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grounded in two human needs, shared across industries and roles.

Components

Creating a plan with all workers to enact these components
can help reimagine workplaces as engines of well-being.

Protection from Harm

= Prioritize workplace physical and psychological safety
= Enable adequate rest

» Normalize and support mental health

» Operationalize DEIA® norms, policies, and programs

Connection & Community

» Create cultures of inclusion and belonging
» Cultivate trusted relationships
» Foster collaboration and teamwork

Work-Life Harmony

Provide more autonomy over how work is done

Make schedules as flexible and predictable as possible
Increase access to paid leave

Respect boundaries berween work and non-work time

Mattering at Work

Provide a living wage

Engage workers in workplace decisions

Build a culture of gratitude and recognition

Connect individual work with organizational mission

Opportunity for Growth

= Offer quality training, education, and mentoring
= Foster clear, equitable pathways for career advancement
= Ensure relevant, reciprocal feedback
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s Office ofthe
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What is
“workplace bullying?”
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Workplace bullying is a severe social stessor (Zapf & Einarsen,
2005) and & defined atic o - t of an employee
by one or more colleagues &t the workplace, where the twgerd
individual has difficulties in ending or warding off the mistreatment
Ein 3 2020). Whilke it is well established that exposure ©
w a0e ) has signific detrimental consequences for
those directly targeted (Boudn 2021; Leach et al, 2017;
Nielsen & Emarsen, 2012; Nielsen etal, 2016 Verkuil et al., 2015),
less is kmown about how bullying affects individuals who only
withess the misveatment of colkeagues (for notable exceptions, see
N 20, 2022; Nieken, Rosander, ¢ 2021; Paull et al,
2020; Rosander & Nielsen, 2023b; Salin & Notelaers, 2020; Sprigg

Understand npact of bullyw bystanders

portant as # contrbutes © a fulkr understanding of e

problem and provides esential knowk for managing bullying

and designing meswres © reduce s oocurrence. However, many

areas within ths subfield of warkplace bullying research remain
underexplored and hampered by methodological shortcomings

For mstance, while findings from a recent systematic review and

meta-analyss of the research literasture on bystanders to bullying

Aristides |. Fereira servad as action editor

we. The project was

> is exposed to bullying (Nieken et al., 20M), the review
ko highlighted that most exsting studies have been limited to
mmadiate cutcomes, such & job-related aimdes and psychological
disvess, while there is a lack of research on mare dstal and long
erm outcomes related to work ability, such as sickness ab: > and
wmover. Another limitation is that maost research on bystanders
has not consxdered how the bystinders’ own exposure to hullying
could mfluence their perceptions and reports of withessed bullying
Niken & Einarsen, 2013). Finally, there is a notable shortage of
sdudes mvestigating mechanisms that can explain the oukomes
following witmessed bullying
To address some of these knowlkdge gaps we will mvestigate
distal, long-term outcomes by using proximal sttmdinal and psycho
bgical cutcomes as meditors for bystanders © bullying, taking
both cumrent and previous experiences of bullying into account
Specifically, the asims of this prospective study are 10 examine
the subsequent risks of sickness abse and actual tumover for
bystanders to bullying and to dentify mechansns that can explain

how witmessing bullying impacts sickness shsence and turnover

arrespondence concerning this article should be addressed ©
Romnder, Department of Behaviowral Sciences and Le 5
J Canp 5 nkoping, Sweden. Emasl

Workplace bullying is a
- severe socilal stressor

- defined as systematic
mistreatment of an
employee

- by one or more colleagues
at the workplace

- where the targeted individual
has difficulties in ending or
warding off the mistreatment
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A Weekly Diary Within-Individual Investigation of the Relationship Between
Exposure to Bullying Behavior, Workplace Phobia, and Posttraumatic
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Is there a blast radius of workplace bullying? Ripple effects on
witnesses and non-witnesses

Michael Rosander'( - Morten Birkeland Nielsen™ WO rk p I a Ce b u I Iyi n g i S

n n
- a distinct form of Workplace
Substantial evidence pomts to detnmental effects of workplace bullyving on the bealth, well-being and job athtudes among n [
those exposed. What 15 less known 15 bow bullying affects their non-exposed colleagues. In this study, we introduce
the concept “blast radiu bullyving” and use social mformanon processing theory to mvestigate how bullying mpacts

targets, witnesses, and non-wimesses. We suggest three mechamsms to understand the impact bullying may have on non-

targets: the working envuonment mechanism, secondary i1zation, and emotional contagion. We bhypothesized that

non-exposed colleagues in groups where bullving exists would feel some 1mpact of bullying, but that it would be smaller [ n n

for those further away fom the powmnt of mpact. We also investigated the association between the seventy of mistreatment - p e rS I Ste n t a n d re p etl tI Ve
and outcomes for the above-mentoned categones. We used data (n=2215) from 195 work groups. The results provided

evidence for a blast radius of bulhang, e er, not as far-reaching as hypothesized as only direct obzervation of mustreat-

ment was associated with negative outcomes. The seventy of mustreatment was not associated with the outcomes, whereas

the frequency of observation had some impact for witnesses. The study showed that also witmesses may be regarded as eX p O S | l re
“co-victums”

