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Introduction
In his New Year’s Address for 2004, Norway’s Prime Minister Kjell Magne
Bondevik launched a campaign against workplace bullying as part of the
Tripartite Agreement on an Inclusive Workplace (the IW Agreement). The
Prime Minister’s address raised much public interest and sparked off a
public debate which resulted in numerous newspaper articles, letters to
the editor and features in the national newspapers during the spring of
2004. Mr Bondevik’s address also led to the launching of a national effort
over a period of 3 years in cooperation with the social partners. The effort
is part of the Agreement on an Inclusive Workplace, and its objective is to
make the various actors in working life capable of preventing and handling
workplace bullying. The phenomenon of workplace bullying, i.e. that some
people are being systematically teased, tormented and harassed or
socially excluded at work is of course nothing new, but have probably
existed since the beginning of time. However, it is only during the last 1015 years that this subject has been in focus as a workplace phenomenon.
As a workplace phenomenon, the concept of bullying was first introduced
in the mid- 80s when Norwegian and Swedish organizational psychologists
started to investigate this phenomenon, its extent, causes and
consequences (see for example Leymann, 1986; Matthiesen, Raknes &
Røkkum, 1989; Kile, 1990). International research in this field however,
first began in the early 90s. (See Einarsen, Hoel, Zapf & Cooper, 2003;
Hoel, Rayner & Cooper, 1999; Zapf & Leymann, 1996; Zapf & Einarsen,
2001; Sheehan, Barker & Rayner, 1999).
As a technical term, the Norwegian word for bullying –“mobbing-” is
somewhat problematic. Firstly, it has an English origin but is not being
used in English, where the terms bullying or harassment are being used.
Secondly, in everyday Norwegian, the term is being used both to describe
friendly and innocent teasing or joking and as a synonym for the clearly
more loaded concept of harassment. In the latter case, the concept refers
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to serious personal differences where a co-worker is systematically being
subjected to acts involving degrading and disrespectful treatment. Thirdly,
in everyday Norwegian the term is being used to describe isolated
incidents involving this type of treatment and to describe more prolonged,
continuous

processes where an individual gradually becomes more and

more stigmatised at his or her place of work. Thus, even though the term
has its limitations, it is nonetheless a concept which is generally accepted
both as a technical term and as a commonly used word in everyday
Norwegian. Despite its deficiencies, the Norwegian term “mobbing” –
bullying in English is here to stay.
The objective of this document is to give a presentation of the concept of
bullying as a technical term and to provide an overview of the scientific
and research-related knowledge found in this area, what is meant by the
concept of bullying, its causes, and its forms of expression, its occurrence
and consequences.

Despite its weaknesses, the concept of bulling is here to
stay
• The concept of workplace bullying was first used in
Sweden in the mid• In Norway the concept has been employed since the end
of the 80s when organizational psychologists and other
social scientists began to look into the scope of the
problem, its causes and consequences
• Today, bullying is an internationally accepted phenomenon
with active research environments in a number of
countries in Europe, the US, Australia and South Africa.
• A number of counties among them Sweden, Finland,
Belgium and France has introduced special legislation to
combat bullying.
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What is bullying – characteristics
Workplace bullying involves situations at work where an individual over a
prolonged period of time feels himself or herself to be the object of
negative treatment in such a manner that he or she is incapable of
defending himself or herself against these acts (Einarsen, Raknes,
Matthiesen & Hellesøy, 1994). In other words, bullying is not about isolated
conflict episodes at work, but about acts of prolonged negative treatment
against one or more individuals, who actually are or perceive themselves to
be inferior in the situation in question. The majority of employees are likely
to have experienced negative incidents in one form or another at work.
Many people have experienced being rebuked, being the victim of rumour
spreading or being overlooked or ignored in a social context at work. The
acts which constitute bullying are something which most employees may
experience at one time or another. As isolated incidents, acts of bullying
may therefore be harmless. To the extent that such acts are being
systematically and continuously being directed against one and the same
person, and the degree to which this individual feels defenceless against
these acts or the individuals committing them, this takes the form of
bullying and seems to be a situation which may threaten both the physical
as well as the mental health of an individual. In a study involving male
industrial workers, for example, Einarsen & Raknes (1997) found that as
much as 88% out of a sample of 450 industrial workers had experienced
at least one negative incident, typical of bullying during the last six
months. Individuals who experienced being systematically subjected to
such incidents, however, had a more clearly weakened mental health than
those who only were subjected to such incidents now and then (Einarsen
& Raknes, (1997). In a study Mikkelsen and Einarsen 2002 examined the
difference between 214 Danish victims of bullying and a control group
consisting of 214 workers who had not been bullied. Both groups were
similar with regard to age, gender and profession. Many of the
participants in the control group had also experienced negative treatment
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at work. Still, none of them experienced such treatment as often as once
a week. All of the 214 victims of bullying stated that they experienced
such incidents once a week or more, and that this had been going on for a
long time, for some, a period of several years.
Bullying can be carried out in many ways – the acts are often indirect and
concealed. Direct bullying refers to aggressive acts committed directly
against the victim, such as being rebuked, being the victim of jokes and
teasing, threats or the undermining of an individual’s professional work
and qualifications. Indirect bullying refers to ostracism and social isolation,
neglecting to pass on information and not making contact etc. In other
words, the latter case refers to non-acts, i.e., that someone refrains from
doing something one would otherwise have done. Bullying can also be
carried out on the sly, for example through slander and rumours, or
openly, i.e., the acts are visible to the victim. Naturally, bullying may also
be carried out physically or verbally, even if the latter seems to be the
exception (Einarsen 1999). It is also possible to differentiate between
work-related acts and person-related acts.
Work-related acts refer to acts which makes it difficult for an employee to
carry out his or her work, or acts where the victim has some or all of his
or her task taken away from him/her. Person-related acts are acts which
are directed against an individual as a person. Examples of this type of
acts include rumour spreading, slander, having one’s opinions neglected,
jokes and teasing and unwanted sexual advances (Einarsen 2000). It is
important to underline the fact that there may be many acts, and that the
same type of acts may vary from case to case and from one organization
to another. The Swedish industrial psychologist Professor Heinz Leymann
(1990) held the opinion that bullying can be characterised as acts which:
•

Makes it difficult for the individual to maintain his/her good name
and reputation at work
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•

Makes it difficult for the individual to maintain good social relations
with others

•

Makes it difficult for the individual to communicate safely, well and
effectively with others

•

Makes the individual’s life and work situation difficult

•

May threaten the individual’s mental health and self-esteem

A survey conducted among 138 Norwegian victims of bullying found that
the victims experienced four main types of acts: Einarsen et al., 1994):
•

Social ostracism or isolation

•

Organizational exclusion

•

Accusations of poorly executed work.

