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Material and 
Methods:

The Copenhagen Psychosocial Questionnaire (COPSOQ) is identifi ed to be appropriate 
to assess psychosocial hazards at work and is recommended in WHO publications. 
However, the tool was never fully adopted in Poland. The purpose of this paper is to 
present the psychometric characteristics of COPSOQ II in Polish.

A validation study of the long (128-item) COPSOQ II was conducted on a stratifi ed sample 
of the Polish Prison Service staff  (N=380). Reliability was tested with Cronbach’s α. Validity 
was verifi ed through factor analysis as well as analysis of correlations with four other 
relevant measures for psychosocial hazards assessment. All of them were previously 
widely applied in Poland by many researchers and approved for studying psychosocial 
environment at work, health and well-being in Polish employees.

The Polish version of COPSOQ II is composed of 42 scales.  The greater number of scales 
compared to the original version results from reliability analysis. As the original Variation 
scale was the only with unsatisfactory Cronbach’s α so it was divided into two separate 
measures: Work Repetitiveness and Work Variety. Seven factors were identifi ed and la-
belled as: Demands at Work, Organizational Relations, Physical Violence, Psychological 
Violence, Health and Well-being, Work Commitment and Development Perspectives, 
Relations within a Team. All associations were in the expected direction.

Results:
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INTRODUCTION

The Copenhagen Psychosocial Questionnaire 
(COPSOQ) was developed by the Danish Na-
tional Research Centre for Working Environment 
(NRCWE) [23].

Pejtersen at al. [23] decided that their tool will 
not be based on any singular theory, but will in-
clude many dimensions facilitating the perfor-
mance of analyses on various levels: organization-
al, team and individual. The questionnaire makes 
it possible to study potential stressors at work as 
well as resources such as social support, feedback, 
commitment and well-being. The tool takes into 
account a comprehensive picture of the psycho-
social working conditions, can be applied across 
a variety of work environments and is convenient 
for users. The tool is also identifi ed to be appro-
priate to assess psychosocial hazards at work and 
is recommended in WHO publications [18]. Origi-
nally, three diff erent length versions of the ques-
tionnaire were developed. Currently, the second 
version of the COPSOQ [23] is available in three 
diff erent lengths. The longest COPSOQ II version 
(the so called long version) originally comprises 
41 scales. 7 factors have been identifi ed therein: 
demands at work, work structure and content, 
interpersonal relations and quality of leadership, 
work - individual relations, organizational culture, 
health and well-being, off ensive behaviors [23]. 
One should also emphasize that even though the 
authors do not refer to any specifi c stress theory, 
COPSOQ II corresponds well with the Job De-
mands - Resources (JD-R) model [23]. Essentially 
all work aspects which, according to contempo-
rary science, generate a psychosocial risk, are also 
included therein [23]. 

The Copenhagen Psychosocial Questionnaire 
(COPSOQ) is a widely accepted tool to assess psy-
chosocial hazards at work, also for intervention 
purposes. The tool can be applied across a vari-
ety of work environments and is convenient for 
users [18,21,23,25]. One should also emphasize 

that even though the authors do not refer to any 
specifi c stress theory, COPSOQ corresponds well 
with the Job Demands - Resources (JD-R) model 
[2]. The COPSOQ was translated into a number of 
languages [3,20,21,23,25], but there was no Polish 
adaptation of COPSOQ, even though some scales 
were translated for the needs of various research 
projects [31]. This paper presents the Polish adap-
tation of COPSOQ II’s long version in Polish Prison 
Service Staff .

MATERIAL AND METHODS

The procedure for adapting the tool proceeded 
in accordance with the guidelines applicable to 
adapting tests designed to measure psychologi-
cal health for WHO research needs across various 
countries [30]. To that end, questionnaire ques-
tions, possible responses and all test instructions 
were translated. After an expert’s assessment 
which looked at the content and linguistic qual-
ity of the translation, a back-translation was per-
formed, and pilot tests were carried out. The fi nal 
version was used for validation in a relatively ho-
mogenous work environment, on a stratifi ed sam-
ple, selected from staff  and offi  cers of the Prison 
Service [pl: Służba Więzienna] (SW), representative 
in terms of sex, workplace location and offi  cer sta-
tus. The used questionnaire was fully consistent 
with the original one in terms of items’ content, 
response format as well as scoring rules  Complete 
description of the original tool is available in an-
other open-access paper [23].

The research was conducted in compliance with 
ethical standards in social sciences. The study was 
carried out individually, during periodic health 
tests of employees. The research was anonymous 
and voluntary, the participants were informed 
that they could resign from further participation 
in the research at any time without suff ering any 
consequences.

The long COPSOQ II PL may be considered as a proper tool to study psychosocial ha-
zards at work in Poland. However, further tests on work environments other than Prison 
Service are recommended.

hazard management, work-related stress, risk management, COPSOQ, Prison Service, 
work-related health, occupational hazards, psychosocial hazards
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Reliability and construct validity assessments 
were carried out within the scope of the valida-
tion. Reliability and construct validity assessment 
results are presented in subsequent parts of the 
paper. Reliability tests were limited to testing in-
ternal cohesion. Construct validity was assessed 
by way of a factor analysis and analysis of correla-
tion with results obtained using four other tools: 
two which measured psychosocial working condi-
tions and two which applied to the consequences 
of exposure to work related stress. 