Keywords Workplace aggression - Bystanders - Health and well-bemg

i s SN e e - to negative social behavior at

As shown in numerous pnmary studies and meta-analyses, ripple effects on those not knowmng that bullying occurs

targets of bullving suffer grave comsequences, including at ther workplace or merely have heard rumowrs about it

high levels of mental distress, somatic complamts, and Consequently, we do not know whether the occurrence bul- WO rk

sucidal ideation, as well as lower well-being and work abal-  lying has an impact on the workplace as a whole, or if the

ity (Leach et al 1elsen & Einarsen 2012; Nielsen consequences are hmited to those directly mmvolved as tar-

et al., 2016; Verkwl et al., 2 However, an important gets, perpetrators, or witnesses. Ihe main objective of the

unresolved 15sue within research on workplace bullving 15 present study 15 to fill this knowledge gap. We introduce the - -

how 1its occwrence influences those not directly exposed at concept “blasr radius of bullying”™ and baszed on social infor- - W I C CO | I l rI S e S a ra S S | I l e n t
the workplace. The few studies that exast have mainly been mation processing theo Salancik & Pfeffer. 1978) we b )

limited to examining colleagues that have witnessed bully- suggest three mechanis f bow this blast radius may be

n n
ing of others dwrectly (e.g.. Nielsen et al , : Spngg et understood. Using group level data, we invesngate how the
ostracism, exclusion, or
J J

nesses, and non-witn and compare it with employees in
work groups free from bullying. Specifically, we determine

Gichael Bos [ ] n
:;;:im‘ - bow the presence of bullying affects creatitivy, concentra-
tion, mental health, sickness absence and sickness presen-
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Lioképing Univerury, Liskopiag, Campus 13 rkplace bullving has in many cases been treated as a

Sweden 5 2 )
ysfunctional interpersonal process (Fevre et al, apf e a r e S WO r
Natiooal Instirte of Occupationsl Health, Oslo, Norway & Gross, 2001), and to this date, most interventions directed
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Is workplace bullying
different than any other
workplace mistreatment?



A Weekly Diary Within-Individual Investigation of the Relationship Between
Exposure to Bullying Behavior, Workplace Phobia, and Posttraumatic
Stress Symptomatology
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Workplace bullying is different
In severity:

“[l]t is clear that workplace bullying is
an extreme work-related social
stressor, leading to consequences
that are frequently more severe than
those ensuing from more common
psychosocial risk factors, such as
high workload, role conflict, and role
ambiguity.”
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Exploring the Coping Strategies of Bullying Targets in Organisations
Through Abductive Reasoning: An Agent-Based Simulation Approach
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Abstract
Over recent d S, ce bullying and other forms of ative acts’ have become a phenomenon of global interest.
Extant scholarship has recognized t tive effects, which escalating acts of verbal and physical aggression can have on
individuals and the wider, ethical infrastructure of organisations. While previous studies have explored the antecedents of
tive acts and proposed various intervention and prevention strate gies, there remains a critical need to examine the
pies employed by those targeted by bullying, particularly in instances where silence is the chosen response. In
g study, we use primary data from two UK National Health Service trusts and agent-based social simulation,
to determine whether it is possible to influence the coping strategies of bullying targets. Our findings suggest that perceived
organisational support has a strong effect on changing bullying coping strategies, away from external (solicitors, Court of
Law) and towards internal channels (colleagues, managers, etc.). We also find that TU membership can moderately influence
a change in bullying coping strategies from doing nothing to taking actions. The articke makes a conceptual contribution to
the literature on coping strategies as a result of (unjethical behaviour in organisations, offers methodological innovation and
makes recommendations to organisational policymakers.

Keywords Ethical infrastructure - Bullying - Negative acts - Organisational support - Agent-based social simulation

Introduction
“ampenni and Constantine Manolchev have equally
ted to this work Over the past few decades, workplace bullying has become
=== a phenomenon of global interest and researchers have high-
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C.Mmolkhev@emterac.uk lighted the continued prevalence of workplace aggression,
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chho@mail.nsysu.edu.tw behaviours (Cao et al., 2023; Ghumman et al., 2024; Har-
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duncan_lewis@plymouth.ac.uk the umbrella concept of “negative acts” (El Ghaziri et al
2019:; Hoprekstad et al., 2023; Perinelli et al., 2023). For
instance, the study of various types of workplace hostility
emerged in the 1990s with pioneering work from Fitzgerald
National Sun Yat-Sen University, No. 70, Lie § (1993), and ongoing research into counterproductive and
K g 30424, Talwan aggressive behaviours has since produced a rich body of
University of Exeter Business School, Penryn, literature (Mackey et al., 2018; Pan & Lin, 2018; Richard
Corawall TR10 9EZ, UK et al., 2020). In the UK, organisational
University of Plymouth, Drake Circus, Plymouth PL4 8AA, to focus on bull a particularly toxic
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Workplace bullying is different
in legal status:

“Unlike harassment, which the UK’s
Equality Act (2010) defines as
discriminatory behaviours based on
protected demographic
characteristics (e.g., age, gender),
bullying does not have a legal
definition, which makes identifying its
Incidence in organisations
particularly difficult.”