•

Hurtful teasing/jokes and ridicule

Social exclusion means that a person is ignored, ostracised or
overlooked socially. Organizational exclusion means that a person feels
redundant, passed by, or downgraded in the organisation. Some of this
acts, for instance the act of having tasks taken away from you at work,
or being relocated or restructured are normally one-time-only acts. The
consequences of these acts however may show up every day over a
long period of time. Accusations of poorly executed work may occur in
different ways, either through unfair criticism of one’s professional
efforts, by having one’s professional capabilities questioned, by having
one’s professional efforts ridiculed or downgraded in other ways.
Another variant includes the victim being controlled or monitored while
working. Hurtful teasing and jokes involve both humour which can be
perceived as unpleasant or degrading for the victim and more direct
ridicule and denunciation of an individual in public.
Pure physical harassment or attempted violence in the workplace is a
relatively rare occurrence in most sectors and industries (Einarsen &
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Raknes, 1991; 1997). One exception here is the prison system, where
findings indicate that approximately one third of the employees have
experienced repeated physical assaults over a longer period of time
(Hoel & Cooper, 2000; Ommedal & Wadseth, 2001). The fact that
physical harassment is relatively rare, may be a result of the fact that
the most common types of work-related task in today’s world of work
are not very physical in nature. Thus, physical harassment is more
likely to occur among freight workers and among persons employed in
the prison system than among office staff. Another reason for this may
be that such behaviour is more likely to be condemned by others, since
this type of acts is more easily observed, and since it leaves behind
telltale signs to a greater extent than what indirect acts do. One may
also argue that physical harassment in many cases constitute a type of
acts not covered by the term of bullying, since it often involves
isolated, but also serious incidents.
Many of the acts experienced by victims of bullying may also occur to
other employees occasionally. There are however three important
characteristics which differentiate bullying from other negative
workplace incidents. Firstly, in order for an act to be characterised as
bullying, it must occur repeatedly. Secondly it must occur over a longer
period of time. Leymann (1996) for instance claims that the criterion
for characterising a conflict as bullying should be for the victim to
experience at least one negative incident a week, and that this occurs
over a minimum period of six months, which must be characterised as
an extremely strict criterion. The last characteristics of bullying is that
there exist an actual or perceived imbalance in the relative strength
between the victim and his or her bully, which means that the
individual who is being bullied, the victim is incapable of defending
himself or herself, or fight back against the person or persons bullying
him or her (Björkqvist, Österman & Hjeltbäck, 1994; Einarsen et al.,
1994). In other words it may not be termed bullying if the parties
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involved in a conflict are equally “strong”. It is important to point out
that differences in relative strength often have their basis in subjective
emotions, where the victim experiences a feeling of inferiority and
being incapable of defending himself or herself against the incidents
which he or she experiences. However imbalances with regard to power
are not necessarily based on formal positions, since other factors, such
as knowledge, experience and the possibility of support may also
influence the balance of power in a conflict situation. Thus, this
imbalance of power may have been there from the beginning, for
instance in a conflict involving an superior and an employee, or an old
hand and a new employee, or the conflict may evolve gradually over
time, for instance in cases where one of the parties manages to
persuade a growing number of colleagues to side with him or her.
Another variant here would be that the one who feels himself or herself
to be bullied is currently experiencing a difficult life situation, which
results in that he/she has greater difficulties defending himself/herself
than he or she would have had otherwise.
Different perceptions of a situation
According to Ekeland (1991) the term of workplace bullying should be
applied to cases where a person (the victim) over a longer period of
time experiences a psychological and social strain interpreted as being
caused by the behaviour of others. This subjective element of bullying
also means that different individuals may have different opinions of
when a bullying situation has occurred. What Person A perceives as
bullying may by Person B be perceived as a relatively innocent joke or
a teasing remark. In other words, there is often a lack of correlation
between A’s and B’s interpretation of the situation, which again may
lead to that the parties involved may differ in their opinion relating to
the seriousness of the bullying incident. It is also possible that some
people react sooner to certain unwanted incidents than others, and
thus there may be a difference in time between the points in time at
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which different persons would perceive something as bullying. What
some people can take five times, another person can take 10 times
before feeling that “this is not funny anymore.”
It may therefore be useful to differentiate between subjective bullying,
i.e., a situation where the individual himself/herself experiences being
subjected to the systematic aggression of others, objective bullying
which refers to a situation where external proofs of bullying exist, for
instance in cases where colleagues are able to confirm that the victim
is being bullied or that other types of documentation exist (Brodsky
1976). It is however important to point out that colleagues or others
who may or may not observe the incident, are neither able to give an
objective assessment of the situation, nor are they familiar with all the
details of the relationship between the two implicated parties, including
previous episodes. Also, they may not know what effect the acts in
question have on the person affected by them. They only observe
perhaps some of what is going on. Often, the opinion of the people in
the victim’s surroundings is also likely to shift towards believing that
the “individual deservers the treatment he or she gets.” To the extent
that the victim’s experience of the situation receives support from
others, this strengthens his or her case. That the individual does not
receive support for his view does not change the fact that he or she is
suffering because of the treatment he or she is being subjected to. In
according to the Working Environment Act, the employer is required to
take action in such situations. From an organizational perspective, the
victim’s subjective experience of discomfort because of bullying will
have to carry significant and considerable weight. If an employee
states that he or she feels that he or she is feels bullied, this is a valid
reason to take the individual seriously and to implement measures to
ensure that the acts (or the bullying if this can be proved) desist and
that the situation is not allowed to develop further in a negative
direction.
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A lack of correlation between the different interpretations of the same
case will nonetheless always make it somewhat more difficult with
regard to interventions and handling of a bullying conflict. From a legal
point of view, naturally it is the objective criteria, i.e. that the
behaviour in question can be established as probable, which must be
fulfilled. If the attorney claims that his or her client has been subjected
to bullying in connection with his or her work, the client must have
been subjected to some form of identifiable and measurable harm
caused by bullying in order to succeed in the legal system. In addition,
it must be documented that the victim’s suffering can be related to the
act committed at his or her place of work. If the victim has a subjective
experience of being bullied, without being able to get other people to
confirm it, he or she stands little chance of legal success in a given
case.
The intention behind bullying…?
Closely related to the question of subjective or objective bullying is the
debate on intension or the motive of the person behind the negative
acts. In connection with bullying, the question of intention is linked to
both whether or not there actually existed a motive behind the
negative acts to begin with and also if these acts were intended to
harm the target person. Here, we must examine the interconnection
between intention and motivation. Even if an act was intended to cause
person harm, the motive for causing harm, may be separate from the
act. Neuman & Baron (1997) differentiate between reactive
(dissatisfaction/anger-related) and instrumental (motive-related) acts.
The former refers to cases where the intention is to harm a person, and
it is the harm itself which is the motivation. Instrumental acts refer to
acts where the causing of harm is a means towards achieving an aim or
something of value, for instance a promotion or an improved selfimage. From an aggression theory perspective, intention is considered
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to be a key element of bullying (Björkqvist et al., 1994). The problem
with this type of approach however is that normally the presence of
intention is impossible to establish (Hoel, Rayner & Cooper, 1999). The
importance of intention is therefore an issue of debate in bullying
research. It is however beyond any doubt that to the person who feels
bullied, the experience of intention behind the act is absolutely
essential. In practical work, what is most important that acts are
experienced as being uncomfortable by the person at whom they are
directed and not whether or not a person admits that he or she
intended to harm another person. Thoughtlessness can cause harm,
too.
Can everything be called bullying?
Naturally, there may be cases where some people unjustly accuse
others of bullying. This may for instance occur in serious personal
conflicts, where a party may perhaps resort to lying to hurt his or her
counterparty that he or she dislike intensely. If the employer handles a
bullying conflict wisely, however such unfair accusations are something
which in time will be discovered. If nothing is done however, the
accusations will remain undisputed or give cause to a further escalation
of the conflict.
Sometimes, you will also find that employees will not tolerate acts
which others would claim that that is something which strictly speaking
is to be expected in a given employment relationship. The question is
whether everything that is experienced as being negative and that is
repeated, can be termed bullying? Naturally borderline cases do of
course exist. The question here is whether the relevant acts can be
said to be something which is to be expected or not, i.e. something
which it is reasonable to expect that an employee would have to
tolerate in an employment relationship, in which case it must be
something which can be characterised as being a common occurrence,