RESULTS

For clarity purposes, the presented results are 
grouped according to reliability and validity.

Reliability
The COPSOQ II PL questionnaire scales’ reliabil-

ity was estimated using the Cronbach’s alpha co-
effi  cient. Means and standard deviations for given 
scales are shown alongside alpha values in table 1. 

The obtained sample size of N = 380 was suf-
fi cient to keep the statistical error d below 5%. 
Men (77,9%) made up the majority of the research 
subjects. In terms of education, the largest group 
were individuals with at least a Master’s degree 
(67,8%). A further 10,8% held Bachelor’s degrees 
or completed a post-secondary school and the re-
maining part of the sample constituted individu-
als with secondary school education. Most of the 
research subjects were individuals in the 35-49 
years old age bracket (67,1%), 26,6% of the sam-
ple was composed of younger individuals (22-34 
years old) and the remainder constituted the 50-
65 years old age bracket. All professional groups 
being part of the Prison Service were taken into 
account by the research. And thus, offi  ce and ad-
min staff  made up 29,5% of the sample, quarter-
masters – 7,4%, security – 38,9%, social rehabilita-
tion (including: doctors, psychologists, educators) 
– 22,9% and teachers – 1,3%.  Almost the entire 
sample (90,5%) was composed of offi  cers.

Scale Number of  Items M SD Cronbach’s α

Quantitative demands 4 43,69 20,14 0,848

Work pace 3 65,00 19,38 0,880

Cognitive demands 4 70,18 16,55 0,793

Emotional demands 4 58,36 21,08 0,807

Demands for hiding emotions 3 67,05 24,63 0,743

Infl uence 4 36,35 18,07 0,741

Possibilities for development (skill discretion) 4 57,84 18,35 0,780

Variation 2 43,21 19,07 0,394

Meaning of work 3 67,49 21,16 0,846

Commitment to the workplace 4 48,99 19,59 0,701

Predictability 2 50,49 22,46 0,788

Rewards (Recognition) 3 56,46 24,59 0,910

Role clarity 3 73,62 17,52 0,825

Role confl icts 4 43,55 22,65 0,820

Quality of leadership 4 52,42 24,61 0,927

Social support from colleagues 3 54,99 19,08 0,801

Social support from supervisors 3 50,53 25,12 0,889

Social community at work 3 70,37 18,05 0,823

Job insecurity 4 25,53 21,21 0,810

Job satisfaction 4 40,89 16,71 0,811

Work–family confl ict 4 59,17 23,31 0,816

Family–work confl ict 2 88,33 20,11 0,873

Mutual trust between employees 3 53,59 22,75 0,794

Trust regarding management 4 58,16 18,61 0,783

Justice and respect 4 48,40 21,65 0,891

Social inclusiveness 4 52,30 20,86 0,708

Sleeping troubles 4 31,26 22,36 0,923

Burnout 4 42,98 19,20 0,910

Tab. 1. Reliability of COPSOQ II scales (N=380).
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[32] were used in order to identify the number of 
factors. The results are shown in table 2. 

The detailed results of the performed factor 
analysis are shown in table 3.

 Due to the use of Oblimin rotation, table 4 pre-
sents information on the correlation between the 
factors.

Factor Initial Eigenvalues Rotation Sums of 

Squared Loadings

Total % of Variance Cumulative % Total

1 12,97 30,87 30,87 3,82

2 3,76 8,95 39,82 7,64

3 3,07 7,32 47,14 6,89

4 1,94 4,62 51,76 5,82

5 1,62 3,85 55,60 5,82

6 1,20 2,87 58,47 5,35

7 1,13 2,69 61,16 5,70

Extraction Method: Maximum Likelihood.

M – mean; SD – standard deviation

Validity
In order to verify the validity of COPSOQ II, two 

methods out of the available construct validity 
tests [17] were used: factor analysis and correla-
tion matrix.

Factor analysis
42 scales which make up the Polish COPSOQ II 

version were taken into account by the factor anal-
ysis, i.e. 40 scales from the original version and two 
further scales: “Job variation” and “Repeatability” 
which were established as a result of splitting the 
original “Variation” scale. Similar to validation of 
other COPSOQ II language versions, an explorato-
ry factor analysis was performed on the Polish ver-
sion as the COPSOQ does not refer to any specifi c 
theory and it was hypothesized that intercultural 
diff erences will be refl ected in the structure of the 
tool. The KMO value of  0,933 and the Bartlett’s 
test of sphericity: chi2(861)=9054,854; p<0,001 
suggest that the EPA is entitled .  The maximum 
likelihood method with an Oblmin rotation was 
used [23]. Kaiser’s method and scree plot analysis 

Scale Number of  Items M SD Cronbach’s α

Stress 4 40,36 19,49 0,916

Depressive symptoms 4 28,56 16,63 0,839

Somatic stress symptoms 4 19,79 16,94 0,813

Cognitive stress symptoms 4 24,74 17,78 0,892

Self-effi  cacy 6 31,32 13,79 0,82

Self rated health 1 61,24 21,76 -

Sexual harassment 1 3,68 13,70 -

Threat of violence 1 10,07 20,28 -

Physical violence 1 6,38 18,97 -

Bullying 1 9,02 19,93 -

Unpleasant teasing 1 11,25 19,48 -

Confl icts and quarrels 1 15,86 18,08 -

Gossip and slander 1 17,81 22,77 -

Tab. 2.  Results of COPSOQ II PL factor analysis - Total 
Variance Explained.