How prevalent is
workplace bullying?



US national sample of 1,024
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Is 14% a small number?



Is 14% a small number?

Type of Experience Proportion |Number

| G111 CPEEEINe) [1f UL CIF LR | 22.2 million US workers
experienced it in the last year.

| have experienced it before in my 29.9 million US workers
work life, but not in the last year. ' '

52.1 million
US workers
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Globally, the estimated
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The making and breaking of workplace bullying perpetration: A systematic &=

review on the antecedents, moderators, mediators, outcomes of " - O
perpetration and suggestions for organizations p reva e n Ce I S a p p rOXI I I I a e y 0

ABSTRACT

- Research examining workpl y
limited compared to the literature on targets and victims. Until now, no systematic review of the studies from the u u L B
o perpetrators’ viewpoints has been published. The present review aimed to synthesize the empirical studies that
T . examine antecedents, mediators, moderators, and outcomes of WB perpetration. It also analyzed the practical —
S ggestions given to curb perpetration and the research methods used. A literature se n Scopus, ProQuest, , ,
Science Direct, PubMed, and Web of Science databases for empirical studies published between 2003 and 2023 in
peer-reviewed journ: n F sh 50 full text articles. Antecedent- perpetration relationships
primarily examined based on social and aggression theories. These relationships were analyzed in the silos of u u
work environment o idual ors without rse moderators and mediators. Research on WB perpetrators
largely lacked causality analysis. Perpetration was associated with task-focused, conflict-prons y <
nized, and stressful wo: nments. WB perpetrators had undesira nality cteristics,
tcomes of their behavior were rarely studied. Tt
WB perpetration seemed v

) n
c envire the first place. Research on WB perpetrators, wh  lac )
vics studied, the combination of work environment and indi ctors, d
ence-based interventions.

1. Introduction Por targets and victims, adverse outcomes may be negative
1 leep problems () avita et al, 2019; Nielse

Innumerable constructs explain the negative workplace be! jors ta S 1 huil et a equent job
that harm employee: and organizations. These interpersonal mis- Loy (Binar 2 ), and/or suicidal
treatments, phyzical and peychological, range from simple incivility to at

-out physical violence. Negative acts that comprize workplace t ocial undermining and coaflices (F g
aggression include sexual harassment counterproductive work . vitnesses, poscible negative consequences may be increas
beh. . g vi Ll deviance, lateral violence 3

nal behavior (Aka 2 ),
occurring regularly and repeatedly over a period of time, with the Le
interaction of personal and work-relazed fact: 2 gan (WB).
The phenomenon results in adw outcomes for all parties in

* Correspondin

E-mail ads

Received 29 Mard eceived in revised form 18 January 2023; Accepted 26 January
Available online 31 January 2(
3 The Authors. Published by Elsevier Ltd. This is an open access article under the OC BY-NC-ND license (




Is workplace bullying the
same as a “toxic” work
environment?
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NTEGRATIVE CONCEPTUAL REVIEW

Toxic Work Climates: An Integrative Review and Development of a WO rkp I ace b u | |yi ng iS d iffe re nt th a n

New Construct and Theoretical Framework

Manuela Priesemuth' and Marshall Schminke® a tOXi C WO rk Cl i m ate :

partment of Management and Operations, Villanova School of Business, Villanova University
* Department of Management, University of Central Flonida

he profound impact hostile work environments h
ork climate™is used © describe p
he troader workplace. However, despite hese common references,
2 oxic work climate actually entails, the processes by which
: ,and thewr influence on orgs nal outcomes. The research domain is complex. Within the
« wal Iterature alon wic wark chmates have been descnbed o hat b [ ] “ ] ,,
ggressive employees, and those that show sigms of bullying or mcivilty. Ow xim in this nkegr.
e e o o s o g @ Sy O s - A work climate can be “toxic
(;huul:x_mu. efl m mukievel heos n of the L wok
climate construc - ¥ Y " "
comsalidated under this new heading. We then develop 2 ne > el $hat cutlines the do t
mployees, teams, and organizasions. Finally, we provide 3 unified path § Ivancing theary,
and practice, including advice on how oxic chmates might be combated in years to come

Keywonds toxic work chimates, toxic wark environments, toxic cukiure, hostile chmates, work climates

Supplemensal materials b

In recent years, the term “toxic work climate™ has be The ubiquitous nature of toxic we

in scholarly articles across a vanety of research doma adin of betier comprehending this type of work environment. However, a . F
management, psycholc sociology, sponts heakth care, military, full understanding of taxic climates is «ill elusive. For intance, — u I n Ca n OCCU r I n a WO r
hospitality, and education (e.g.. Fine et s 16; Hinel, 2008; akhough the £m “xic workclimat related terms such as taxic
Hollows Kusy, 201 1; Matos et al., 2018; van Rooij & Fine, 2018). cultures or toxic environments) appears regulardy in the literature and