Workplace bullying

Page 11 of 60

something which can be said to fall within the legitimate rights which
employers and establishments have in relation to their employees in
our culture and in our regulatory framework, something which in reality
can happen to all Norwegian employees holding the same type of job,
and something which it as reasonable for the employee to expect
when he or she accepted the job In Sweden bullying is for instance
called “offensive differential treatment” Bullying is something which
occurs when a person is treated differently from other people and/or
that a person is treated in an offensive manner. To experience
something uncomfortable once is rather something to be expected, that
it occurs repeatedly is however seldom to be expected, which again is
exactly what is meant by the concept of bullying.
However, no case relating to bullying shall be dismissed before it has
been investigated and followed up. To the extent that an employer
investigates an accusation related to bullying in a good and thorough
manner, and if the investigation in time concludes that what is
happening to the employee in question is exactly something to be
expected, this must be made clear to the person who feels himself or
herself to be bullied in a proper and orderly fashion, preferably in
writing Afterwards, this conclusion may of course be disputed by both
shop stewards, the health and safety personnel and other HSE staff, or
for instance the Labour Inspection Authority, in which case the
employer will have review the case again. In addition it may well be
that the employer, in spite of what the realities of the situation are is
able to implement measures which serves to change the unfortunate
situation for the individual who is of the opinion that he or she is being
bullied. The important thing in all cases related to bullying, however, is
that something is done about the matter in an orderly fashion, and that
what is felt to be degrading, desist.
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A definition of the concept of bullying
Based on the characteristics described above, workplace bullying may
defined as follows: Bullying occurs when an individual over a longer
period of time feels himself or herself to be subjected to negative
treatment by one or more individuals in such a way that he or she is
incapable of defending himself/herself against these acts In other
words, bullying does not refer to isolated conflict situations at work,
but to repeated, inappropriate and offensive behaviour against one or
more individuals, who whether actually or perceived see themselves as
being inferior in the situation. What makes bullying-related cases
different from other serious personal conflicts is the following:
•

The victim finds it difficult to defend himself/herself in the
situation

•

The acts are felt to be deeply unfair and degrading by the person
affected by them

•

The negative acts are repeated over a longer period of time, or
the consequences of a given act persists over time