Scale Factor 1: 

Physical 

violence

Factor 2: 

Organizational 

Relations

Factor 3: 

Health and 

well-being

Factor 4: 

Demands 

at work

Factor 5: 

Psychological 

violence

Factor 6:  

Work commitment 

and development 

perspectives

Factor 7: 

Relations within 

a team

Threats of violence 0,985

Physical violence 0,668

Sexual harassment 0,356

Justice and respect 0,867

Trust regarding management 0,829

Quality of leadership 0,789

Social support from supervisors 0,771

Rewards (Recognition) 0,767

Ta b. 3.  Results of COPSOQ II PL factor analysis.
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Scale Factor 1: 

Physical 

violence

Factor 2: 

Organizational 

Relations

Factor 3: 

Health and 

well-being

Factor 4: 

Demands 

at work

Factor 5: 

Psychological 

violence

Factor 6:  

Work commitment 

and development 

perspectives

Factor 7: 

Relations within 

a team

Predictability 0,703

Role clarity 0,603

Social inclusiveness 0,511

Depressive symptoms 0,842

Stress 0,827

Cognitive stress 0,824

Somatic stress 0,781

Burnout 0,776

Sleeping troubles 0,746

Work–family confl ict 0,580

Self rated health -0,551

Self-effi  cacy -0,425

Work–family confl ict 0,347

Job insecurity 0,343

Cognitive demands 0,838

Work pace 0,797

Emotional demands 0,692

Quantitative demands 0,627

Role confl icts 0,558

Demands for hiding emotions 0,537

Work repetitiveness   -0,324

Unpleasant teasing 0,830

Bullying 0,746

Gossip and slander 0,636

Confl icts and quarrels 0,562

Possibilities for development (skill 
discretion)

0,795

Meaning of work 0,760

Job satisfaction 0,675

Commitment to the workplace 0,645

Infl uence 0,544

Work variety 0,420

Social community at work 0,797

Social support from colleagues 0,688

Mutual trust between employees 0,586

Factor 1 2 3 4 5 6 7

1 1,000 -0,152 0,205 0,260 0,457 0,146 -0,175

2 -0,152 1,000 -0,275 -0,261 -0,388 -0,370 0,463

3 0,05 -0,275 1,000 0,260 0,178 0,284 -0,256

4 0,260 -0,261 0,260 1,000 0,389 0,068 -0,268

5 0,457 -0,388 0,178 0,389 1,000 0,154 -0,281

6 0,146 -0,370 0,284 0,068 0,154 1,000 -0,355

7 -0,175 0,463 -0,256 -0,268 -0,281 -0,355 1,000

Extraction Method: Maximum Likelihood.  

Rotation Method: Oblimin with Kaiser Normalization.

Tab. 4.  Results of COPSOQ II PL factor analysis - Factor Correlation Matrix.
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3. “Quality of leadership”, which refers to an as-
sessment of superiors in terms of selected 
leadership skills.

4. “Social support from supervisors”, which de-
scribes the perceived potential and actual 
help from a superior.

5. “Recognition” which applies to the personal 
experience of respect and equal rights in the 
workplace.

6. “Predictability”, which means that the required 
information pertaining to work tasks and or-
ganization is passed on.

7. “Role clarity”, refl ecting certainty as to the scope 
of duties, targets and work evaluation criteria.

8. “Social inclusiveness”, which refers to manag-
ing diversity at the workplace.

Validity tests of COPSOQ II PL scales which 
make up the “Organizational relations” factor 
were performed by correlating these scales with 
the general result of the GHQ 30 [11,19] question-
naire, burnout indicators measured using the 
OLBI [1] questionnaire as well as three scales from 
the ORM [29] questionnaire: “Clarity of roles and 
control”, “Relations with the direct superior” and 
“Leadership”, as well as two scales from the PWP 
[5] questionnaire which measured control (au-
tonomy and participation) as well as the noticed 
support from superiors. Here, a negative correla-
tion was assumed between COPSOQ II PL scales 
and the scales which measure pathologies at the 
workplace (ORM scales) [29] and negative conse-
quences of occupational stress (GHQ 30 and OLBI) 
[1,11,19] and a positive correlation with resources 
(“Social support from supervisor” and “Control”). 
These assumptions are cohesive with the JD-R [2] 
theory as well as empirical studies [18]. Table 5 de-
picts the correlation results.

The scales part of Factor 3: “Health and well-being”
The “Health and well-being” factor comprises 

11 COPSOQ II PL scales, including:
1. “Depressive symptoms”, measured using anhedo-

nia and bad mood symptoms.
2. “Stress”, which describes the behavioral and emo-

tional stress symptoms.
3. “Cognitive stress symptoms”, which refers to the reac-

tive problems with memory and attention span.
4. “Somatic stress symptoms”, which refers to the 

physical stress related ailments.
5. “Burnout”, which measures physical and emotion-

al exhaustion.
6. “Sleeping troubles”, which measures sleeping 

problems.
7. “Work-family confl ict”, which applies to the im-

pact of work structure on private life.