(] (]
Likewise, the popular press has taken © task well-known fims like popular media, we know relatively ligle about the construct itself and £ ”
Miramax, Fox News, Cable News Network, Amwon Google, Meta, its role in shaping organizatonal outcomes. Moreover, toxic work C I I I I e a I I I I I O e OXI C O r
and Uber for fostering toxic work climates in their daily practices and climates h boen described in varying forms includi work

procedures. In this way, both research and “real world” accounts have environments that exh s of abuse, bullying, mistreatment, or

[ ]
highlighted the destructive nawre of toxic workplaces, depicting the incivility (Lipr 2y X)5; Paulin & Griffin, 2016), without a m
devastation for employees, work teams, and org B proper  definitic ptegration  of these climate constructs O re a n e u yI n g a rg e
Indeed, xic workplaces have been shown to prompt confl Additionally, scholars ofen explare these issues in sikos, researching
productivity, increased tumover, and in some cases, ¢ only a single h (e.g., sbusive supervision) at a tme,
matic stress disorder (Nieke ). while neglecting the vast literature of other related constructs (e.g.,

bullying: Hershco )11). As aresult, both scholarship and practice

face significant challenges caused by examir

dynamics of ¢ one specific taxic concept rather than identifying

This artick was published Online First Februxy 15, 2 general paterns across the larger research domain

Mamich Pricemuth s Jhoread org 000004 7 An additional challenge in understanding toxic work climates isthe
The authors thank Maszh Badine for her asistance with this research

é ; g [} (]
multifaceted nature of its underlying theoretical approaches. Some
Mamels Priescmnt played a lead et N N carlly work proposed that toxic climates (like other work climates) - - -
nd writin view and editing. Marshall Schminke played o
mightemerg ¢ through traditic attriton (ASA) b

wal atraction-selection
mg rok i oo , wng ignal d d writing - R
d ed g z processe I . 1987) in which employees are drawn to, join,
d editing )

Correspondence cancerning this article shoukd be addressed toMamda 34 remain in companies that share values similar to their own
Pracsemuth, Depatment of Mar c Operstions, Villanova School (Fulmer & Ostroff, 2016). However, agh exceptions may exist
Business, Villnova University, 800 Est Lancater Avenue, Villanova, PA (8., Matos et al., 2018; Robinson & O'Leary-Kelly, 1998), it is hard

19085, United o. Email 1 muth @villan edu to imagine large numbers of employ g wn to, willfully




Is the focus on the target
or the perpetrator?
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The role of leadership practices in the relationship between
role stressors and exposure to bullying behaviours - a
longitudinal moderated mediation design

ABSTRACT
Role conflicts and role ambiguity have been identified as important
risk factors for exposure to workplace bullying, particularly when
combined with inadequate leadership practices. Even though role
ambiguity theoretically can be considered a causal precursor to
role conflicts, previous research has mainly examined these role
stressors as concurrent predictors of workplace bullying. The
present study provides a more nuanced analysis by investigating
role conflits as a mediator in the relationship between role

Kari Wik Agotnes ™, Morten Birkeland Nielsen (2°®, Anders Skogstad®,
Johannes Gjerstad "< and Stale Valvatne Einarsen

“Department of Psychosodial Science, Faculty of Psychology, University of Bergen, Bergen, Norway;
®National Institute of Occupational Health, Oslo, Norway; “Oslo Metropolitan University, Osio,|Nomay

ARTICLE HISTORY
Received 9 August 2021
Accepted 13 April 2023

KEYWORDS

Rolé amb ty; role conflic
transfomm al leadersh
aiss ez {aire leadersh
workplace b

L ety

ambiguity and exposure to bullying behaviours. Adding to the
understanding of the bullying process we also considered the
possible moderating roles of laissez-faire and transformational
leadership in the role stressor-bullying relationship. Employing a
national probability sample of 1,164 Norwegian workers, with
three measurements across a 12-month period, the results
showed an indirect effect of employees’ role ambiguity on
subsequent exposure to bullying behaviours through employees’
experience of role conflicts. Moreover, lissez-faire leadership
exacerbated, while transformational leadership attenuated, the
indirect relationship between role ambiguity and exposure to
bullying behaviours through role conflicts. In summary, the
present data shows that when the management of organisations
neglects its inherent responsibility to adequately address
employees’ experiences of role ambiguity and role conflicts, the
risk of exposure to workplace bullying is likely to increase.

Workplace bullying has shown to be a detrimental psychosocial stressor with a wide
range of negative consequences for those exposed and for the social environment

e it takes place (Aquino & Thau, 2009; Nielsen & Einarsen, 2018). It is therefore
essential to identify those factors that provide a fertile ground for bullying to develop

CONTACT KariWik f r esghino
“Present address e ership and Omganizational Be haviour, Bl Norwegian Business School, Kong Christian
5, 5006 Bexgen
hed by nforma UK Limited, vading x Talor & F

“[T]he concept of workplace
bullying has a target perspective,
where it is the total toll of the
exposure — potentially from many
sources — that is at the heart of
the matter, more so than focusing
on isolated perpetrators and their
individual acts of incivility and
aggression.”



Figure 4. Bullying of Women & Men by Men & Women

55% male targets 67% female targets
45% female targets 33% male targets




How Is workplace
bullying measured?



