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Introduction

The purpose of this report is to discuss the problem of bullying in the workplace. This will be done focusing on the different aspects of bullying such as: who can be a bully, why people bully, the cause and effects of bullying, and the impact results, and the consequence that it can have on the victim. 

Bullying definition  

The definition of bullying is when a group of people or an individual in a superior position constantly and intentionally cause harm or hurt to another person, or  group of people, who feels powerless to respond, mistreatment and abuse of someone vulnerable by someone more powerful, spoken or written words or actions intended to harass, or intimidate a person or to cause physical harm, characterized by, or prone to mistreatment and domination of others.    
The decision on whether bullying has taken place is not determined by the intention of the offender but rather by the nature of the behaviour.
Bullying in the workplace has been attracting a great deal of attention, research on bullying in the workplace has primarily been quantitative, and focus on the link organisational characteristic, and individual effects. And also, both quantitative, and qualitative research has been focused on the victims, and culprits of bullying.
Very little research has been done on witnesses. In some of the original research that were done witnesses were not even mention, and in more recent research witnesses are barely mention then only in terms of the experience to the victim, or the effect that work place bullying has on the witness, such as low productivity, reduced job satisfaction, impaired well-been, depression, and stress. 
While these studies show that witnesses are heavily influenced by bullying in the workplace, very little is said as to how witnesses become involved in the process.
Workplace survey shows that witness are the most affected by bullying, with a 35% respondent from a Danish survey indicate that they had witness bullying.   (Hogh et al,2009)
Other surveys show that a significantly higher level of witnesses with Lutgen Sandvik indicating that more than 80% of staff had witness workplace bullying.    (Lutgen- Sandvik (2006).
Most employees reported that they would support a victim of bullying, but in reality, very little do as many victims of bullying indicate that they receive very little support from witnesses.
(Rayner 1999) found that although a third of the witnesses said they wanted to help, they did not get involve due to fear.
These results show the complexity of the relationship between, the bully's, the witnesses and the perpetrators.   
It is difficult to be specific to determine the origins of workplace bullying. There are early descriptions of destructive, and coercive behaviour in the monasteries, armies and guilds. However, it is only with the industrial revolution, and the moving away from the cotton industry into the labour-intensive offices and factories, that bullying has the chance to develop in the workplace. Some of the earliest working communities were connected to the monastery. Around 1500 years ago St. Benedict recognized the negative effect of bullying and warned the congregation that “if a brother, without the abbots command, assumes any power over the older, or even regards to boys, flares up and treats them harsh. He is to be subject to the discipline of the rule.”  (Benedict, 1982).
The Roman legion were well known for treating their soldiers harshly, with flogging, breaking of bones, and even death sentences, boning use to enforcing discipline, especially to those of a lesser rank.  (Fields,2006). Machiavelli wrote in the sixteenth century, in his influential political treatise, (the prince) dealing with the maintenance and the acquisition of power. Machiavelli pose the question; “is it better for a leader to be loved or feared? “His response was “it is far safer to be feared than loved when one could not do both “
Miss Berton (2000) in Britain provided the nineteenth-century woman with advice on how to manage their household. She criticizes the abuse of servants and advised her readers that servants should be treated as reasonable humaneness and there should be no excuses for their shortcoming.


The results of the study to witnesses of bullying in the workplace of colleague has been summarized in five categories. 

· Sympathy etiquette
· Denial
· Micro-political action 
· Emotions
· And social place   

Bullying is a disturbance in social interaction in which their needs to be an understanding in what happen, and also the opinion of what other people think happen.

Example in a sentence of bullying

In the US in 2017, in the American workforce, 30 million workers were victims of bullying, whereas 65% of them were woman.
Jessica Press. Redbook, 
“Woman need to know they don't have to take bullying in the workplace*
New York times. explains 3 Aug 2018.  

Who can be a bully?

The majority of the literature on bullying is done by support groups and has focus on individual bullying on one on one basis. most of these accounts are done by people that sees themselves as a innocent bystander, and describes the behaviour of the bully as dysfunctional at best and psychopathic at worst. Although some researchers suggest that there are bullying and victim personality type. (Randal,1997)

This is not the conclusion that gained universal support.
The more commonly held view is that there are important social factors, including changes in the company, lack of training, and unrealistic goals andX target, which leads to higher rates of bullying (Hodson et al,2006). 
Bullying can be done by a group, or by individual's, the bullying definition is broad based and can occur in a variety of situation and environment. However, it's usually a relationship problem, and requires relationship solution. these are best solved in the social environment in which they take place. in a young person or a child's life, this it most often the school.
 
Bullying Boss 
It has recently come to the attention of researchers that bullies do not only exist in the playground it has now been realized that many are in the workplace. Studies have been conducted by psychologists on organizations and groups and has discovered they have been left to thrive and become even more cruel than a playground bully 
The issue became so severe that policy makers and researchers along with serval other nations convene in Bergen, Norway, to discuss the issue. (Carey, 2004). 
Benedict, C. (2004)

Bullying Characteristics and Personality Traits
Evidence shows that there is a multiple of workplace bullies who share personality traits that differentiates them from non- bullying work colleagues and their victims. Research compiled shows that even non-victims find workplace bullies to be loud, overbearing and power seeking. (Randall, 2002).
Randal, P. (1997)  


What is not bullying
· Mutual arguments, fights, or disagreements
· Random acts of aggression or intimidation
· A single act of nastiness or spite 
· A single episode of social rejection or dislike   

Although these actions can cause distress, they don't fit the definition of bullying. And they're not examples of bullying, unless an individual is constantly and repeatably doing it.