Analysis of correlations with other 
measures

Four tools which satisfy the psychometric qual-
ity criteria were used for correlation analysis tests: 
two questionnaires to measure psychosocial work-
ing conditions, i.e. Psychosocial Working Condi-
tions (PWP) [5] and Organizational Risk of Bullying 
(ORM) [29] as well as two tools which operationalize 
well-being: D. Goldberg’s General Health Question-
naire (GHQ 30) [11,19] and the Oldenburg Burnout 
Inventory (OLBI) questionnaire [1]. The analysis was 
carried out for all COPSOQ II PL scales. The adopted 
construct validity criteria are described in detail be-
low. For greater analysis clarity they are presented 
according to given factors identifi ed in the Polish 
version of the validated tool. Precise r-Pearson’s 
correlation coeffi  cient values subject to two-tailed 
signifi cance criteria, stemming from the hypoth-
eses stated below, are presented in table 5.

Scales part of Factor 1: “Physical violence”
The following scales make up the “Physical vio-

lence” factor:
1. “Threats of violence”, which describes the 

sense of threat of violence, including physical 
violence at the workplace.

2. “Physical violence”, which refers to experienc-
ing physical violence.

3. “Sexual harassment”, which refers to exposure 
to unwanted sexual attention.

All of these refer to a threat of bodily inviolabil-
ity infringement. Construct validity of the scales 
which constitute the “Physical violence” factor was 
assessed on the basis of convergence of results for 
these scales with the occurrence of health disor-
ders and burnout indicators. Such an approach is 
based on numerous empirical studies which show 
that various forms of violence at work, which in-
clude sexual harassment, are linked with negative 
consequences of symptoms of distress, symptoms 
of depression and anxiety, sleeping troubles, so-
matic problems or burnout [7,10]. The obtained 
Pearson’s r coeffi  cients are shown in table 5.

Scales which make up Factor 2: “Organizational 
relations”

8 scales make up the “Organizational relations” 
factor, i.e.:
1. “Justice” which applies to the perceived re-

spect and equal rights of employees at the 
workplace.

2. “Trust regarding management”, which refers 
to the reliability of information and the sense 
of security in relations with superiors.
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scales which measure demands were expected to 
be convergent with the results in “Exhaustion” and 
“Disengagement” from the OLBI [1] questionnaire. 
In accordance to literature [16,22,26], positive cor-
relations were assumed between demands and the 
occurrence of mental health disorders measured by 
the GHQ-30 [11]. A detailed list of r-Pearson’s coeffi  -
cients obtained whilst verifying the above hypoth-
eses is shown in table 5.  Additionally, a correlation 
analysis between the “Repeatability” scale and mo-
notony-diversity measure in the PWP questionnaire 
was performed. That analysis showed a positive rela-
tion between the tested variables (r= 0,305, p> 001).

The scales part of Factor 5: Psychological violence
The “Psychological violence” factor comprises 

the following scales:
1. “Unpleasant teasing” which pertains to the ex-

posure to teasing at the workplace.
2. “Bullying”, which makes it possible to measure 

the exposure to harassment and threats at 
the workplace.

3. “Gossip and slander”, which refl ects a subjec-
tive feeling of being the subject of insinua-
tions at work.

4. “Confl icts and quarrels”, pertaining to partici-
pation in confl icts at work.

The construct validity of the scales which con-
stitute the “Psychological violence” factor was as-
sessed on the basis of convergence of results for 
these scales with the occurrence of health disor-
ders and burnout indicators. The hypotheses are 
based on numerous empirical studies which show 
that bullying and other forms of psychological 
violence at the workplace are correlated with the 
negative consequences of symptoms of depres-
sion and anxiety, somatic problems or burnout 
[9]. Furthermore, the convergence of COPSOQ II 
PL scales which measure the diff erent forms of 
violence with the ORM [29] questionnaire results 
was considered to speak for their accuracy. This 
assumption is further supported by results of tests 
on individual and organizational bullying corre-
lates. The obtained Pearson’s r correlation coeffi  -
cients are shown in table 5.

The scales part of Factor 6: Work commitment and 
development perspectives

The “Work commitment and development per-
spectives” factor includes 6 scales, i.e.:
1. “Possibilities for development”, which pertains to 

making use of and shaping professional skills.
2. “Meaning of work”, which measures the sub-

jective feeling of the importance of the per-
formed work.

8. “General health perception”, which makes it pos-
sible to measure the subjective rating of one’s 
own state of health.

9. “Self-effi  cacy”, which refers to the self-assessment 
of one’s own capacity.

10. “Family-work confl ict”, pertaining to the impact of 
an individual’s private situation on their profes-
sional life.

11. “Job insecurity”, which means the degree to which 
employment conditions are seen as stable.

