




Bullying means hostile communication which 
leads to health harming mistreatment, verbal 
abuse of conduct, which is threatening, 
humiliating, intimidating or sabotaging that 
interferes with work.

Bullying is persistent verbal and nonverbal 
aggression that can include personal attacks, 
social ostracism and other painful messages 
that impact on hostile interactions.



Bullying is an antisocial behavior of harassing, offending, 

socially excluding someone or negatively affecting 

someone’s work tasks…

It has to occur repeatedly and regularly over a period of 

time (about six months).

… it is an escalating process, the person confronted ends 

up in an inferior position and becomes the target of 

systematic negative social acts. (Hollis, 2012, pg.29)



MORE SPECIFICALLY
Definition:
Bullying manifests itself through:

Health-harming mistreatment

Verbally abusive behavior, offensive verbal and 
nonverbal conduct which can be seen as threatening, 
humiliating or intimidating

Work interference and/or sabotage which
prevents work from getting done

A repeated misuse of a power situation over another 
individual 

A desire on the part of the individual with the 
greater power base to cause physical, emotional or 
social distress to the “bullied individual”



Bullying is an act recurring over a period of time 
that causes psychological and physical harm to a target 
and can include verbal or non-verbal threats, physical 
attacks, blackmail, manipulation where an imbalance of 
power generally exists between the bully and the one 
being bullied (target).

Harassment is conduct which annoys, threatens, 
intimidates or causes fear in another person. It is 
unwanted behavior that offends, demeans or threatens 
another person. It can include derogatory comments, 
slurs, assault, or physically impeding or blocking 
behavior.



Harassment (1973)

Unwelcome conduct that is intimidating,hostile,abusive.

Interferes with person’s ability to work.

About to protected characteristics or classes

Not necessarily repeated over long periods of time.

The aggressive, negative physical action against 
employees in the protected classes of race, color, 
religion and sex. 

Other protected classes have arisen over the years 
(weight, national origin, ethnic group, religious 
practice, disability, sexual orientation, gender, etc.).



Bullying Must be repeated – occurs at least once/week for 
about six months. Causes psychological and physical harm 
to the one who is bullied – anxiety, depression, stress, 
etc. results in physical problems. Being beaten down each 
day at work causes sleepless nights, headaches, stomach 
aches, heart disease, post-traumatic stress disorder, and 
sometimes suicide.

Deals with the imbalance of power, when a bullying 
incident occurs, and over time, when the one who is 
bullied doesn’t speak up, the bully will continue the 
bullying more aggressively on the target, and more 
frequently. This will show the bully has no power and the 
one who is bullied feels helpless.

Not about protected classes- people who are bullied due to 
race, religion, gender, sex, sexual orientation, 
disability, etc. (against the law) => harassment



Bullrassment –

The intersection of harassment and bullying.



PROBLEM:

Many organizations try to ignore the situation hoping 
that the bully “will go away”. Targets suffer in denial 
or are slow to report the problem.
Bullying is not

1. Reasonable feedback of one’s performance.

2. Holding an employee to reasonable workplace rules and 

standards.

3. A demonstration of proper control and authority.

4. Legitimate disciplinary action.

5. A common conflict in the workplace.

6. A disagreement between a supervisor and one’s 

subordinate.





The existence of workplace bullying leads to poor 
quality work, low job satisfaction, poor relationships 
on the job, absenteeism, turnover, lack of teamwork, job 
disengagement, greater intention to leave (Mattice).



Imagine the following scenarios in the academic 
environment and/or the corporate environment:

Scenario #1

A unit director submits work to a vice president who 
makes comments that discredit or devalue the work of 
the director. The vice president criticizes the 
director, shows a lack of patience, and fails to 
demonstrate, in a sensitive, professional manner, how 
to proceed.

Scenario #2

A committee is asked to review the state of 
departmental assessment, but the department chair 
declines to share significant information with the 
committee and comes to a committee meeting where the 
department chair denigrates a member for lack of 
knowledge.



Scenario #3

A faculty member is given an unreasonable 
teaching schedule. He is e-mailed his teaching 
schedule with a note emphasizing that the 
schedule is not open.