Negative Acts Questionnaire — Revised (NAQ-R)

Daily 5

These statements describe your intéractions with your Weekly 4

- .
coworkers. For each statement, please rate the frequency ———— — — - -
with which you experience the following interactions by Monthly 3

Occasionally 2

s 1 uestionnaire (S-NAQ)

ONE

CIRCLING the appropriate number.

- Examples
e e Being ignored or excluded

Having insulting or offensive remarks made about your person, your

attitudes, or your private life S d 0 f o d
Being shouted at or being the target of spontaneous anger 2] 3 5 p re a I n g O g OSS I p a n ru l I I O rS
Intimidating behaviors such as finger-pointing. invasion of personal

e e—— - about you

e mBEKD Being humiliated or ridiculed in

B I—— ek connection with your work
A DHEEE Being the subject of excessive
\ e s I i i B teasing or sarcasm

Being the subject of excessive teasing and sarcasm

Being exposed to an unmanageable workload

| Threats of violence or physical abuse or actual abuse

Repeated reminders of your errors or mistakes

Being ignored or facing a hostile reaction when you approach

Being given tasks with unreasonable deadlines

Having allegations made against you




Do the targets of
workplace bullying
disproportionately

belong to certain

groups?




- 37% of LGBTQ employees
reported experiencing at least
one form of harassment at work
due to their sexual orientation or
gender identity at some point in
their lives

EESEARTH THAT MA

TTERS

LGBTQ PEOPLE'S
EXPERIENCES

OF WORKPLACE
DISCRIMINATION
AND HARASSMENT
PAVPE




. - Overlap with discrimination

In the Room, but no Seat at the Table: Mixed
Methods Analysis of HBCU Women Faculty

i e By e - Sometimes context specific

Leah P. Hollis'

- Influence of EDI policies

With gendered organization theory and n = 201 Historically Black Colleges and Universities women faculty, the following is
addressed: RQ1 Which Historically Black Colleges and University women faculty, those at schools with or without an anti-
bullying policy, are more likely to report workplace bullying’ RQ2 What is the relationship between workplace bullying
intensity and time spent strategizing against bullying, health problems, and organizational distrust for Historically Black Colleges
and University women faculty! RQ3 How does workplace bullying affect the experiences of Historically Black Colleges and
University women faculty! The mixed methods findings confirm the need for preventative structural changes policies to
empower women

Keywords
historically Black colleges and universities, women faculty, gendered organizations, mixed methods

Overview of Workplace Bullying h ve list; nonctheless, workplace bullies can destroy

My university e tes higher turnover rates
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Does workplace bullying
happen in remote work?



CYBERBULLYING AND PRODUCTIVITY

The Bt of Cbrblsng o i nd Brdacvy o Remote Esploees Dare - Cyberbullying refers to “a

situation where over time, an
individual is repeatedly
subjected to perceived negative
R acts conducted through

o F—— technology (e.g., phone, email,
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CYBERBULLYING AND PRODUCTIVITY

Tt of Cobrnlig n Sttty f et Eplys D - [M]easurement of
-' cyberbullying includes
behaviors that are unique to
- the cyber environment, such
e tidn, as:
o “Received aggressively worded

Fonding: This work was supported by Aubum University. The sponsor playved no rale beyond

fasuca sppon messages (e.g., using all capital

Conflict of Interest: The authors declare that they have no conflicts of inpersst.

Ethics Approval: This research was deemed exempt by the [RE of Autum University I ette rS - bo I d fo nt O r m u Iti p | e
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What influences the relationship between workplace bullying
and employee seing? A systema ev of moderators

Samuel Farley 7, Daniella Mokhtar ° Kara Mg ©F and Karen Miven

“5Sheffield University Management School, University of Sheffield, Sheffield, U Resaarch in
wlogy & Human Well-baing, The Mational University « }
Business School, University of Manchester, Manchester, UK

ABSTRACT

Researchers hawe consistently shown the detrimental effects that

waorkplace bullying has on employee well-being. While there have
y studies esamining moderating factors that worsen or

framework to integrate

aim oft

varables that have besn t&rte::l as m:xleri::m :-r the relatr:ln_rmp
betwesen workplace bullying and wellbeing using the job
demands resources model Searches of the literature were camied
out in the PsyclN Web of Sdence and pus databases

eight studies met the indusion criteria, which reported on 209
tests of moderation. Using an established taxonomy the
moderators were categorised into home demandsresources [n=
2), personal demandsfesources [n= 136} job demandsfresources
[ ocial demandsfresources [n=24), and organisational
demandsfresources [n=43). Analy ealed that social resources,
such as worker support, and organisational resources such as
supportive organisational climates, consstentty buffered the
hammtul effects of bulk In contrast, personal resources had little
influence as moderators. Further cross-cultural and longitudinal
research is needed to understand whether the influence of these
moderators extends aooss time and different cultural contescts.