The particular scales part of the “Health and 
well-being” factor were correlated with the results 
of GHQ 30 [11,19] and OLBI [1]. It was assumed that 
the COPSOQ II PL scales which measure disorders 
(“Sleeping troubles”, “Burnout”, “Stress”, “Depressive 
symptoms”, “Somatic stress symptoms”, “Cognitive 
stress symptoms”) will be positively correlated with 
the results of the aforementioned tools, whereas 
scales which measure well-being (“General health 
perception” and “Self-effi  cacy”) will show negative 
correlations. These assumptions are refl ected in the 
literature on the subject [18,27]. The “Job insecurity” 
scale was additionally correlated with a scale of the 
same name that is a part of the ORM [29] question-
naire, assuming a positive correlation between the 
two scales. Verifi cation results of hypotheses per-
taining to the measures of well-being taken into ac-
count by COPSOQ II PL are shown in table 5.

The scales part of Factor 4: Demands at work
The “Demands at work” factor comprises the fol-

lowing scales:
1. “Cognitive demands”, which pertains to job as-

pects such as decision making, creativity and 
attention.

2. “Work pace”, which refers to aspects such as time 
pressure or imposed work rhythm.

3. “Emotional demands”, which applies to the need 
to engage emotions into the task at hand.

4. “Quantitative demands” - describes the degree 
to which work load refl ects the available time.

5. “Role confl icts”, pertaining to the requirement to 
function under confl icting demands, confl ict-
ing interests and to solve ethical dilemmas.

6. “Demands for hiding emotions”, which means 
the inability to express emotions freely.

7. “Repeatability”, which applies to the degree to 
which work is routine.

It was assumed that the results obtained for scales 
which make up the “Demands at work” factor should 
be positively correlated with the results of other 
questionnaires which measure workplace demands. 
The demands scale from the PWP [5] questionnaire 
was used to test this hypothesis. Furthermore, with 
reference to the JD-R [2] model, the COPSOQ II PL 
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manifest themselves, e.g. the degree of control 
from the PWP [5] questionnaire.

The scales part of Factor 7: Relations in a team
The “Relations in a team” factor comprises the 

following scales:
1.  “Social community at work”, which applies to 

the atmosphere at the workplace.
2.  “Social support from colleagues”, which de-

scribes experiencing help from colleagues.
3.  “Mutual trust between employees”, which 

defi nes the level of openness and trust in re-
lations with colleagues.

Quality relations at work are considered to 
be social resources, and thus in accordance with 
the JD-R[2] theory, high scores in corresponding 
COPSOQ II PL scales should exhibit a negative cor-
relation with indicators pointing to deteriorating 
health and burnout. They should also manifest a 
positive correlation with other tools for measuring 
job resources associated with colleagues, such as 
results of “Support from colleagues” in the PWP 
[5] questionnaire or shortages thereof, such as the 
“Social atmosphere” from the ORM [29] question-
naire. Results of the conducted correlation analy-
sis are shown in table 5.

3. “Job satisfaction”, which refers to the subjec-
tive satisfaction derived from working.

4. “Commitment to the workplace”, refl ecting 
the degree to which a person shares and ap-
proves their workplace culture.

5. “Infl uence”, used to measure the freedom of 
decision making.

6. “Job variation”, which allows for a determina-
tion of job diversity.

Thus, one may venture to say that the “Com-
mitment and development perspectives” factor 
measures the following:
1)  job resources, such as the ability to control 

work, participation in decision making pro-
cesses, feedback on the performed work, 
meaning of work, diversity of performed tasks 
and possibilities for development [6,9] and 

2)  the employee’s attitudes towards their job (job 
satisfaction, commitment to the workplace), 
which remain in a close relation with the said 
resources [24]. 

Hence, according to the JD-R[2] model, they 
should be related to health and burnout. And the 
correlation should be negative: the higher the 
signs of commitment, the less health problems 
and burnout symptoms. Additionally, positive re-
lations with other resource measures should also 

T  ab. 5.  Correlations between COPSOQ II PL scales which make up the “Physical violence”, “Organizational relations”, “Health and 
well-being”, “Demands at work”, “Psychological violence”, “Work commitment and development perspectives”, “Relations 
in team” and other tools (Goldberg’s GHQ 30 General state of health questionnaire, Oldenburg Burnout Inventory (OLBI) 
questionnaire, Organizational Risk of Bullying (ORM) and Psychosocial Working Conditions (PWP) questionnaires).
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 P
hy
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l 
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ce

Threats of 
violence

.256** .178** .243** N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A

Physical 
violence

.172** 0.092 .197** N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A

Sexual ha-
rassment

.128* .102* .169** N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A

Fa
ct

or
 2

: O
rg

an
iz

at
io

na
l R

el
at

io
ns

Justice and 
respect

-,244** -.412** -.524** -.622** -.684** -.720** N/A N/A N/A .693** N/A N/A N/A

Trust 
regarding 
manage-

ment

-.292** -.439** -.493** -.605** -.726** -.697** N/A N/A N/A .731** N/A N/A N/A

Quality of 
leadership

-.186** -.370** -.477** -.597** -.725** -.739** N/A N/A N/A .705** N/A N/A N/A

Social sup-
port from 

supervisors

-.208** -.355** -.397** -.544** -.701** -.670** N/A N/A N/A .687** N/A N/A N/A

Rewards 
(Recogni-

tion)