Scenario #4

The registrar asks the associate registrar not 
only to compile student registration figures for 
each academic department but also to write the 
enrollment management section of the 
accreditation report. If the assignment is not 
completed by next week, the associate registrar 
is told, she will suffer disciplinary action.



Scenario #5

The director of grants carefully monitors the 
professional schedule of the coordinator of grants, 
imposing restrictive work rules.

Scenario #6

A faculty member in the professorial ranks makes 
cruel, insulting comments in public about an untenured 
faculty member’s psychological problems. 

Scenario #7

In the performance review of a faculty member who is 
up for promotion, the department chair undermines the 
faculty member’s professional standing; does not 
identify reasonable means for improvement; and ignores 
the faculty member’s contributions to the department.



Scenario #8

A faculty member believes that she is a target of bias 
or discrimination in the department. She feels that 
her professional status is being threatened through 
isolation and obstruction.

Scenario # 9

Staff team is asked to review a financial report, but 
the head of the team declines to share significant 
information with the team an comes to a staff meeting 
where the head of the team denigrates a member lack of 
knowledge.



 People are hired on expertise, so everyone thinks they are 
an expert.

 Climate of tolerance creates varying opinions and 
perspectives more than usual, so people are manipulated to 
advocate positions in unhealthy ways.

 Bystanders and witnesses are afraid to stand up for the 
bully – afraid they will become targets or lose their jobs.

 Process of tenure and promotion creates an inherent balance 
it which some people control the process more than others.

 Grievance process can be long and winding.

 Academic freedom conceivably lacks boundaries.



1. Global economy with many demands

2. A president who demands rapid decisions and around-the-clock 
interactions from supervision and managers

3. Heavy workloads and poor scheduling for employees in 
organization

4. Rising stress levels and unnecessary distraction in staff

5. Not enough sleep, too much to do and too much to think about

6. Deny, disregard nor notice any negative actions about 
oneself or others around you

7. Safety measures for all employees left unheeded

8. Managers are controlling and wield power by exploiting 
others

9. Lack of teamwork and no collaboration between staff members



Pictorially  

(I) Workplace Demands Workplace Bullying

Lack of lack of employee inappropriate work 

resources training schedule and time frames

(II) Workplace Relationships Workplace Bullying

Poor Communication    Isolating Lack of support   Team hostility
individuals for individuals to individuals



(III) Workplace Certain groups are more likely 

Characteristics than others, to be bullied

Younger     Trainees     Minority    New workers     Injured workers

workers groups and workers 

on disability



1. Bullying with your boss feels like battle and torture 
and can be a nightmare

2. Workplace bullies cause employees to be disengaged in 
their productivity and cause harm to their career 
development

3. Emphasizes the negative aspects of the company or 
group and does not help the employees to see the job 
from a positive perspective

4. Employees find no meaning or purpose in their job



5. Managerial bullying equivalent to command and 
control. When a manager expresses the sentiment, “I 
have a more senior title than you have,” the manager 
is showing uncivil behavior towards coworkers and 
expecting everyone to follow the manager’s decisions

6. Co-worker undermines the efforts of an individual on 
a team

7. Your boss starts spreading rumors about your personal 
life

8. Poor management can lead to abuse and bullying e.g., 
university merger, bosses who are disengaged with 
office activity or insufficient leadership training 
for supervisors.



1. High job demands.

2. Limited job control.

3. Organizational/Technological changes.

4. Role conflict amongst co-workers.

5. Job insecurity.

6. Acceptance of unreasonable workplace behaviors.

7. Unreasonable expectations of clients or costumers.

8. Autocratic leadership style from managers who are strict and 
controlling and do not allow workers to be involved in 
decision-making.

9. Managerial behavior where there is little or no guidance 
provide to employees.

10.Managers inappropriately delegate responsibilities to their 
employees

11.Managers who use abusive behavior that includes derogatory 
language or inappropriate critique/feedback.



PROBLEM 1:

Stress is a killer- incivility in the workplace brings 

the denigration of health to the workers being bullied 

as well as to the aggressor (the bully) who operates 

from stress as a motivating factor to control and 

abuse others.



PROBLEM 2:

A disengaged higher education staff or faculty member 

who is bullied could potentially have a direct impact 

on the university’s function of student enrollment, 

and advancement for its students.