The Equality Act 2010

The Equality Act 2010 legally protects from discrimination in the workplace and the community. It supersedes the previous anti- discrimination laws with a single act, which makes the law more straightforward to understand, and safeguard protection in some cases.

https://www.gov.uk/guidance/equality-act-2010-guidance#overview



Delegated bullying
In some cases, the person perceived as orchestrating the bullying is unaware of the role, they are playing on behalf of someone else, in most cases their mongering order for this type of bullying to take place, the target must be painted in a poor light by the manager.
The target will be described as difficult, to the naive bully, lazy, unhelpful, and in-corporative. Having establish this perception in the mind of the naive bully, the manager now applies pressure on the naive bully to bring the target in line. Corrective measures that might be used are monitoring, the setting of unrealistic golds, and isolation. The naive bully would be expected to report the targets behaviour back to manager. If the target perceives the naive bully's behaviour as bullying, it is not uncommon for the naive bully to be identify as a bully, and the manager to escape the criticism.

Organisational bullying 

It has been recognized in recent years that some organizations can behave in a bullying manner (Liefooghe & Mackenzie Davey 2001)
This type of bullying can occur when Organisations procedure and practices are used to undermine, oppress, and humiliate the workforce, there are several ways in which organisation can implement bullying tactics as managerial tactics. However organisational practices tend to develop over time, and are made up of shared behaviour, assumptions, and believes in some organisations the CEO may appoint a Hench man to carry out some harsh uncaring acts, leaving the CEO with clean hands.  This process occurs from the CEOs difficulty in handling the harsh and uncaring requirements of the roles, and splitting the roles, allowing him to be caring, while leaving his subordinate to delegate the harsh and difficult punishments (Hirschhorn,1999).

Personality disorder bullying 

Personality disorder is a long-standing disturbance that commonly starts at adolescence and continue through life. People with personality disorder engage in the same type of behaviour in their working life and their personal life. These people do not realise the impact their behaviour has on others and are in denial of having a problem. Individuals who suffer with a more complex personality disorder are more difficult to work with this is due to the nature of their illness. They find it difficult to maintain a relationship with others and find their own negative behaviour as strength and virtue. 
Impact and Symptoms
Caroll Brodsky four decades ago highlighted how workers developed stress related reaction following bullying and harassment at work. (BrodSky,1976) The bullied workers in Brodsky's interview study portrayed symptoms such as cronic fatigue, irritability, nervousness, insomnia, physical pain, tension, memory problem, aggression, depression, and self-Hatred. As portrayed the study highlighted a comprehensive description of damaging health problems which can be caused by the effects of harassment and bullying at work, while at the same time introducing a new field of research. And Leymann (1987) took up the legacy a decade later. Since then the field has greatly expanded, documenting the number of studies, and the negative effect that workplace bullying has on its targets’ health and well-been.  (Hogh et al.,2011) 
(Noreen Tehrani,2002)

Conclusion 
Within the above discussion regarding intent, coping skills, and the role of organisation in modern life, leads to some credible conclusion for bullying research. It could be argued that the field is now acceptably matured enough to move away from a command prospective of the Victim and target of bullying. While we do not deny that the later prospective is vital, a constructive feel need to implement itself to understanding the implications, as well as to lessen the harm. In the research agenda Investigation focusing on the intent, and motive of the propitiator is an important next step.
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Social Exclusion

Social exclusion 1s where the victim 1s sidelined, isolated, cut off .

Been made a target, a scapegoat by the bully.
The withholding of information,removal of responsibilities .

Wortk overlode, or where the credit for work undertaken is stolen.
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Imblance of power

* Relationship power;this power relates to the group which is estlablish inorder
to manapulate the rights of the ones not in the groupe.

* Positional Power;this power 1s exclusive to a paticuler role such as Supervisor
and Manager,who may abuse there position fo power.
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Bullying 1n the work place

Bullying in the workplace is not ok
Perticuler personality trates are prone to bullying
Dominating natured people tend to be the ones found bullying

Wortk place bullying is repeated health harming mistreatment





image8.jpg
Individual bullying

® The magority of the literature done on bullying is done by
support groups

® The behaviour of the bully is discribe as disfuntional
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Subordinate bullying

* Subordinate bullying can be subtle and hidden,
® Subordinate bullying can be carried for a long time

* The power of the law can protect the job holder from bullying
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Issues

®  Additional workplace issues

*  Comes in different ways

* And could be caused by colleague or Management

ey could be personal problems as feeling undervalued
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Bullying definition

Misstreatment & abuse by someone vunerable by someone stronger
Spoken or written words intended to cause harm or harasment
Bullying definition 1s broad base & can accur in a number of situations

Bullying 1s usudraly a relationship problem with relationship solution
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Organisational bullying

* Some organisation can behave in a bullying manner
* Some companeys can impliment oppressive practices

® There are number of ways that firms can impliment bullying
as managerial tactics
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Personality disorder
bullying

* Personality disorder is a longstanding disturbance
* People with PD.O inguage in repettive patterns

® The person suffering from PD.O.are unawear of the impact has
on others .
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Equality Act 2010 for
the work place

*  The equality act 2010 legally protects from discrimination in the workplace and the

It supersedes the previous antidiscrimination laws with a single act swhich makes the
law more straight forward to understand.

*  and safeguard protection in some instance.