•

The acts can not be said to be something which it is reasonable
for the employee to expect, thus making the act something which
is to be expected in a given employment relationship
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What is bullying – Central characteristics
• An individual is subjected to work-related or personrelated acts of bullying
• The acts occur repeatedly
• The acts persist over a long period of time
• The person who is attacked finds it difficult to defend
himself/herself
• The intention behind the acts are often important to the
victim’s understanding of the situation, but often difficult
to prove, and does therefore not have to be present in
order for something to be labelled bullying
• What one individual experience as bullying may be seen as
an innocent joke by others
• Subjective bullying refers to an individual’s personal
experience while objective bullying refers to bullying
confirmed by others
• From a working environment perspective, subjective
bullying is sufficient in order for measures to be
implemented
• The most important thing is not what it is called, but that
what individuals experience as degrading and
inappropriate behaviour is stopped
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Occurrence and prevalence
During the last 15 years, bullying has been documented as a serious and
widespread problem within the world of work. Self-report studies
conducted during the 90s showed that approximately 5% or one in twenty
Norwegian employees is subjected to severe bullying at work, i.e. they are
being bullied once a week or more. Of these approximately 50% are being
bullied by their superiors and approximately 50% by their colleagues
(Einarsen, Raknes, Matthiesen & Hellesøy, 1994). Somewhat similar
findings exist for the other Nordic countries. For Sweden the findings show
that approx. 3.5% are being bullied at work (Leymann, 1996), while the
estimate for Denmark is 2.4 % (Mikkelsen & Einarsen, 2001). For Finland,
the results vary from 4% to as much as 24% depending on the method
used to measure bullying (Kivimäki, Elovaioni & Vahtera, 2000; Salin,
2001; Vartia, 2001). On top of this, it seems that an additional 5-10% of
the working population experience serious conflicts and social difficulties
at work. Even if this can not be called bullying based on the strict
definition given above, research shows that also this type of experiences
constitute a burden and a stress factor for the victims (Zapf, Einarsen,
Hoel & Vartia, 2003). Compared to the findings from Scandinavia/the
Nordic countries, research results show that the occurrence of bullying is
higher in some other European countries. In a British survey where 5288
employees from 70 different organizations took part, it was found that
10.6 % had experienced bullying during the last six months (Hoel, Cooper
& Faragher, 2001. These data refer to victims who experienced a
minimum of one negative act at least once a week. In the Netherlands,
the results have varied between 1% and 12.4% depending on the type of
profession studied (Hubert & Van Veldhoven, 2001). Austria reports
results from 7.8% to 26% (Niedl, 1996). In addition, bullying proves to be
a problem for more individuals than those who are being bullied
themselves. A Norwegian survey among 2200 employees for instance
revealed that 14% experienced bullying as a daily strain while as many as
21% claimed that bullying reduced their job satisfaction (Einarsen &
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Raknes, 1991). Other studies have also shown that observers of
workplace bullying are less satisfied at work than other employees
(Vartia- Väänänen, 2003).
The variation in occurrence between the different counties and studies can
partly be explained as being caused by differences in measurement
methods and definitions. Some studies use a stricter definition than
others, for instance with regard to the duration of the situation or how
frequent the acts have to be in order to qualify as bullying. Leymann, for
example held the opinion that bullying occurred when an individual were
being subjected to acts at least once a week over a period of more than
six months, while other surveys ask if you ever have been bullied during
your professional career. Another possible explanation for the variation in
occurrence between the Scandinavian countries and the Central European
countries may be cultural differences and differences with regard to power
structure between the two. Cultural and social peculiarities may for
instance influence attitudes towards bullying, so that the same behaviour
may be regarded as intolerable in one country while being accepted in
another (Cassitto, 2000). Norway is often described as a culture
characterised by “feminine values”, where quality of life, a caring attitude
towards others, cooperation for the common good of all and good working
relations between colloquies often are regarded as the currently accepted
values. In such cultures, the tolerance level for aggressive and offensive
behaviour is likely to be relatively low, and probably lower than in
countries influenced by “masculine values”, where men and managers are
expected to be self-assertive competitiveness-oriented, aggressive,
persistent and concerned about material success and status . In addition,
here in Scandinavia, we are characterised by a relatively flat structure
with minor differences with regard to power and influence (Einarsen,
2000), something which provides for more equal interpersonal relations.
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That power differences has an effect on bullying is evident from a survey
from the Norwegian Defence which must be said to be a more hierarchical
organisation, where findings indicated that approx. 12% felt they were
being bullied. (Østvik & Rudmin, 2001) which constitutes a clearly higher
frequency than what you will find throughout the rest of the Norwegian
community. On the other hand, the egalitarian aspect of the Norwegian
culture, combined with a focus on personal freedom and rights may also
result in that many employees easily violate common social norms for
proper workplace conduct, and thus become the object of bullying by
colleagues as an indirect way of correcting such norm violations. The
egalitarian aspect of the Norwegian culture does not necessarily make it
easier to be a manager, and it may it easier for us to overlook the fact
that differences in power and influence actually do exist in a workplace.
Gender and Bullying
Bullying may affect basically both men and women, young and old and
superiors as well as employees. Findings from several surveys indicate
that just as many men as women are subjected to bullying (Einarsen et
al., 1994; Hoel, Cooper & Faragher, 2001; Rayner, Hoel & Cooper, 2002).
One possible difference however is that women are being bullied by
frequent attacks, while men to a greater extent are being bullied by more
infrequent attacks (Einarsen et al., 1994). Also, the type of position you
hold within an organization seems to make a difference between the two
genders with regard to bullying. A survey among Finnish employees for
instance showed that even though the percentage of men and women
who were bullied were approximately the same, women superiors were
being bullied significantly more than their male counterparts (Salin, 2001)
which also corresponded to the findings of a British survey (Hoel, Farahger
og Cooper, 2001). As regards the persons behind the negative acts, most
surveys show that men are overrepresented among bullies (Zapf,
Einarsen, Hoel & Vartia, 2003). In addition it turns out that women are
being bullied by both men and women, while men are mainly being bullied
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by other men (Einarsen et al., 1994), something which again, of course is
caused by the fact that the world of work is still largely gender
segregated, and that there are fewer female than male superiors. Studies
for instance indicate that 50% are being bullied by their superiors and
50% by their colleagues. Since managers represent a majority at the
workplace, it is likely that male superiors are overrepresented among
those reported as being bullies.
Age and bullying
Age seems to have a certain correlation to bullying. In Norway, research
shows that particularly older employees feel affected by bullying Figures
from Einarsen and associates show that while employees aged between 25
and 35 are being bullied to a greater or lesser extent, as much as 16.3%
of the employees over 60 years of age feel that they are being subjected
to such treatment. At the same time, surveys indicate that younger
employees to a greater extent than their older counterparts report being
subjected to concrete, negative acts, but that older workers to a greater
extent feel bullied. In other words, it seems that older workers more
easily will experience negative acts as being bullying. The connection
between bullying and age may however be caused be cultural differences,
as opposite results were found in Britain, where younger workers state
that they are the ones most subjected to bullying, while the least
likelihood of being the victim of bullying exist among persons over 55
(Hoel & Cooper, 2001). Differences in national practice relating to young
workers’ entry into the labour force and older workers exit from the labour
force may have an effect here. In accordance with the principles of the
Inclusive Workplace Agreement it is however important to prevent older
workers from being excluded from workforce participation because of
bullying. Once you are over 50, there is also a possibility that you will
experience greater problems with regard to obtaining a new job if you
experience bullying which again may make you more vulnerable.
Comments, like “you are not good enough anymore,” or you should step
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aside to give young people a chance may also be experienced as hurtful
and difficult to tackle.
Bullying and different sectors/professions
Furthermore bullying seems to be somewhat more widespread in the
private sector than in the public sector. Findings from a survey conducted
among Norwegian employees (Einarsen & Skogstad, 1996) indicated that
while 8.2% of public sector employees stated that they had experienced a
certain degree of bullying during the last six months, the corresponding
rate for private sector employees was 10.7%. The same survey showed
that the size of the organisation is important as well, as a significantly
higher occurrence was found in the larger organisations compared to the
smaller ones. Finally, the occurrence of bullying seems to vary between
different professions. The lowest occurrence of workplace bullying is found
among psychologists while care workers and industrial workers seem to
suffer the most (Einarsen & Skogstad, 1996). It is however important to
point out that a country representative study on workplace bullying in
Norway where recognized measurement methods are used has yet to be
carried out. In addition, several of the studies quoted here, are from 15
to 20 years old, which of course make their findings and estimates
uncertain. On the other hand, their figures correspond well with more
recent studies from other European countries Einarsen et al., 2003).
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Occurrence and prevalence – What Norwegian and
international research tell us
• 5-10 % experience serious conflicts and co-operation
problems at work
• During the 90s, 5 % or one in twenty employees
experienced severe bullying at work
• Bullying affect both men and women, superiors as well as
employees
• Men are overrepresented among those accused of bullying
• Older workers feel that they are being bullied more than
younger workers
• Bullying exists across all sectors and professions
• Bullying is somewhat more widespread in the public sector
compared to the private sector, even if the workplace tone
in some of the bigger male-dominated private sector
establishments can be quite rough.
• The most long-lasting and difficult cases often come from
areas, such as the health sector, schools and
administration
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Bullying as a process
Bullying should not be regarded as an “either-or phenomenon”, but rather
as an escalating process (Björkqvist, 1992; Einarsen, 2000; Leymann,
1990; Zapf & Gross, 2001). Many victims find that the problems intensify
gradually through more frequent and intensified attacks, or the fact that a
growing number of colleagues participate in what is going on or by the
fact that colleagues “turn their back against them” in some other way. A
Norwegian study for instance showed that those who had been bullied for
a short period of time experienced attacks more seldom than those who
had been bullied over a long period of time (Einarsen & Skogstad, 1996).
From being a relatively rare occurrence, it ended up occurring weekly or
daily. The acts gradually became more direct and occurred more openly.
The figure below gives an illustration of this type of process:

Ostracism

Bullying

Aggressionn
Personal
conflict

Disagreement

on issues

Figure 1: Bullying as an escalating process
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Many cases of bullying stem from conflicts at work. During the first
stage of a conflict, both parties are interested in finding a reasonable
solution, based on the foundations of the case in question. Although
the parties may experience and admit to the existence of some
frustration between them, they will remain focused on resolving their
problems in a rational and constructive manner (Einarsen, Hoel, Zapf,
& Cooper, 2003). However, this becomes gradually more difficult as
the disagreement between them increases, and as the conflict develops
and intensifies its contents and theme will change and thus conflicts
that have been going on for years will therefore be about several or
perhaps completely different issues than what they were to begin with.
In long-term conflicts, more and more of the problems will be linked to
the parties’ personal differences, their cooperation problems and their
negative feelings toward one another rather than the issues which
caused the disagreement in the first place. In other words, there is a
change of focus from the issue to the individual, and the question
becomes who rather than what is the problem here (Einarsen, Raknes,
Matthiesen & Hellesøy, 1994). A conflict turns into bullying when at
least one of the parties is being systematically subjected to degrading
and unacceptable behaviour which they find it difficult to defend
themselves against. As the conflict develops, the cases often go
through the following stages: Aggressive acts, bullying, stigmatization
and ostracism (Einarsen, 1999; Leymann, 1990). In the early stages of
this process, the negative acts will often be indirect and discreet, and
the victim will have trouble understanding exactly what it is they are
being subjected to. During the next stage, the victims are likely to
experience more direct and expressedly aggressive acts, such as being
isolated and avoided, humiliated, publicly criticised and ridiculed. This
is the point where the individual concerned begins to feel truly bullied.
As a result, the victims are likely to feel stigmatised in their work group
or at their place of work, and they find it increasingly difficult to defend
themselves. A possible consequence of all this is that the victims
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develop a number of stress symptoms which again make it difficult for
the individual affected to cope with his/her own job and life situation.
This may also result in that the person behaves in such a way which
serves to confirm the negative opinion which his/her colleagues have of
him/her. Stressed individuals may also behave in such a way that they
cause frustration and irritation for others, which again would serve to
strengthen the environment’s negative feelings towards the individual
concerned (Hoel, Zapf & Cooper, 2002). In some cases, it will develop
into a trauma for the individual concerned, making him or her feel that
his or her health, self image and entire life situation are threatened.
During the last stage, ostracism, often the result is that the victim is
granted a sick leave, given disability benefit, gets fired or located to a
more or less randomly assigned job and to a new, difficult job
situation.
Above, we have described the development of bullying that began with
a conflict. In other cases, it all begins more by accident, by the
formation of prejudices against a co-worker at the workplace.
According to Allport (1954) such processes begin as follows:
•