When a staff member has been bullied there is less of 

a connection with students (or with your team)- less 

enthusiasm to deal with, no creative commitment for 

both new projects and refreshing ideas.



PROBLEM 3:

Incivility and aggression in any form erode the human 
condition.





WHAT ARE SPECIFIC BULLYING BEHAVIORS?

 Falsely accusing someone of “errors” that were not 
actually performed.

 A public non-acknowledgment of an individual’s thoughts 
and feelings.

 Using “silent treatment” on an individual and separating 
them from others. Using different standards to evaluate 
their work.

 Creating rules that did not exist earlier.

 A non-acknowledgement of satisfactory work. Downgrading 
a person’s capabilities.

 Constantly criticizing an individual.



 Displaying disrespect for the individual.

 Overwork and no respect for an individual’s personal 

life.

 Managing someone via threats and intimidation.

 Preventing an individual from access to opportunities.

 Stealing credit and taking unfair advantage of someone.

 Staring and glaring needlessly.



Signs of the Bully (Mattice)

1. Insulting and making offensive remarks

2. Shouting, yelling, angry outbursts

3. Circumventing co-workers to avoid communicating with 

them

4. Finger pointing, invasion of space through emails and 

other forms of communication

5. Humiliating, ridiculing, teasing

6. Spreading rumors or gossip



7. Ignoring colleagues when they walk by

8. Removing important tasks for job responsibilities

9. Giving unmanageable workloads & impossible deadlines

10. Arbitrarily changing directions or tasks

11. Withholds relevant information

12. Constantly criticizing an individual (the target)

13. Encouraging others to “turn against” an individual

14. Stealing credit and taking unfair advantage of someone.



WHY DO PEOPLE BULLY?

1. They exhibit destructive behaviors.

2. They are “take charge” types who “know best.

3. They have poor psychosocial boundaries-too loose and/or too 

rigid.

4. They lack emotional/social intelligence and have poor social 

skills.

5. They are inflexible and perfectionists- do not want to reason 

with others they don’t like.

6. They have hidden agendas.

7. They are compensating for their insecurities.

8. Often those who bully others were once a target of bullying in 

previous experiences.



 They encourage employees from another team by telling the 
other team the situation in advance and by getting what the 
manager wants from his/her own team

 They make impossible demands on deadlines by setting up 
their staff for inevitable failure

 They take credit for positive results their team or an 
individual on the team has made

 They cancel meetings on the last minute never to reschedule 
again

 Your boss mocks what you say, questions your judgment, calls 
you an idiot, and mimics your voice in a deprecating 
fashion. Then your coworkers express the same sentiments 
towards you

 Your boss engages in name-calling, intimidation and 
ostracism of one or many individuals on his team





1. Exhibiting low morale

2. Dropping out and absenteeism

3. Physical and psychological symptoms

4. May vent personal frustration onto others

5. May be prone to violence/suicide

6. Blames self for problems

7. Suddenly has fewer friends on the job

8. Difficulty sleeping, nightmares, cries easily, mood 
changes

9. Frequent visits to the medical doctor

10.Suddenly withdrawn, evasive, feels lonely



WHO ARE THE INDIVIDUALS BEING BULLIED? 
(continued)

1. Those individuals who pose a threat to the bully.

2. Many are highly skilled.

3. Many are independent and refuse “to listen”.

4. Often are honest, ethical and moral people.

5. Non-confrontational.

6. Victim can be anyone – bullies frequently target those 

who are “different” or have low self-esteem.



1. People fear retribution from the bully

2. The one who is bullied feels intimidated and 
embarrassed

3. The one who is bullied feels powerless in their 
position

4. People fear reporting will affect future job prospects

5. People think supervisor’s behavior is normal

6. The target doesn’t believe anything will change if they 
report

7. The one who is bullied is waiting for things to get 
“really bad”

8. The target feels the bully is smart

9. The target feels the bully and the one who is bullied 
can “work it out”



EFFECTS OF BULLYING

 Low morale

 Absenteeism / dropout

 Physical and psychological illness

 Person who is bullied may vent frustration on 

others 

 Violence



WARNING SIGNS OF PERSON WHO IS BULLIED

 Withdrawal 

 Absenteeism

 Academic changes

 Self-blame

 Mood changes/Lost of interest

 Depression



WHY DO BULLIES GET AWAY WITH IT?

