above (X = 3.51). In contrast, the lowest organizational culture perception is
found among employees in the lowest income bracket (X = 3.19).

According to Greenberg (1990), when individuals perceive fair treatment and adequate rewards,
they are more likely to commit to organizational values and develop a more positive perception
of organizational culture.
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Table 12. Relationship Between Mobbing, Organizational Culture and Field of Work in Aviation
Mobbing & Organizational Culture & Field of Work in Aviation — Difference Analysis (ANOVA)

. Levene o
Field of Work n Mean Std. Dev. Statistic F p
Airline 170 1,46 428 19,982 14,063 ,000
Airport 45 1,31 547
Ground Handling 66 1,16 217 p*
Perception of  Aircraft
Mobbing Maintenance 9 1,20 271 000
Aviation Defence 37 1,14 ,077
Other 24 1,08 ,012
Total 437 1,30 ,380
Airline 170 3,32 717 7,424 2,405 ,036
Airport 45 3,21 321
] Ground Handling 66 3,41 ,791 p*
Perceived Aircraft
Organizational . 95 3,20 ,691 ,000
Maintenance
Culture —
Aviation Defence 37 3,48 ,386
Other 24 3,58 ,312
Total 437 3,33 ,660 767

* According to the variance equality (p<0.01 and p<0.05), the Tukey or Tamhane test was applied. Post hoc
comparisons were conducted using Tamhane’s T2 test, which does not assume equal variances and is appropriate for
heteroscedastic data. Tukey’s HSD test was not preferred in cases where the homogeneity assumption was violated.

** n< 05

Table 12 examines whether aviation employees’ perceptions of organizational culture and
mobbing differ across fields of service within the sector. According to the analysis results, there
is a statistically significant difference in mobbing perceptions based on employees’ service areas
(F =14.063; p < 0.01). Although the overall perception of mobbing among aviation employees is
low, the highest levels were observed among airline employees (X = 1.46) and airport employees
(X = 1.31). This may be attributed to the fact that airline and airport operations are typically
conducted under high stress, intense work pace, shift schedules, direct customer contact, and
operational pressure.

Indeed, Leymann (1996) and Hoel & Cooper (2000) emphasized that employees working in
stressful and dynamic sectors (such as transportation and healthcare) are more likely to be
exposed to mobbing. Conversely, in more technical, systematic, and operationally controlled
fields such as ground handling, aircraft maintenance, and the defense industry, perceptions of
mobbing tend to be lower. This can be attributed to clearer job definitions and more structured
interpersonal relationships. In the defense industry, in particular, the high level of disciplinary
culture and procedure-orientation may play a limiting role in psychological harassment behaviors
among individuals.
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On the other hand, there is a statistically significant difference in employees’ perceptions of
organizational culture by field of service within the sector (F = 2.405; p < 0.05). The highest
perception of organizational culture was found among employees in the defense industry (X =
3.48), whereas the lowest was observed among those working in aircraft maintenance (X = 3.20)
and at airports (X = 3.21). These findings suggest that perceptions of organizational culture are
related to the level of institutionalization, type of organizational structure, and managerial
approach within each field of service. Schein (2010) notes that organizational culture is shaped
by managerial philosophy, institutional history, leadership style, and employee experience. In
sectors such as the defense industry, which require high levels of security and institutionalization,
employees may develop a stronger sense of organizational identity and be exposed to more
clearly defined norms and value systems, which may explain the higher cultural perception scores
in these areas.

Table 13. Relationship Between Mobbing, Organizational Culture and Job Title
Mobbing & Organizational Culture & Job Title — Difference Analysis (ANOVA)

Job Title n Mean  Std. Dev. SLtg\t/iiTiec F p**
Manager 92 1,20 ,265 22,593 6,650 ,000
Chief/Supervisor 32 1,12 ,049
Engineer 44 1,14 ,072 p*
Specialist 34 1,46 ,590 ,000
Perception of _Officer 112 1,45 471 768

Mobbing  Pilot 7 145 025
Air Traffic Controller 14 1,28 177
Cabin Crew 26 1,37 ,520
Aircraft Technician 76 1,25 ,288
Total 437 1,30 ,380
Manager 92 3,40 678 7,428 4,916 ,000
Chief/Supervisor 32 3,59 496
Engineer 44 3,53 ,366 p*
Specialist 34 3,11 414 ,000

Perceived — ffjcer 112 3,18 665

Organizational —;
Culture Pilot 7 2,58 ,061

Air Traffic Controller 14 3,29 ,072
Cabin Crew 26 3,69 1,002
Aircraft Technician 76 3,26 717
Total 437 3,33 ,660

* According to the variance equality (p<0.01 and p<0.05), the Tukey or Tamhane test was applied. Post hoc comparisons
were conducted using Tamhane’s T2 test, which does not assume equal variances and is appropriate for heteroscedastic
data. Tukey’s HSD test was not preferred in cases where the homogeneity assumption was violated.