A smaller in-group begins to speak ill of an individual in “closed
forums”

•

In time, increasingly more negative opinions about the individual
are being formed, both by people who know the individual well,
but especially by members of the group who do not necessarily
know the individual all that well

•

This is followed by a phase where the victim is being consciously
avoided

•

During the next phase, the victim is being openly harassed and
alienated and excluded or subjected to insulting remarks or jokes

•

During the last phase, even physical attacks may occur which in
turn may lead to the last stage of “annihilation” which means that
the victim is being banished from the organization or from the
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world of work in general, or if worst comes to worse, commits
suicide.
Ostracism of a person from the group or community is an ancient, but
still viable phenomenon (Thylefors, 1987). Throughout history we find
examples of groups or individuals who have been ostracised,
persecuted or oppressed. What all this scapegoat phenomena have in
common is that they are based on the idea that it is possible to avoid
trouble by scaring the “problem” away, or by transferring it to an
object (the scapegoat) which is then ostracised or killed (Thylefors,
1987). The scapegoat process changes something which originally was
difficult, complicated or perhaps, unassailable into something
controllable, predictable and manageable. The process may thus be
thus be regarded as a collective defence mechanism directed against a
more or less innocent member of the group. In this way, appointing a
scapegoat may ease a difficult work situation for the staff. At least you
know who is to blame for the problems.
During such a process, negative misconceptions and stereotypes may
be formed of the individual, whereby his or her actions are
continuously being interpreted in light of simplified, preconceived
expectations. Once a person finds himself/herself in a position where
he or she feels bullied, it will be difficult for that person to get out of
this situation. Once you have been labelled as deviant, you have to
behave more normally than the normal person in order for your
normality to be noticed. The more you protest against the deviations,
the more you confirm them.
A counter-reaction to this type of situation may be social withdrawal.
The individual stays away from lunches or meetings avoid speaking out
at meetings, something which again will serve to confirm other people’s
negative opinion of that individual as a person. At the same time it will
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serve to increase the individual’s own experience of being “left out”.
This situation is often characterised by feelings of helplessness and
despair and for some, long term sickness absences will be felt to be
necessary in order to cope with the situation (Einarsen et al., 1994).
A consequence of this type of isolation may be that it serves to confirm
the feeling of helplessness, reducing the likelihood of having a positive
(and corrective) social experiences, which in itself may serve to
reinforce the feeling of being bullied. An person’s ability to cope at
work and with life in general may also be impaired, while his or hers
vulnerability is increased, something which may result in that the
negative incidents which a victim of bullying is being subjected to, may
be experienced as especially problematic.

Bullying as a process
• Bullying is a process in which conflicts harden, intensify
and turn personal
• The original issue of the conflict is easily forgotten
• From focusing on the issues to focusing on the individual is
a typical pattern in cases which may develop into bullying
• The four stages of bullying are: aggressive acts – bullying
– stigmatization, ostracism and severe trauma
• Prejudice and negative stereotypes may also develop
gradually in stages n which result in that the victim ends
up being labelled a difficult and incompetent person in
other people’s eyes, and the one who is to blame for all
the problems
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Different types of bullying
Bullying may take on many forms and have different origins. However
there are two main categories or situations (Einarsen, 1999) in which
bullying occurs.
•

Dispute-related bullying

•

Predatory bullying

Dispute-related bullying occurs in connection wit a social dispute or
conflict, for instance such as in the examples presented above. The
objective of the bullying here is to punish the victim for his or her
misdeeds or provocations for which the victim is felt to be responsible.
Many victims for instance state that the bullying began as a result of their
bringing attention to a problem at work, or as a result of their advocating
a different view than that of their superior or important colleagues at
work. Gradually these conflicts become so intense that they take on the
form of bullying or harassment of “the weakest party” in a conflict. In
cases of dispute-related bullying, the conflict often began as a minor
disagreement over issues or personal frustrations. As the frustration or
irritation increase, the conflict will change into gradually being more about
the parties’ negative feelings towards one another and their personal
animosity toward each other. Conflicts where an individual’s personal
prestige and reputation are being threatened involve gradually deeper and
more profound feelings. In such hardened personal conflicts, the parties
will grasp any weapon available to them, and aggression will occur in one
or both parties. Gradually, both hidden and open confrontations and
threats, sabotage, exclusion, ridicule or other degrading behaviour or
verbal attacks will occur that one of the parties is incapable of defending
himself or herself against. Here, bullying is the result of a hardened
conflict where all available means of power is being used. The individual
who is gradually being made to be the victim may either have been in a
subordinate or socially difficult position or due to a previous conflict, the
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individual finds himself or herself in a situation in which he or she finds it
difficult to defend himself or herself against attacks coming his or her way.
Alternatively, the other party may in the meantime have managed to
obtain a position of greater power and influence, for instance by
promotion or by obtaining support from important individuals at work.
Predatory bullying is being characterised by the fact that the victim
coincidentally happens to be in a situation where someone commits power
abuse toward them or use aggression to obtain a personal advantage or
gain, for instance by speaking ill of a colleague in order to obtain more
interesting tasks for oneself. In such cases, the objective of the bullying is
often to demonstrate power, to force someone to obey and to take
advantage of a (randomly picked) victim for the sake of obtaining a
personal advantage or gain at the cost of others. In other cases, people
are being used as scapegoats or as a pastime and “entertainment” In the
latter case, the victims are subjected to teasing and jokes or people speak
ill of them at their expense. In cases of predatory bullying, who gets to be
singled out as victims may be “coincidental”. It may be that the victim is
the first women in a male-dominated workplace, or the only mother there
with young children, or the only male in a working environment strongly
dominated by women. By coincidental we mean that is reasonable to
believe that any individual who coincidentally happened to have that
particular role in that particular establishment at a particular time could
have experienced the same thing. In other words, the “victim” has not
personally done anything which can provide a reasonable explanation as
to why this particular individual is being bullied. At the same time, there
may be situations where those accused of bullying would claim that their
conduct is simply an expression of or their reaction to the victim’s
unwillingness to be lead by others or to obey orders. In some instances,
this may well be correct, while yin others it may be used as an excuse for
“predatory bullying” where the leader or superior demonstrates his or her
power.
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Common causes for this type of “predatory bullying” may be:
•