Why Targets of Bullies Don’t Complain…

 Fear retribution from the bully.

 Too intimidated.

 Too embarrassed.

 Feel powerless in their position.

 Fear reporting will affect future job prospects.

 Think this behavior from supervisor is normal.  

(Rationalize their conduct as a personality trait) 



 Don’t believe anything will change if they report.

 Ignore employees who have left and complained about 

the bully.

 Wait for things to get “really bad”.

 Overanalyze why the bully bullies-view the bully as 

indispensable because of their skills, intelligence.

 Focus on bully’s strengths and technical abilities.

 Believe the bully and the target can “work it out”.





1. Bystanders are the key to stopping bullying –
individuals who are neither victims nor perpetrators 
of bullying.

2. Bystanders may accept, participate or stop the 
bully.

3. Bystander can be uninvolved and be an onlooker.

4. Bystanders may flee the scene of a bullying incident 
and this will play a role in encouraging bullying.

5. Bystanders watch without intervening, reinforces 
bullying behavior.

6. When bystanders do not speak up they become allies to 
the bullying behavior and provide tacit support of 
the bully.



7. Reasons bystanders don’t get involved
a. fear of getting hurt
b. fear of becoming a new target for the bully
c. fear of making the situation worse
d. not knowing what to do

8. Bystanders need to accept responsibility for 
recognizing bullying, refusing to be part of it, 
responding effectively and reporting the bullying 
incident appropriately.

9. Bystanders are potentially in a position to challenge 
bullying as soon as it occurs by intervening and 
stopping the bullying.

10. Bystanders who don’t intervene or who don’t report the 
bullying may suffer negative consequences as well –
pressure to participate in the bullying, anxiety about 
speaking to someone about the bullying, powerlessness, 
etc.



1.Trauma and Bullying

A highly stressful experience which can result in 
lasting emotional and physical effects. 

Works with the event, experience and effect.

Overwhelms capacity to cope through fight, flight and 
freeze – body’s alarm system is incapacitated

2.Trauma = a highly stressful experience in the face of 
a perceived threat to one’s self or to one’s physical 
integrity

Bullying = repeated and intentional acts of 
psychological or physical harm involving an imbalance of 
power



3. Bullying is a traumatic event

4. It is possible childhood maltreatment affects later-
life health and well-being

5. People who are victims of trauma have difficulty 
developing appropriate social skills and are more 
likely to become victims of bullying later in life

6. Sometimes characteristics of victims of bullying can 
overlap with characteristics of children who have been 
traumatized e.g., low self-confidence, anxiety, 
fearfulness, sadness, withdrawn, poor social skills





15% of college students report being bullied

25% of college students report being cyber bullied

42% report having seen another student being bullied

(Workplace Answers, 2012)

More recent statistics.



49% of Adult Americans have been bullied or have 

witnessed bullying.

12% (out of the 49%) have been bystanders 80% of 

bullying in the United States is legal and still occurs 

(no laws)





FEDERAL TITLE IX

(1972) Title IX prohibits harassment or discrimination 

on the basis of sex including sexual harassment and 

gender-based harassment which can cover a breadth of 

behaviors.



Abusive Conduct –

Conduct with malice, taken against an employee by an 

employer or another employee in the workplace that a 

reasonable person would find to be hostile, offensive 

and unrelated to the employer’s legitimate business 

interests. (Healthy Workplace Bill, 2012)



Abusive Work Environment –

A workplace in which an employee is subjected to 

abusive conduct that is so severe that it causes 

physical or psychological harm to such employee, and 

where such employee provides notice to the employer 

that such employee has been subjected to abusive 

conduct and such employer after receiving notice 

thereof, fails to eliminate the abusive conduct.

(Healthy Workplace Bill, 2012)



Why Do We Need a Law?

1. Employers react to laws and create policies to enforce 
these laws.

2. A law will give employers incentives to act with 
collegiality and civility by avoiding expensive 
litigation



NEW YORK STATE THE HEALTHY WORKPLACE BILL (2012) 

(New York State is the ninth state to introduce the 
Healthy Workplace Bill)

Legislative Findings and Intent.