Workplace bullying can have devastating consequences for workers' well-being. Over the
p;i.'il ten years, un:'La-;LuaJ'.‘ s have rmr.'rul:'nl. which lay bare the impact that bullying can
n & Einarsen, 2012; Verkuil et al,
y n[ I:';llll:'[JLI:' covering both cross-sectional and longitudinal studi

also appear co it ac it eccupational con (Hogh et al
To better understand the nature of the relationship between workplace bullyis
employes well-being, researchers have tumed o modermtion studies,
variables that affect the strength of a relationship between predictor .mul outcome

Anxiety

Depression
Post-traumatic stress
Emotional exhaustion

Spill-over to outside
relationships

Sleep disruption
Physical tension & pain



F ive ES sent ia '.S Centered on the worker voice and equity, these five Essentials
support workplaces as engines of well-being. Each Essential is
for Workplace

Mental Health
& Well-Being

Protection
from Harm

Learning Social Support

Connection

& Community

A
N

Opportunity
for Growth

Centered on
]

%o

Worker Voice
and Equity

(Accomplish r‘nenD

Belonging

Autonomy

Work-Life
Harmony

i =
Oy O
a o

)

Mattering
at Work

N\ Y

Flexibility

grounded in two human needs, shared across industries and roles.

Components

Creating a plan with all workers to enact these components

can help reimagine workplaces as engines of well-being.

Protection from Harm

= Prioritize workplace physical and psychological safety
= Enable adequate rest

= Normalize and support mental health

= Operationalize DEIA® norms, policies, and programs

Connection & Community

» Create cultures of inclusion and belonging
» Cultivate trusted relationships
» Foster collaboration and teamwork

Work-Life Harmony

= Provide more autonomy over how work is done

= Make schedules as flexible and predictable as possible
» Increase access to paid leave

= Respect boundaries between work and non-work time

Mattering at Work

» Provide a living wage

» Engage workers in workplace decisions

» Build a culture of gratitude and recognition

= Connect individual work with organizational mission

Opportunity for Growth

» Offer quality training, education, and mentoring
» Foster clear, equitable pathways for career advancement
= Ensure relevant, reciprocal feedback

*Diversity, Equity,
Inclusion & Accessibility




F ive ES sent ia '.S Centered on the worker voice and equity, these five Essentials cum punents

support workplaces as engines of well-being. Each Essential is
fﬂr workp lace grounded in two human needs, shared across industries and roles. Creating a plan with all workers to enact these components

M en tal Hea I. th can help reimagine workplaces as engines of well-being.
& Well-Being

Protection from Harm

Prioritize workplace physical and psychological safety
Enable adequate rest

Normalize and support mental health

Operationalize DEIA* norms, policies, and programs

Progegtion
Connection & Community

» Create cultures of inclusion and belonging
» Cultivate trusted relationships
» Foster collaboration and teamwork

Social Support

Work-Life Harmony

= Provide more autonomy over how work is done
= Make schedules as flexible and predictable as possible
» Increase access to paid leave

Centered on = Respect boundaries between work and non-work time

Wor oice
and 2yuity

Mattering at Work

» Provide a living wage

» Engage workers in workplace decisions

» Build a culture of gratitude and recognition

= Connect individual work with organizational mission

Opportunity for Growth

» Offer quality training, education, and mentoring
» Foster clear, equitable pathways for career advancement
= Ensure relevant, reciprocal feedback

Flexibility

*Diversity, Equity,
Inclusion & Accessibility
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& U.S. Surgeon General




Target Quit

26%

P Punished P Qui

© 2024 WorkeLace BuLLying IssTmute

TARGETED EMPLOYEES
HAVE A 62% CHANCE
OF LOSING THE JOBS

THEY LOVED FOR
NO LEGITIMATE
REASON

Figure 11. What Stopped the
Bullying in Worst Case Situa-
tions - Graph




What is the impact of
workplace bullying on
organizations?
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How can the problem be
fixed?
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of leadership practic 1 the relationship betw
» stressors and exposure to bullying beha Irs — a
longitudinal moderated mediation design

Kari Wik Agotnes ©*, Morten Birkeland Mielsen 0*®, fnders Skogstad®,
Johannes Gjerstad = and Stile Valvatne Einarsen

Workplace climate

“Diepartment o hosocial Science, Facult Psychology, University of Bergen, Berge
“National Institute coupational Health, [ an University

- Workplace culture

ABSTRACT

Role conflicts and role ambiguity have been identified as important
risk factors for exposure to workplace bullying, particularly when
combined with inadequate leadership practices. Even though role

]
ambiguity theoretically can be considered a causal precursor to it
role conflicts, previous research has mainly examined these role o abonal baad .

SLTESSOTS nourrent predictors of v lace bullying. The
present study provides a more nuanced analysis by imvestigating
role conflicts as a mediator in the melationship between role
ambiguity and exposure to bullying behaviours. Adding to the

Py S b e v o S Wo rkplace pO”CieS/ P rocedures

leadership in the role stressor-bu g relationship. Employin:

national probability sample of 1,184 Norwegian workers, with
three measurements across a 1Zmonth period, the results
showed an indirect effect of employess’ role ambiguity on

] ]
subsequent exposure to bullying behaviours through employees’
experience of role conflicts. Moreover, laissez-faire leadership -

exacerbated while transformational leadership attenuated, the
indirect relationship between role ambiguity and exposure to

present data shows that when the management of -:Il-g-!l'li.“-!ti-:ll‘l&-
neglects its inherent responsibility to adequately address

ide

range of negative consequences for those exposed and for the social environment
where it takes place (Aquino & Thau, Mielsen & Finarsen It is therefore
to develop




Perceived Organizational Support

Table 4 Measures of perceived organisational support

In my workplace senior management acts quickly to correct problems/issues that affect employees’ psychological health
Senior management acts decisively when a concern of an employees’ psychological status is raised

Senior management show support for stress prevention through involvement and commitment

Psychological well-being of staff is a priority for this organisation

Senior management clearly considers the psychological health of employees to be of great importance

Senior management considers employee psychological health to be as important as productivity

1.
2.
3.
4,
3.
6.
7.