A generally destructive and aggressive leadership style

•

The use of scapegoats

•

Prejudice (racism, gender etc) that is found in a workplace

•

Sexual harassment

•

Bullying caused by a generally poor and embittered working
environment or an environment where crude jokes and teasing
constitute an established part of the working environment

In male-dominated industrial organisations, for instance, bullying-like
behaviour is an established part of the culture and the accepted manner of
interacting with one another among colleagues. Among the boys working
on the floor, jokes and crude humour and “fucking around,” together with
initiation rituals for newcomers is part of their everyday way of interacting
with one another. They tease each other, tell each other crude stories,
remind one another of embarrassing mistakes and subject one another to
“fun surprises” etc. To a certain extent, similar behaviour may also be
found in the uniformed professions, i.e. the military, the police and in the
prison system. This manner of interacting with one another may have
been developed as a way of coping with work which at times is felt to be
tedious and hard, and as a socially acceptable way of testing each other’s
strength and manliness (see also Collinson, 1988, Sjøtveit, 1992). This
perpetual testing of manliness and the ability to cope with jokes and
ridicule may however be tiresome for many in the long run. In the type of
male-dominated workplaces described above, most employees are
subjected to negative treatment in one form or another now and again. In
a Norwegian survey from this type of workplace, as previously mentioned,
as many as 88% stated that they at times experienced isolated “acts of
bullying” (Einarsen & Raknes, 1997). To the extent that this behaviour is
being systematically directed against one and the same person, regular
bullying may occur. Individuals who are deviant in some way, individuals
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who have a hard time fighting back, individuals who do not cope very well
with the relatively rough treatment or individuals who are made into the
scapegoats of the group, may in this type of culture may easily be
subjected to rough and disrespectful treatment. There is often an unclear
line between the positive humour and the hurtful joke. The good
camaraderie and the strong sense of solidarity found in such groups
become equally negative for the one who is left out (see also Matthiesen &
Einarsen, 2001; Sjøtveit, 1992).

The two main types of bullying: dispute-related bullying
and predatory bullying
• Predatory bullying – refers to situations where the victim
strictly speaking coincidentally is being exposed to other
people’s aggression and abuse of power
• Predatory bullying may stem from destructive superiors
and leadership styles, a generally poor working
environment, prejudice and appointment of scapegoats
• Dispute-related bullying – has its origin in a conflict
situation at work
• Many cases have elements of both types or they change
character during the course of the process
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Why does bullying occur?
Bullying may have many origins and causes. Research has shown that
both factors in the working environment and the personality of the victim
and the bully, the leadership style of your immediate superiors and
organizational culture may be of importance here (Einarsen, et al., 1994;
Rayner, Hoel & Cooper, 2002; Dofradottir & Høgh, 2002). In order to
understand why bullying occurs, it is important to look at phenomena
from different perspective, where both socio-economic changes, the
working environment and personality-related factors seem to have a
significant impact on the occurrence of bullying. Often, however, there is a
concurrence of a number of unfortunate circumstances both at the
workplace and circumstances related to the individual, which together
cause unfortunate situations to occur. The principal explanation as to why
conflicts, cooperation problems or a poor working environment are
allowed to develop into bullying is however mainly because of poor conflict
management and a lack of focus on the working environment from the
management. That bullying occurs is one thing, allowing it to continue is
something else entirely.
Bullying from a socio-economic perspective
While much of the early research on the causes of bullying has
concentrated on the individual and the organizational level, in recent
years, there has been a greater emphasis on a broader perspective, based
on the argument that it is important to also consider the general changes
in society and the impact they have on the organization and structure of
work (Einarsen, Hoel, Zapf & Cooper, 2005). The pressure resulting from
an ever-increasing international competition has contributed to extensive
restructuring, staff reduction and large pressures and increased
responsibility for both staff and management (Hoel & Cooper, 2001). As a
consequence of this, the relationship between the manager and the staff
has changed, often in the direction of a more autocratic execution of his/
her leadership duties. In the public sector as well, the changes are great,
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with increased focus on goal attainment, resource utilization and
professional management, often without giving the executive access to
adequate means and resources. Lewis & Sheehan (2003) claim that a
culture where attainment of an organization’s goals justifies the means
that is being used may contribute to create and maintain bullying. In a
working life under increasing pressure and continuous restructuring, more
conflicts are likely to occur. A growing number of employees will
experience increased demands at work by use of more or less legitimate
means from the management. With society’s efforts towards a more
inclusive workplace, this will hopefully also mean that individuals who
previously were excluded from working life due to social or health-related
reasons will be able to remain or return to work. The question is how the
working environment, colleagues and superiors will relate to, welcome and
treat these individuals in this rehabilitation process.

Some explanations of bullying
• Both socio-economic changes, working conditions and
organizational changes may trigger conflicts and bullying
• Socio-economic changes resulting in increased competition
and restructuring may add fuel to bullying processes
• Working environment conditions often constitute an
important cause of conflicts and bullying
• However, the most important factor is a lack of or poorly
executed conflict management

Psychosocial working environment conditions and bullying
One of the most popular explanations of workplace bullying has been that
bullying is caused by a poor psychosocial working environment. A working
environment characterised by dissatisfaction, stress and unclear working
conditions is believed to trigger conflicts and aggression which may
develop into bullying. Several studies have for instance shown that there
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is a clear connection between hectic and monotonous work and the
occurrence of interpersonal conflicts in a working environment (Einarsen
et al., 1994; Hoel & Salin, 2003). In relation to bullying, Zapf (1999)
showed that individuals who were, or had been subjected to bullying
experienced their working environment as more negative than others did.
A study from Norwegian enterprises found that that both the victims and
the observers of bullying were more dissatisfied than other employees
with regard to a long list of psycho-social working environment conditions
(Einarsen, Raknes & Matthiesen, 1994). Particularly important in this
context were issues related to a deficient or destructive management, the
experience of role conflicts, and the experience of having a low degree of
personal control. A high degree of role conflict seemed to be the common
denominator for the majority of working environments where bullying
occurs. It is possible that a lack of clarification of demands and
expectations with regard to roles, tasks and responsibility serve to create
conflicts within the working environment linked to rights, duties, privileges
and positions. A high degree of conflicts is normally regarded as a
preliminary stage of bullying (Leymann, 1992; Einarsen, et al., 1994). A
Finnish study found that bullying was especially common in enterprises
with poor information flow, in enterprises where employees had little
influence over their own work situation, and enterprises, where there were
few discussions in relation to common tasks and objectives (Vartia, 1996).
Bullying often occurs because of an unfortunate organisation and
facilitation of the work, combined with an incompetent or absent
management incapable or unwilling to take problems seriously. In
addition, you will often find that there is a generally poor and embittered
working environment characterised by mistrust, stress and conflicts
combined with a culture which rewards or permits this type of bullying to
occur (Leymann, 1992; Einarsen, 1999; Hoel, Zapf & Cooper, 2002).
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Risk factors for bullying:
• Deficient or poor organization of work
• Incompetent or absent management
• A generally negative, social climate characterised by
mistrust and conflicts
• An individual in a socially exposed position
• A culture which rewards or permits that bullying
occurs