 Social and Economic Well-Being of the State is 

Dependent Upon Healthy and Productive Employees.

 Surveys have documented that 59%-90% of employees 

directly experience health endangering workplace 

bullying, abuse and harassment.(Morris, 2008)

 Abusive work environments can have serious consequences 

for employers including reduced employee productivity 

and morale, higher turnover and absenteeism rates and 

significant increases in medical and worker’s 

compensation claims.



 Legal Protection from abusive work environments should 

not be limited to behavior grounded in a protected 

class status as required by employment discrimination 

statutes.

 Allows the employee who is subjected to an abusive work 

environment to sue their employer or the alleged bully.



ENFORCEMENT

 The Court may “enjoin” such defendant (engaged in abusive 

conduct) from engaging in such illegal activity, and may order 

any other relief that is appropriate, including, but not 

limited to, reinstatement, removal of the offending party from 

the plaintiff’s (target) work environment, reimbursement for 

lost wages, medical expenses, compensation for emotional 

distress, punitive damages and attorney fees.

 Sets a high standard for misconduct.

 Requires proof of harm by a licensed health professional in 
order for an individual to collect damages.

 Protects employers with internal correction and prevention 

mechanisms from liability.



WHAT THE HEALTHY WORKPLACE BILL DOES FOR EMPLOYEERS

Defines an abusive work environment-high standard for 
misconduct.

Requires proof of health harm by licensed health or 
mental health professionals.

Protects employers from liability risk when internal 
correction and prevention mechanisms are in effect.

Gives employers the reason to terminate or sanction 
offenders.



WHAT THE HEALTHY WORKPLACE BILL DOES 

FOR THE EMPLOYEE

Provides an avenue for legal redress for abusive 
behavior on the job.

Allows you to sue the bully as an individual.

Holds the employer accountable.

Seeks restoration of lost wages and benefits.

Compels employers to prevent and correct future 
instances.



LEGISLATIVE CAMPAIGN AGAINST WORKPLACE 
BULLYING

2001- Suffolk University Professor of Law 

David Yamadadrafted the initial text of the Healthy 
Workplace Bill(HWB) (Grew out of his legal treatise 

on workplace bullying and the need for “status-
blind” harassment laws)

2002- Gary and Ruth Namie, Carrie Clark, Moe Tyler 
lobbied California Lawmakers.

2009- Text of Yamada HWB revised.



2010- NYS Senate passed (HWB) bill but House chamber did not 
pass the bill.

2012- Again NYS House chamber did not pass the bill (must be 
reworded).

2013- Companion bill S3863 passed through Senate Labor 

Committee.

2016- Senator James Sanders, Jr. introduced the same bill as 
(A3250) the original NYS healthy bill (S6438).



SOLUTIONS



 Write a formal complaint to Human Resources (HR) –
This may or may not work, if the bully has alot of 
power in the company, or performs at high level.

 Build alliances with your co-workers to find out if 
the bully has targeted any of them. This helps to 
formalize and document your communication with the 
bully. If you meet your boss in person, consider 
having a third party present your case or serve as a 
witness to the conversation to document, date, time 
and circumstances of any abuse that occurs.



 Understand your environment – sometimes corporate 
culture and working conditions play a larger role in 
enabling office bullies. Some companies reward 
aggressive bullying behavior by promoting people who 
bully others. Often abuse is prolonged by encouraging 
cutthroat competition and by not taking bullying 
complaints seriously.

 If bullying starts as retaliation against an employee 
who reported ethical concerns about company practices, 
the target may be protected under whistleblower 
statutes.



 If bullying stems from discrimination based on race, 
gender or other personal characteristics protected by 
civil rights law, targets can file a claim that they 
were forced to labor in a “hostile work environment” 
and sexual harassment suits and Titles IX suits fall 
under this category.

 Report abuse to a senior manger who is not an ally of 
the bully. Calculate cost of bullying on the company 
i.e, employee turnover rate, lowered morale, reduced 
productivity, increase absenteeism and legal fees from 
threatened lawsuits regarding the bully’s behavior. 
Propose a solution – discipline the bully.