-.243** -.457** -.497** -.579** -.701** -.669** N/A N/A N/A .714** N/A N/A N/A

Predicta-
bility

-.249** -.424** -.522** -.607** -.610** -.617** N/A N/A N/A .619** N/A N/A N/A

Role clarity -.261** -.353** -.436** -.606** -.511** -.562** N/A N/A N/A .534** N/A N/A N/A

Social inc-
lusiveness

-.116* -.213** -.260** -.307** -.350** -.379** N/A N/A N/A .310** N/A N/A N/A
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:H
ea

lth
 a

nd
 w

el
l-b

ei
ng

Depressive 
symptoms

.630** .579** .457** N/A N/A N/A .349** N/A N/A N/A N/A N/A N/A

Stress .639** .671** .556** N/A N/A N/A .315** N/A N/A N/A N/A N/A N/A

Cognitive 
stress

.605** .598** .455** N/A N/A N/A .298** N/A N/A N/A N/A N/A N/A

Somatic 
stress

.531** .556** .408** N/A N/A N/A .293** N/A N/A N/A N/A N/A N/A

Burnout .572** .666** .553** N/A N/A N/A .257** N/A N/A N/A N/A N/A N/A

Sleeping 
troubles

.532** .537** .379** N/A N/A N/A .298** N/A N/A N/A N/A N/A N/A

Work–fami-
ly confl ict

.506** .616** .459** N/A N/A N/A .367** N/A N/A N/A N/A N/A N/A

Self rated 
health

-.382** -.521** -.390** N/A N/A N/A -.171** N/A N/A N/A N/A N/A N/A

Self-effi  -
cacy

-.335** -.374** -.250** N/A N/A N/A -.206** N/A N/A N/A N/A N/A N/A

Work–fami-
ly confl ict

.319** .247** .230** N/A N/A N/A .227** N/A N/A N/A N/A N/A N/A

Job inse-
curity

.297** .252** .148** N/A N/A N/A .395** N/A N/A N/A N/A N/A N/A

Fa
ct

or
 4

: D
em

an
ds

 a
t w

or
k

Cognitive 
demands

.264** .224** .224** N/A N/A N/A N/A N/A N/A N/A .557** N/A N/A

Work pace .270** .354** .356** N/A N/A N/A N/A N/A N/A N/A .401** N/A N/A

Emotional 
demands

.347** .336** .316** N/A N/A N/A N/A N/A N/A N/A .445** N/A N/A

Quan-
titative 

demands

.348** .533** .488** N/A N/A N/A N/A N/A N/A N/A .325** N/A N/A

Role 
confl icts

.341** .414** .442** N/A N/A N/A N/A N/A N/A N/A .382** N/A N/A

Demands 
for hiding 
emotions

.232** .186** .242** N/A N/A N/A N/A N/A N/A N/A .298** N/A N/A

Work repe-
titiveness   

.200** .219** .293** N/A N/A N/A N/A N/A N/A N/A 0.066 N/A N/A

Fa
ct

or
 5

: P
sy

ch
ol

og
ic

al
 

vi
ol

en
ce

Unpleasant 
teasing

.330** .285** .305** N/A N/A N/A N/A .447** N/A N/A N/A N/A N/A

Bullying .234** .234** .288** N/A N/A N/A N/A .465** N/A N/A N/A N/A N/A

Gossip and 
slander

.314** .311** .377** N/A N/A N/A N/A .428** N/A N/A N/A N/A N/A

Confl icts 
and 

quarrels

.312** .324** .350** N/A N/A N/A N/A .375** N/A N/A N/A N/A N/A

Fa
ct

or
 6

: W
or

k 
co

m
m

itm
en

t a
nd

 d
ev

el
op

m
en

t 
pe

rs
pe

ct
iv

es

Possibi-
lities for 
develop-

ment (skill 
discretion)