There 1s good communication here about psychological safety issues which affect employees

8. Information about workplace psychological well-being is always brought to our attention by our line manager/supervisor

9. Employee contributions to resolving occupational health and safety concerns in the organisation are listened to

10. Participation and consultation in psychological health and safety occurs with employees’, unions and health and safety representatives in my
workplace

11. Employees are encouraged to become involved in psychological safety and health matters

In my organisation, the prevention of stress involves all levels of the organisation




Psychological Safety

Amy Edmonson’s: Psychological Safety Scale

. If you make a mistake on this team, it is often held against you. (R)

. Members of this team are able to bring up problems and tough issues.

. People on this team sometimes reject others for being different. (R)

. Itis safe to take a risk on this team.

. It is difficult to ask other members of this team for help. (R)

. No one on this team would deliberately act in a way that undermines my efforts.

. Working with members of this team, my unique skills and talents are valued and
utilized.
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The role of leadership practices in the relationship between
role stressors and exposure to bullying behaviours - a
longitudinal moderated mediation design

Kari Wik Agotnes ™, Morten Birkeland Nielsen **, Anders Skogstad®,
Johannes Gjerstad ©"° and Stle Valvatne Einarsen

*Department of Psychosocial Science, Faculty of Psychology, University of Bergen, Bergen, Norway;
“National Institute of Occupational Health, Oslo, Norway; “Oslo Metropolitan University, Oslo, Norway

ABSTRACT ARTICLE HISTORY
Role conflicts and role ambiguity have been identified as important Received 9 August 2021
risk factors for exposure to workplace bullying, particularly when  Accepted 13 April 2023
combined with inadequate leadership practices. Even though role
ambiguity theoretically can be comsidered a causal precursor to
role conflicts, previous researc_h has mainly examined tr'_lese role transfoenasonal keadershine
stressors as concument predictors of workplace bullying. The Laissezfaire leadershiny
present study provides a more nuanced analysis by investigating workplace bullying; negative
role conflits as a mediator in the relationship between role acts

ambiguity and exposure to bullying behaviours. Adding to the

understanding of the bullying process we also considered the

possible moderating roles of laissez-faire and transformational

leadership in the role stressor-bullying relationship. Employing a

national probability sample of 1,164 Norwegian workers, with

three measurements across a 12-month period, the results

showed an indirect effect of employees’ role ambiguity on

subsequent exposure to bullying behaviours through employees’

experience of role conflicts. Moreover, laissez-faire leadership

exacerbated while transformational leadership attenuated, the

indirect relationship between role ambiguity and exposure to

bullying behaviours through role conflids. In summary, the

present data shows that when the management of organisations

neglects its inherent respomsibility to adequately address

employees’ experiences of role ambiguity and role conflicts, the

risk of exposure to workplace bullying is likely to increase.

KEYWORDS
Raole ambiguity; rale conflic;

Workplace bullying has shown to be a detrimental psychosocial stressor with a wide
range of negative consequences for those exposed and for the social environment
where it takes place (Aquino & Thau, 2009; Nielsen & Einarsen, 2018). It is therefore
essential to identify those factors that provide a fertile ground for bullying to develop
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Invisible, Unmanageable, and Inevitable:
Online Abuse as Ineguality in the Academic Workplace

Victoria € Meara', Jaigris Hodson”, Chandell Gosse®, and George Veletsimos®*
! Schoal of the Arts, Media and Communicafion, University of Leiceter
:t'.n'l'lege af Imerdisciplnay Studies, Royal Roeds University og®
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culture that
hmlines gbaes (50 geowing problsn o begher sducorom. For preses cosdory imesms, St i o g ":ﬁrlicl:la(nsdl;r?
prevalence wah whe b faceky memiers ae mgpad with onlme abuse rases ENEOIRT QUSRS dhout ~
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proceiumn] woove ketp ey pooblsm af o desascs, mvisdhls o rmsogereser, ol Beyond de sooge of
monmnora] e sporsibiey. Following hones and Pomgle 2015}, we argee than dhes peocedumn | die soimg
selegaies omlme abame oo the emam of the asmangieable, which, in effect, Belps o Eader megualoy
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T December 201 7, Dr. Lawrie Rubd puhlished 2 research aticle
ahowt moe and mathematics edumton, highlighting the sysiemic
harriers marginalized smdents face and the implidt bisses of so
called meringatic education systems. Afier poblication, her wodk
was singled om and onticized in the nght-wing sindem news
publiction Campurs Reform, 3 moment which would lier be
identified as the flash paint for aright-wing media fimsiorm with Dr.
Ruhe a1 its center. The sinry was picked up by major poblications
armmd the world and evenmally became the subjectof 2 Fox News
segment (Mah FEd Collective, 2018 The publicity resalted in a
wave af radst and misagymistic online zbmse from songes, who
targeted Dr. Rubel, her msemrch, and the mstiznion where she
wasks The hamrage was mubidiectiona. Perpetrators fund and
harassed Dir. Ruohel an social media platforms inchding Twitter,
Faehaok ,and Reddit. They flooded her email, repeatedly called her
cell phone, and sent her posted hate mail (Kamenatz, 2015,