1. Acknowledge that the bullying behavior is abuse.

2. Recognize the difference between the behavior 
patterns you see at work from others and your own 
emotional reactions to it.

3. Talk about the bullying you have experienced with a 
doctor, counselor or coach for emotional support.

4. As you figure out each of these situations consider 
taking a leave of absence to restore your health 
and to plan a course of action whether you want to 
stay on the job or not.



 Describe the problem in a non - judgmental way.

 Describe the effect the problem is having on you.

State your concern if the problem persists.

 Make a specific suggestion or request for how the 
situation can be handled in the future.

 Review your mutual agreement.

 Now go hear what the bully says (if this is 
possible).

(If not, speak to supervisor of the bully).



 Regular consultation with workers 

 Health and safety representatives are focused on finding out if 
bullying is occurring, or if factors exist at the company that 
may increase the occurrence of workplace bullying.

 Use feedback from employees who leave, through exit interviews 
about the status of workplace bullying.

 Monitor incident reports, patterns of absenteeism, sick leave, 
staff turnover – take these reports seriously and investigate 
them thoroughly.

 Recognize changes in workplace relationships between workers 
and managers.

 Model appropriate behaviors.

 Develop and implement a workplace bullying policy.

 Deal with unreasonable behavior as soon as it arises.



1. Act promptly – respond to the report effectively 
(verbally or written)

2. Treat situation seriously – assess the facts.

3. Maintain confidentiality – only those who are 
directly concerned or those who help to resolve the 
situation should be privy to these details.

4. Ensure procedural fairness – person who is alleged 
to have committed the bullying behavior is to be 
treated innocently until reports are proven to be 
true. Once veracity is proven allow the bully to 
explain his/her version of the events. Listen and 
review statements from all parties.



5. Ensure impartiality towards everyone.

6. Support all parties once a report has been made –
and allow all parties to receive support, e.g., 
employee assistance, union rep, counselor etc.

7. All parties should be informed of the process – how 
long it will take and what they can expect will 
happen during and at the end of the review process.



OTHER ACTIONS

1. Consult regularly with the staff – appoint health 
and safety reps and health and safety committees 
aimed at finding out if bullying is occurring 
amongst the staff, or any factors exist amongst the 
staff that can increase the risk of workplace 
bullying e.g., by anonymous survey 

2. When staff members leave the corporation, hold exit 
interviews and ask if workplace bullying occurred.

3. Seek consistent feedback from managers and 
supervisors and other staff.



1. Are managers and supervisors effectively trained to 
recognize and to deal with workplace bullying?

2. Is there awareness amongst the staff about workplace 
bullying?

3. Are the employees upfront about unreasonable 
behavior?

4. Has there been a change in workplace morale and 
behavior over a period of time?

5. Are workplace bullying policies being constantly 
reinforced?

6. Do reports of workplace bullying receive a quick and 
effective response?



1. Institute a code of professional conduct that 
clearly indicates which behaviors are considered 
unacceptable => disciplinary action

2. Openly condemn unacceptable behavior => a 
supervisor needs to have the courage to publicly 
condemn such behavior

3. Confront the bully

4. Document the bully’s behavior

5. Seek assistance from Human resources

6. Bystanders should become Upstanders

7. Positive organizational climate reinforced

8. Change organizational acceptance to bullying



9. Create interventions and workshops on eradicating 
bullying

10. Duties/accountability of staff persons are well-
defined

12. Establish flexible reporting procedures and 
communication channels

13. Establish a procedure for contacts when a 
bullying incident occurs

14. Establish effective mechanisms for monitoring 

internal conflict management systems

15. Get leadership on board

16. Implement a healthy workplace policy 



IF BULLYING IS LEFT UNATTENDED IT CAN RAPIDLY 
ESCALATE INTO MORE SERIOUS VILONCE AND ABUSE.

We need a university statement that:

1. Creates a policy that prohibits intimidating, abusive, 

disrespectful behavior.

2. Creates a culture of trust and accountability

a. Those who report must not fear reprimands.

b. Those who fail to report must be held accountable

3. Trains staff (and students) to recognize at risk or 

abusive behaviors.