Bullying often occurs in organizations that has an impractical
facilitation and organization of work, combined with poor
management or superiors who fail to handle frustrations and
conflicts among their staff (Leymann, 1993). If the environment is
generally poor, the climate may easily turn sour, and small
problems may be blown up. Who eventually becomes the victim,
may be somewhat coincidental, but it will often be caused by the
fact that the individual to begin with was in a socially exposed
position, where he or she was an easy target for frustration or
where he or she was more vulnerable to criticism and stress than
others. By directing frustrations and irritations at individuals with
low power and status within the group, or individuals who are
vulnerable, the victim may be subjected to aggression without
putting the aggressor at risk to things such as retaliation or
sanctions from observers. In order to justify the outbursts, the
group itself will believe that the victim is in fact to blame for the
problems. Thus, the victim may be a randomly selected scapegoat
in a generally poor working environment. The person’s vulnerability
and thus his or her suitability as a victim may be socially
determined, based on factors at the workplace, or it may have to
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do with an individual vulnerability, based on an individual’s
personal life. Several studies indicate that victims of bullying
already had other stress factors in their life when the bullying
began.

Bullying as a scapegoat and ostracism process
• When the group direct their own frustrations against an
unfortunately placed colleague
• Bullying as punishment for disloyalty towards the group
(see also the paragraph on superiors and bullying)

The manager’s importance for the occurrence of bullying
An uneven balance of power between the victim and the bully are
often included as part off the definition of bullying, as negative acts
in such situation may have an even greater effect on the person
affected. In an Irish study (O’Moore, Seigne, McGuire & Smith,
1998), the victims stated that their bullies immediately before the
onset of the bullying had obtained a new position of increased
power and influence. In the Norwegian world of work, the
management prerogative is seen as one of the founding pillars. In
line with the management prerogative, through their position,
superiors have both a right and a duty to execute power, i.e. they
may change the course of events, influence their subordinates and
their work situation, they can and shall distribute benefits and
provide feedback, and they have to relate to employees who fail to
perform in accordance with what is expected of them (Kile, 1990).
Accordingly, it follows that superiors may abuse their power, or
they may execute these functions in a disrespectful and
unacceptable manner According to Skogstad (1997) such
destructive management consists of those of the manager’s acts
or behaviours which serve to provoke, frighten, threaten or
Workplace bullying
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otherwise cause feelings of discomfort among the staff. The term
destructive management may however also be applied to describe
a leadership style which affect the organization as such, for
example through acts such as embezzlement or neglecting to
follow up tasks etc. Destructive management may therefore be
defined as all acts which a superior may perform as part of his/her
position of leadership, and which over time may have severely
negative effects on co-workers and the organisation as a whole
(Einarsen et al., 2002). Findings from research on bullying show
that it is often the superiors who are felt to be the bully, and that
bullying by superiors may have particularly large and severe
consequences for the affected party. In a major Norwegian study,
it was found that 54% of the victims claimed that they had been
bullied by one or more superiors (Einarsen & Skogstad, 1996). An
even higher figure was found in a survey among a group of victims
where the results indicated that as many as 81% named their
superior as their bully (Einarsen, Matthiesen & Mikkelsen, 1999).
Bullying by superiors seems to have a significant effect on the
victim’s health. Based on interviews with individuals subjected to
health-hazardous superiors, Kile (1990) observed that the victims
experienced several severe physical and psychosomatic symptoms,
such as anxiety, depression, restlessness, irritation, nausea and
different types of heart problems. The victims in Kile’s study
interpreted their superior’s conduct to be the direct cause of their
problems. At the same time they felt they had been perfectly
healthy prior to their conflict with their superior.
Superiors may also cause bullying to occur by failing to handle
conflicts arising in the working environment in a good way or they
may facilitate power struggles and frustrations by neglecting to
lead and by adopting a let-it –slide –attitude (Einarsen et al., 1994)
Several studies have shown that many superiors do not feel
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sufficiently competent with regard to handling workplace conflicts
(Haukedal, 2002).

Leadership styles often associated with bullying
• Superiors who manage with the help provocations,
threats or terror
• Vague or unclear superiors
• Superiors who run away from their responsibility
• Superiors who avoid handling conflicts
• Superiors whose response to notifications about
criticisable conditions is revenge
• Superiors who abuse their power
Notification
Trough interviews and conversations with individuals who have
been the victims of bullying, many of them often state that one
important reason as to why they are being bullied is that they have
provided notification on criticisable conditions at work, and that the
bullying thus occurred as a revenge for their doing so. Such
notification, often termed whistleblowing occurs when a member of
an organization has witnessed unethical, illegal or blameworthy
actions at work and openly notifies the proper person or authority
capable of intervening or altering the relevant conditions (Near &
Miceli, 1985; Nielsen, 2003). In a study among 192 victims of
workplace bullying, as many as 85% stated that one important,
contributing cause as to why they were being bullied, was that they
had given notification about criticisable conditions at work (Nielsen,
2003). In a survey examining how the notifiers fared, findings
show that many are being subjected to bullying afterwards in the
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form of ostracism rom their group or social exclusion at work
(Miethe, 1999).
Even if, from a social point of view, it is morally correct to provide
notification on criticisable conditions, many notifiers feel that they
are being regarded as informers and traitors at their own
workplace because of the notification they had provided. An
explanation as to why they are being regarded in this way is that
individuals who provide notification violate the current norms that
exist in a working group. A norm may be described as a value scale
expressing what is considered to be acceptable conduct and what is
considered to be unacceptable conduct for individuals functioning in
a group together, i.e. norms specify how the members of a group
shall behave in given situations, thus forming the basis for mutual
expectations with regard to behaviour for group members. One
example of such a norm is that group members are expected not to
involve non-members of the group in group activities or in an
internal matter. If a group member then chose to notify outsiders
that unethical and criticisable activities are occurring in the group,
this will often be regarded as a violation of the implicit rules and
expectations, and the person in question may be labelled as
disloyal and be subjected to sanctions by the other members of the
group. Such retaliation serves two purposes. Firstly, it may be
regarded as punishment for having violated the norms; secondly it
may serve as a warning to other members of the group that
notification is not acceptable (Miceli, Regh, Near & Ryan, 1999).
Similar processes may also be initiated in cases in which an
individual employee points out or draws attention to deviations
from or violations of internal routines or standards etc. This may be
the origin of scapegoat processes where the group or members of
the group turn their frustration against the one who drew attention
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to the problem, thus resulting in that he or she is being regarded
as a problem.
Thus, providing notification about criticisable incidents at work may
put a person at risk for workplace bullying. Bullying will then be
used as a tactic in order to win a conflict, as a means of punishing
the other party, as a way in which to statuate an example or as a
means of avenging an experienced injustice.
Bullying and personality
The claim that bullying may also be linked to the personality of the
victim is a controversial one in academic debate. One of the
pioneers in bullying research, professor Hans Leymann of Sweden,
held the opinion that, based on his encounters with hundreds of
victims, there were no differences in personality between victims
and other employees, thereby dismissing the notion that the
personal characteristics of the victim may play a role in the
development of bullying (1990). Nonetheless, it is one of the
founding principles of a vast majority of bullying-related research
that the victim’s experience of being bullied shall be taken
seriously, regardless of how external observers or colleagues view
the matter (Einarsen, et al., 1994; Niedl, 1995). As long as bullying
in the vast majority of studies is being regarded as a subjective
experience of being the target of negative treatment which the
person in question is incapable of defending himself or herself
against, naturally it is clear that both the victim’s personality and
his or her health condition, prior life experiences and his or her life
situation in general, will affect how he or she will experience,
interpret incidences at work, and his or her own capabilities for
coping with the events he or she encounter. Even if the experience
of being subjected to negative and disrespectful acts is based on a
real situation, such an experience does not represent an objective
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description of the environment, independent of the victim himself
or herself. There will always be an element of “it being dependent
on the eye of the beholder” in bullying-related cases, especially in
the early stages where the acts often are more indirect and subtle
in nature.
Through a number of earlier studies, clear connections between
personality-related factors and being made the victim of workplace
bullying have been documented (see also Zapf & Einarsen, 2003
for an overview). However the casual relation behind these
connections has yet to be determined. Studies tend to indicate
that victims have a lower self-esteem and social anxiety than
others and that they often are characterised by scoring high on
neuroticism (Einarsen, et al., 1994). Many victims are naturally
depressed and suspicious (Matthiesen & Einarsen, 2001). Other
victims are described as being overly confident and as individuals
who do not have a realistic picture of their own limitations, thus
finding it easy to criticise others. Here, however, research reflects a
problem often encountered in practice. Are the personality traits
observed in victims a result of the bullying or a contributing cause
to the same bullying?
•