*% p<,05
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Table 13 examines whether aviation employees’ perceptions of organizational culture and
mobbing differ by job title. According to the analysis results, there are statistically significant
differences in both mobbing perceptions and perceived organizational culture levels across job
titles (p < 0.01). Although the general perception of mobbing among aviation employees is low,
the highest levels of mobbing perception are observed among those with the titles of Specialist
and Officer. In contrast, employees with the titles of Supervisor, Engineer, and Manager report
lower levels of mobbing perception. Perceived organizational culture is high among Flight
Attendants, Supervisors, and Engineers. On the other hand, employees with the title of Pilot
exhibit a significantly lower perception of organizational culture. This finding is noteworthy, as
pilots are generally assumed to occupy high-status positions and to be more integrated into
institutional systems. However, the results suggest that they may not feel sufficiently connected
to the organization in terms of belonging or cultural alignment. It can be argued that the
independent and individual nature of pilots’ work may weaken their connection with the
organizational culture.

Table 14. Relationship Mobbing And Organizational Culture

Correlation

p Coefficient (R) R2 t p*
Organizational Culture -,217 -, 377 ,142 -8,478 ,000
Dependent Variable: Mobbing
*p<0,05

The relationship between aviation employees’ perceptions of organizational culture and mobbing 769
perception is examined in Table 14. According to the analysis results, organizational culture
negatively and significantly affects mobbing perception (B = -0.217). In other words, as
organizational culture is perceived more positively, perceptions of mobbing decrease.
Furthermore, there is a moderate, negative correlation between organizational culture and
mobbing perception (R = -0.377). Accordingly, organizational culture explains approximately
14% of the variance in mobbing perceptions (R? = 0.142). These findings indicate that
organizational culture may reduce the negative impact of mobbing behavior on interpersonal
relationships in the workplace. Consistent with this study’s results, the literature also emphasizes
this relationship. Salin (2003) stated that a strong organizational culture establishes ethical
boundaries among employees and plays a preventive role in bullying. Einarsen et al. (2011)
argued that mobbing is more prevalent in organizational settings with ambiguous climates and
weak leadership. Duffy & Sperry (2007) highlighted that a toxic organizational culture provides a
fertile ground for bullying and exclusionary behaviors. Similarly, Karatepe & Olugbade (2017)
emphasized that a positive perception of organizational culture in the aviation sector reduces both
burnout and mobbing behaviors.

CONCLUSION

This study examined the relationship between organizational culture and mobbing within the
aviation sector and found that these two constructs are meaningfully and negatively associated. In
line with earlier work suggesting that organizational culture can function as either a protective or
risk-enhancing context, the present findings indicate that a stronger, more positive organizational
culture is associated with lower perceptions of mobbing (Salin, 2003; Einarsen et al., 2011; Duffy

Year 2026, Volume-12, Issue-9  Journal homepage: https://share.google/0GGau8uM5Zqb1Rwrl



EUROASIA JOURNAL OF SOCIAL SCIENCES & HUMANITIES
Vol: 12, Issue: 9 JUNE 2026 DOI: http://doi.org/10.5281/zenodo.21011488

& Sperry, 2007). This result is also consistent with research in aviation showing that supportive
cultural environments can reduce harmful workplace outcomes, including mobbing and burnout
(Karatepe & Olugbade, 2017).

The aviation context is particularly important in interpreting these results. Because aviation is
characterized by high operational risk, strict hierarchy, time pressure, shift-based work, and
strong dependence on communication and teamwork, organizational culture appears to shape
interpersonal relations in especially visible ways (Schein, 2010; Hofstede et al., 2010). At the
same time, the model’s explanatory power remains limited (R* = 0.142), which suggests that
organizational culture is an important factor but not the only determinant of mobbing. Other
organizational and individual variables such as leadership style, psychological safety,
organizational justice, and communication climate are likely to play additional roles (Brown &
Trevifio, 2006; Edmondson, 1999; Detert & Edmondson, 2011).

The demographic findings also deserve emphasis. The absence of statistically significant gender
differences does not necessarily mean that gender is irrelevant in workplace experiences; rather,
it may reflect the specific characteristics of the sample and the organizational contexts
represented in this study (Coyne et al., 2000). By contrast, the significant differences observed
for marital status, age, education level, income, tenure, field of work, and job title suggest that
mobbing and organizational culture are experienced differently across career stages and
organizational positions. In particular, the higher mobbing perceptions among younger, less
experienced, lower-income, and newly employed participants are consistent with studies arguing
that weaker organizational status and limited support increase vulnerability to bullying behaviors

(Leymann, 1996; Hoel & Cooper, 2000; Einarsen & Skogstad, 1996; Einarsen & Mikkelsen, 770

2003; Zapf & Einarsen, 2005). Similarly, the finding that more experienced employees and those
in more institutionalized settings perceive organizational culture more positively is in line with
arguments that culture is internalized over time and reinforced through stable organizational
practices and values (Schein, 2010; Cameron & Quinn, 2011).

Overall, the findings support the conclusion that organizational culture is a significant contextual
mechanism in reducing mobbing and improving workplace relations in aviation enterprises. For
this reason, organizations should give priority to transparent communication, ethical and
participative leadership, accessible feedback channels, and inclusive human resource practices.
Strengthening orientation processes and reinforcing shared institutional values may also help
employees adapt more effectively to organizational culture, especially in the early stages of
employment. Future studies would benefit from longitudinal, mixed-method, and more
diversified samples in order to clarify causal pathways and to examine additional factors that may
explain the remaining variance in mobbing perceptions.
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