4. Creates anonymous hotlines and reporting protocols for 

victims and bystanders to report any incidents.

5. Responds immediately to complaints. Train staff.

6. Supports the victim- encourage support 

groups/counseling.

7. Establishes a Code of Conduct.

8. Establishes a Code for harassment prevention.

9. Establishes a Code against workplace violence.

10.Implements an Anti-Bullying Policy.

11.Establishes proper use of the internet and e-mail 

usage.



12. Establishes proper use of social networking/blogging,

Sensitivity/Remedial Training.

13. Best conducted by an objective third party.

14. Confronts bully with specific examples.

15. Seeks to change behaviors not attitudes nor opinions. 

16. Organization should receive report from investigators.

17. More remedial sessions to deal with situation may be 

necessary.



1. Promote positive leadership styles by providing 

training for staff.

2. Mentor and support new and performing managers, 

supervisors, and staff.

3. Encourage teamwork, collaboration and co-operation

4. Ensure that all actions are clearly defined, 

articulated and understood by employees.

5. Ensure managers and supervisor deal with 

inappropriate behavior in a timely manner. 



1. Receive professional counseling.

2. Provide mentoring and support from a senior 
manager.

3. Receive professional or skills development 
training.

4. Address any inequality that has resulted from 
bullying incident.

5. Monitor behaviors of the bullying and target.

6. Organize work in another area of the company or 
different job.



1. Define jobs clearly and seek regular feedback from 
employees about their role and responsibilities.

2. Provide employees with the information and training 
they need to carry out their tasks effectively.

3. Review and monitor workloads of employees to reduce 
excessive working hours.

4. Provide access to employee assistance programs 
during busy and stressful work periods.

5. Provide for effective communication throughout the 
workplace by restructuring or downsizing.



We need a supervisor policy that:

1. Maintains locus of control.

2. Uses policy language to curtail bullying behavior 

in department.

3. Models civility, fairness and respect for 

colleagues.

4. Stops the problem before it starts. Speak with 

bully quickly once bullying behavior is apparent.

5. Be firm and fair in application of policy- don’t 

play favorites.



6. Encourages positive empowering comments and system of 

rewards.

7. Trust, humility and openness to try new things and 

especially the power to forgive when trust needs to be 

earned again.

8. Self-respect- establishes committees and policies that 

promote diversity.

9. Strives leadership that care about the college’s 

mission and collaborative work beyond one’s personal 

power or advancement.

10. Creates a work culture that opposes bullying, prevents 

bullying and takes effective action when bullying 

occurs.



CONFRONT THE BULLY

1. Bully’s behavior will escalate unless ended.

2. Constructively confronts the bully with concrete, 

specific examples of how to conduct a situation.

3. Tells the bully exactly what is expected of them and 

how their behavior must change.

4. Gives the bully time frames and assistance to 

improve.

5. Makes clear the consequences of continuing to engage 

in inappropriate behavior.

6. Insists on confidentiality and no retaliation

(Workplace Answers, 2012)



Increasing Self Awareness and Self-Esteem on the Job

1. Check mental and physical health with professionals

2. Understand state and federal legal options

3. Start a search for a new job

4. Consult the campus office most appropriate for your 
situation and decide how to proceed

5. Face the problem directly

6. Review your performance management process 
periodically to assess you are accomplishing the 
goals of your position

7. Build trusting relationships with colleagues and 
friends

8. Create safe, nurturing environments

9. Provide consistent, predictable routines



1. Strive to the best everyday

2. Always focus on maximizing your potential

3. Show respect to yourself and to your colleagues

4. Develop team work

5. Create positive experiences at work – encourage others-
focus on positive interactions

6. Create clear behavioral expectations

7. Work on bullying prevention techniques

 Empathy

 Assertiveness

 Develop friendship skills

 Develop emotional regulation

 Practice anger management

 Be aware of social problem solving



 BE SMART…

 DON’T START…

 END BULLYING NOW.



QUESTIONS FOR THOUGHT

Do we value & reward respectful conduct?

Do we have a “zero tolerance” policy?

Do we hold supervisors accountable?

Do we view bullying seriously and raise the issues 
that arise to a higher level?

(Workplace Answers, 2012)
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