-.145** -.312** -.456** N/A N/A N/A N/A N/A N/A N/A N/A .443** N/A

Meaning of 
work

-.324** -.439** -.623** N/A N/A N/A N/A N/A N/A N/A N/A .528** N/A

Job satis-
faction

-.387** -.541** -.640** N/A N/A N/A N/A N/A N/A N/A N/A .580** N/A

Commit-
ment to the 
workplace

-.350** -.465** -.594** N/A N/A N/A N/A N/A N/A N/A N/A .541** N/A

Infl uence -.188** -.281** -.332** N/A N/A N/A N/A N/A N/A N/A N/A .458** N/A

Work 
variety

-.178** -.246** -.264** N/A N/A N/A N/A N/A N/A N/A N/A .227** N/A
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mands” factor in the Polish version also includes 
two additional scales: “Role confl icts” and “Re-
peatability”. In tests carried out on Polish em-
ployees, role confl icts remains a dimension of de-
mands associated with a job, as shown by Cieślak 
and Widerszal-Bazyl [5] in papers on the Psycho-
social Working Conditions (PWP) questionnaire. 
Similarly, monotony (as opposed to diversity) in 
the PWP questionnaire is treated as a demand. It 
should be noted that in the COPSOQ II PL validity 
sample, “Repeatability” was part of the “Demands 
at work” factor, albeit with a negative sign, which 
suggests that when it comes to that environment, 
work routine helps to reduce the burden. Such a 
result is understandable if we take into account 
that the test was carried out on a body which com-
prises uniformed services, wherein as a rule work-
ing according to a pre-determined procedure is 
conducive to a better performance of given tasks 
and aff ords greater safety to employees. In the 
Polish version of COPSOQ II, the scales associated 
with workplace pathologies were clearly defi ned. 
Instead a single “Off ensive behaviors” factor, there 
are two in the Polish version: “Physical violence” 
which comprises scales associated with danger 
or infringement of physical inviolability and “Psy-
chological violence” - associated with bullying 
and other forms of personal dignity infringements 
short of physical violence. Such a division seems 
to be a better match for the cultural relations in 
Poland. The impact of the cultural context is also 
visible when it comes to scales associated with in-
terpersonal relations and organizational culture. 
The “Organizational relations” factors identifi ed 
in the Polish version and “Relations within a team” 
refl ect a clear distinction between psychosocial 
conditions shaped by superiors and colleagues. 
That diff erence between the Polish and the Dutch 
COPSOQ II versions remains cohesive with com-
parative tests between the national cultures of 

DISCUSSION

The COPSOQ II PL is both reliable as well as 
valid, despite being structurally diff erent from the 
original version.

Reliability
The reliability of scales may be considered to be 

satisfactory as the Cronbach’s α coeffi  cient is more 
than 0,7 [28]. The only scale which failed to reach 
such a value for this coeffi  cient was “Job variation”, 
where α=0,394. It should also be pointed out that 
the reliability of that scale was also low in its origi-
nal COPSOQ II questionnaire version, with α=0,5 
[23]. The following items are part of the scale: “Is 
your job varied?” and “In your job are you fre-
quently forced to repeat the same actions?”. The 
content of these items and the low Cronbach’s 
α coeffi  cient value shows the need to split the 
scale into two, both one-item. The fi rst scale was 
named “Job variation” (Is your job varied?) and 
the second “Repeatability” (In your job are you 
frequently forced to repeat the same actions?). 
The new scales were used during validity analysis. 
The Cronbach’s α coeffi  cient value is satisfactory 
for all other scales. Its values are between 0,701 
(commitment to the workplace) to 0,927 (Quality 
of leadership). Thus, the tool should be considered 
to be reliable, and as such it qualifi es for further 
analyses.

Validity
Both analyses carried out as part of construct 

validity tests yielded satisfactory results. 

Factor analysis
7 factors were identifi ed in the Polish COPSOQ 

II version, with diff erent scales than those in the 
original.

The factors identifi ed in the Polish version re-
main cohesive and theoretically valid. Apart from 
all the scales in the original version, the “Job de-
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: R
el

at
io

ns
 in

 te
am

Social 
community 

at work

-.257** -.362** -.405** N/A N/A N/A N/A N/A -.523** N/A N/A N/A .592**

Social sup-
port from 

colleagues

-.118* -.288** -.286** N/A N/A N/A N/A N/A -.337** N/A N/A N/A .562**

Mutual 
trust 

between 
employees

-.313** -.355** -.446** N/A N/A N/A N/A N/A -.560** N/A N/A N/A .551**

*  p < 0.05 **  p < 0.01; N/A – non applicable; 
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with the results obtained by other researchers 
engaged with the consequences of experienc-
ing physical violence at the workplace amongst 
uniformed services [10]. After years of studies on 
the interpersonal aspects of bullying, referring to 
the personalities of victims and perpetrators, after 
including organizational factors into the research, 
it turned out, that in correctly managed organi-
zations bullying was scarce, even if individuals 
whose traits are conducive to bullying are em-
ployed therein [9]

Organizational relations
Also, all COPSOQ II PL scales which measure 

“Organizational relations” turned out to be valid 
pursuant to the adopted criteria. The performed 
correlation analyses yielded statistically signifi -
cant results, the direction of the identifi ed rela-
tions remains as expected and most relations are 
strong or very strong. Scales being a part of the 
“Organizational relations” factor were least corre-
lated with the general state of health measured by 
GHQ 30 [11,19], which is most probably associated 
with the nature of the validation group. Prison 
service offi  cers are selected on the basis of their 
psychological suitability for the job, and as such 
they are a priori well suited for the working con-
ditions and exhibit above average psychophysical 
resilience. 

Health and well-being
All the scales part of the COPSOQ II PL used to 

measure health and well-being turned out to be 
valid. The obtained values of the assumed con-
vergent validity indicators, even though below 
values which could have been expected, remain 
satisfactory.