Dx. Rubd's expesince & not unique. She joins 2 gowing lis
of wokes in academia (Veetines et 2l., 2013), jouwmalizm
(Simdes et al, 2021}, and polites Ehravskaya & 4., 2020 who
have heen trgeted with online harssment and abose whileacting in
thedr professimal rales (Arorz et a., 202 1; Frangon, 20019 Pidd,
2)22). In this article, we define online abuse 25 2 echmologically

Wiz moeny (F Meim o s ol e gf CINCHCL OO X TE-A22T

T ressacl Bus bessn fumded by the Socsa] Soiemces and Husnomises
R ey cuma ] of Camaadla,

e s & ComC ermangg dhies amicle aboald Be addressed o Vicnosa
(Mg, Sebaood of dee Ams, Med med Comnmissec o, Usvesaoy of
Lz e, Unavemiry Rioad, Lacsster, LED TRH, Usieed Ksgdomn. Fonl
vijon | ] e e e uk

medizied form of violance where commamication echnology i msed
o inemtimally canse harm 0 2 targeted ndividual or group Jane,
2)14) This has hecome 2 prevalem prohlem for academics for
wham sacid mediz, online leaming platfforms, and other netwark
communi ation echnologies have become imposan tools they nse
o teach, conmect, and callshorate with caolleagnes; pasticipate in
discmsions reevant o one's field; and share research with 2 hmad
andience (Johmson & Velasianoas, 22 1) These changing profes
sionz] and technological nomms have obligaed facuby 1o become
vishle, commecied, md accemsihle I ways tha make them
vulnerzhle 0 ahusive and hapssing heluviors online, such as
doxdng, & I when somenne’s persomzl information i puhlished
emling withoant their consent, or gmeats of physical violence.
Ressaxh shows that experiences of online abme can have a
devastating impact on menta health and well-haing (Chadha e &,
A2 Tagets Fequendy respond by censoring themmelves, with
drawing foom erisn commuomites, avoiding cestsn job tmlks, and
minimizing ther public visihility overall (Gomse, Veletsianes, o 2.,
2121} In higher education, this diminished participation @n have
negative consequances for the prolssionz] develpmem and career
trajecimy af the faculty meamber. Tf faculy ane hesitan i porsoe cestan
resenrch topics, speak pohlicly = an expert in ther field, or share the
resuls of their wosk heyond 2 small specialist andience, they may miss
ot an opposnmtes o ik ter =potaion and o collaborate with
afhers an new msearch projedts. At the same Sime, the poblic kees oot
an the isights of their woek, 25 well = the contritions they oould
make i ther repective resensch and feaching oommamiti s
Unfostunatdy, the risks and msodsted boerdens of online abuose
arenat evenly distibmeal aross identity groups. W omen , izl imad
people, memhers of the two-spirit, leshian, gay, hisewnd,
frans gender, quesr, inersex, asecoal, others commumnity (hereinafier
ZBLGEBTOIA+), and other mergmalzed identity groups ane
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Legislation

14. SUPPORT FOR A NEW LAW

Question: Do you support or oppose enactment of a new law (in addition to existing nondiscrimination & harassment laws) that
would require employers to protect their workers from repeated, harmful, abusive mistreatment and give abused workers a right to
sue for failing to do so?

Table 20. Support for a New Law

Proportion Percentage Proportion Percentage

Not needed.
-

Somewhat support

Somewhat oppose
Strongly oppose

Strongly support 6921

i© 2024, Workplace Bullying Institute
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New Statute: Anti-bullying Policy Creates Immunity for
Workplace Emotional Distress Claims
Posted by: Edward Phillips & Brandon Morrow 19

In 2014, the General Assembly passed the Healthy Workplace Act, which provided public employers immunity for

Journal lssue Date: Jun 2019

workplace bullying claims if they adopted a model policy.' Recently, though, the General Assembly amended the

Healthy Workplace Act (on a unanimous vote, no Less) to extend its immunity to private employers. It was signed by

Gov. Lee on April 23, 2019, and took effect immediately.

Bullying, Mental Anguish and Emotional Distress
The term "bul

Ten



T R gl g

R




Who are some experts on
workplace bullying?




- David Yamada

- Professor of Law and Director of
the New Workplace Institute

- Suffolk University Law School




- Dr. Gary Namie
- Social psychologist

- Director, Workplace Bullying
Institute




- Dr. Leah Hollis

- Associate Dean for Access, Equity
and Inclusion; Professor of
Education

- Penn State College of Education




- Dr. Michael Rosander
- Social psychologist
- Professor, Linkoping University
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