Demands at work
All the assumed correlations pertaining to de-

mands turned out to be statistically signifi cant, 
whereas the lion’s share was at least above-av-
erage. The convergent validity of the “Demands 
for hiding emotions” scale which is weakly or to a 
slight degree correlated with the adopted validity 
measures may raise some doubts, albeit its corre-
lation with all measures is statistically signifi cant. 
Here, the weak or slight relation with the health 
disorder measures adopted as validity indicators 
is surprising. Only the specifi cation of the tested 
sample could have had an impact on the strength 
of the relation. Earlier tests point to links between 
hiding emotions and negative health conse-
quences pertained to individuals which frequent-
ly come into contact with others as part of their 

the two countries. As shown by Hofstede [13], the 
level of cultural hierarchy and acceptance associ-
ated with the hierarchy of social inequalities is 
three times stronger than in Denmark. In the Pol-
ish version, the scales which originally comprised 
the “Work organization and job contents” factor 
were included in the “Job commitment and devel-
opment perspectives”. This factor also included 
“Job satisfaction”, which was an element of the 
“Work-individual relation” factor in the original 
version. However, subject literature [8] shows that 
there are signifi cant links between job satisfaction 
and the meaning of work and job resources [24] 
as perceived by the individual, that is why the ob-
tained structure of the factor in question remains 
theoretically valid. Whereas face validity dictates 
the performed factor name change. 

The “Work-individual relation” did not fi gure 
in the Polish version at all. In the Polish version all 
the scales of that factor, with the exception of “Job 
satisfaction” were part of the “Health and well-
being” factor. The “Job insecurity” scale is made 
up of questions which essentially apply to distress 
associated with lack of job security. All four ques-
tions in that scale begin with the phrase ”Are you 
worried about …?”.That is why including that scale 
in the “Health and well-being” factor remains fully 
justifi able. The remaining two scales, i.e. “Family-
work confl ict” and “Work-family confl ict” may be 
treated as a social health disorders operationaliza-
tion [14]. 

Analysis of correlations with other 
measures

Criterion validity was tested using convergence 
analysis of measurements with other tools used 
to measure job demands and resources as well 
health consequences such as mental  health dis-
orders or burnout symptoms, the validity of which 
has already been verifi ed. The correlation coeffi  -
cients published in the paper were not adjusted 
by scales’ reliability factors of COPSOQ II PL or 
other tools used as a criterion of validity. Thus, the 
real correlation coeffi  cient values are undoubtedly 
higher that those shown in table 5 [4]. The strength 
of the relations was assessed in accordance with 
the classifi cation proposed by Guilford [12]. 

Physical violence
Convergent validity indexes for all scales which 

operationalize physical violence at the workplace 
remain in accordance with theoretical assump-
tions. The correlations are statistically signifi cant, 
and they are positive, which refl ects the initial hy-
potheses. The power of disclosed relations agree 
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Relations within a team
The theoretical assumption pertaining to the 

convergence of measurements obtained using 
“Social support from colleagues”, “Social commu-
nity at work” and “Mutual trust between employ-
ees” and the results obtained GHQ 30 [11,19], OLBI 
[1], ORM [29] and PWP [5] turned out to be correct. 
And in this case, all correlations were also statisti-
cally signifi cant, in accordance with the expected 
direction, and their strength may be considered to 
be satisfactory.

CONCLUSIONS

In accordance with the expectations of its au-
thors, the Copenhagen Psychosocial Question-
naire is to be used to measure the psychosocial 
work environment, amongst others in order to as-
sess occupational risk [23]. Following validation in 
a homogeneous work environment, which is rec-
ommended also by other researchers [3], the COP-
SOQ II PL satisfi es the reliability and validity cri-
teria, and also objectiveness and standardization 
criteria. From the point of view of criteria which 
a good psychometric tool for measuring psycho-
social work hazards should satisfy, the COPSOQ 
II PL may be considered to be suffi  cient. It should 
also be noted that the standards for tools of this 
type should be developed for given professions or 
work environments. It is also worth pointing out 
that the prison service is a specifi c and thus far the 
only professional environment where the Polish 
COPSOQ II version was applied. Therefore, further 
tests on other work environments are recom-
mended which would facilitate the development 
of standards and provide another verifi cation of 
its psychometric properties.

professional duties [16], nevertheless in most cas-
es these are representatives of professions where 
a psychological pre-selection is not carried out. 
Upon starting their job, the subjects part of the 
validity sample, are subjected to a psychological 
assessment in terms of emotional control, which 
might have a signifi cant impact on expressing 
negative psychological health symptoms. That is 
why, weak correlations, but ones which are statis-
tically signifi cant and in accordance with expecta-
tions as to their direction, may be considered to 
be satisfactory in this case. At the same time, this 
might indicate the need for additional “Demands 
for hiding emotions” scale validity tests, for exam-
ple by testing convergent validity with the CECS 
questionnaire [15] and by performing a correla-
tion analysis with health well-being measures in 
other professional groups.

Psychological violence
The scales part of the COPSOQ II PL for meas-

uring “Psychological violence” indicate a conver-
gence of results with tools measuring organiza-
tional risks for bullying and possible health con-
sequences associated with experiencing psycho-
logical bullying at the workplace. The obtained 
correlation results are not only statistically signifi -
cant and in accordance with the expected direc-
tion, but also at least average in terms of strength, 
which should be taken to be satisfactory in light 
of the higher psychological resilience of the tested 
group.

Work commitment and development perspectives
Each COPSOQ II PL scale which was part of the 

“Commitment and development perspectives” 
also turned out to be valid. All the correlation 
coeffi  cients are statistically signifi cant, and their 
direction refl ects theoretical expectations. The 
strength of those relations varies depending on 
the scale and criterion, however the results may 
be considered to be satisfactory.
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