Has the individual changed due to the bullying?

•

Did the person behave in the same way prior to the onset of
bullying?

•

If so, can this behaviour explain why this individual was
being bullied to begin with?

Both a lack of self-confidence, anxiousness, psychosomatic
problems and depressions are aspects of our personality which to a
large extent may be caused by difficult interpersonal relations.
Consequently, several studies also indicate that bullying can
involve major personality changes for those affected. Common
symptoms include: exaggerated hostility and suspiciousness, a
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chronic feeling of nervousness and being in danger, an exaggerated
preoccupation with one’s own fate, a hyper-sensitivity in relation to
injustice, and a constant and exaggerated identification with other
people’s sufferings (Leymann & Gustafsson, 1996). The symptoms
often exceed the tolerance limits of the surroundings - often
contributing to that the individual becomes isolated and lonely.
According to Leymann & Gustafsson, such symptoms must not be
mistaken for symptoms of the individual’s general level of
functioning prior to the onset of bullying. Rather, the symptoms are
a result of a dissolving personality, which again is a result of the
bullying and its after-effects. Thus, it may be said that the personal
traits being displayed by many victims must be regarded as a
natural reaction to a difficult life situation. Even if an individual
should be somewhat different than others, this does not justify
treating him or her in a degrading manner??
The bullies
There may be many reasons why a person acts in a manner which
make other feel, rightly or wrongly, that they are being bullied.
Sometimes it might be thoughtlessness, at other times it may be a
conscious attempt at punishing or avenging oneself on others. At
other times, the objective of the bullying is to call attention to
oneself or to gain advantages. At other times again, a person has a
way of behaving which others find offensive. In the Nordic
countries, the issue of possible personality traits found in bullies
has not been much debated, despite the fact that psychology
literature contains a number of concepts, such as the authoritarian
personality, the schoolyard bully, psychopaths and the petty tyrant
(Ashforth, 1994).
Even if we do not know much about the bullies, a study showed
that individuals who were self-proclaimed, described themselves as
functioning poorly socially and as uncertain in social contexts with
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a somewhat lower self image than others (Einarsen, et al., 1994).
They also described themselves as being more aggressive than
other people. They became easily angry at their co-workers, and
they became angrier than other when provoked. The image of
bullies as predominantly being more aggressive than others fits in
well with the findings among children who are bullies, as children
who are bullies normally are self-confident and with little
anxiousness (Olweus, 1993); while the adult self-reported bullies
however are insecure and anxious in their relations with others
with a more negative self-image than other people. Thus, this
picture corresponds to the image which most people tend to have
of bullies, namely as individuals who are scared and insecure and
who bully others in order to assert themselves. On the other hand,
adult bullies do not necessarily act aggressively because they truly
are insecure and anxious. Perhaps they have become socially
insecure and have a negative self-image because their anger
constantly brings them into conflicts and problems in relation to
other people.
The result concerning the personality of bullies must however be
interpreted with caution. We do not know if these individuals are
representative of all those who are felt to be bullies. Presumably,
many bullies are unwilling to admit that other people experience
them as being bullies, or they may not be aware of other people’s
perception of them. Moreover, it is not unreasonable to assume
that there are individuals who are perceived as being bullies, but
who by no means see their actions in that way themselves. Among
these you will almost certainly find individuals who are both selfconfident and possess a positive self-image. We must therefore
conclude by saying that strictly speaking we know too little about
those who are perceived as being bullies. What we have found, is
only some personality traits characteristic of individuals who in
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surveys are willing to admit that they may have bullied others at
work. It is however important to point out that individuals who
bully also can feel stressed and frustrated, and for this reason they
may act inappropriately towards others. Under stress, many of us
may react by becoming more aggressive towards others.

Bullying and personality
• The connection between person-related factors and
bullying remain unclear
• Person-related factors may however influence the bullying
process, the perception of what is taking place, and how
well a person handles what is taking place, but bullying
may rarely be explained solely on the basis of personality
factors alone
• Prolonged bullying may result in major personality
changes in victims
• Personality and behavioural changes may be regarded as a
normal reaction to an extreme experience
• The victim’s experience of being bullied must always be
taken seriously
What do we know about those who bully?
• We know little about those who bully, other than that they
are men somewhat more often than women
• Relatively speaking, there are more superiors than
colleagues who are being perceived as bullies
• The bullies who admit their own actions, describe
themselves as a insecure and anxious individual who
easily becomes aggressive when he or she feels provoked
• Bullies who are unwilling to admit or regard their actions
as bullying are probably far more confident
• Many are probably unaware of the fact that they are
acting in a unacceptable and degrading manner
• Some are probably doing it deliberately in order to
promote their own interests at work
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Consequences of bullying
Bullying has a number of negative consequences, both for the victims
themselves, for colleagues observing it all and for the enterprise where
the bullying occurs. First and foremost, those who experience bullying as
victims are naturally likely to experience a number of severe and harmful
consequences. The enterprise may also be negatively affected as bullying
may create a deconstructive working environment, reduce productivity,
prevent goal attainment and limit financial gain. Thus bullying may have
socio-economic consequences, such as imposing a burden on the health
system, weakened national production and reduced competitiveness (Di
Martino, Hoel & Cooper, 2003).

Consequences of bullying
• Bullying often have severe negative consequences both for
the victim and his or her colleagues
• Bullying also have negative organizational and socioeconomic consequences

Individual consequences
Experiencing bullying is linked to a significant reduction in job satisfaction.
Results from a number of surveys also indicate that victims of bullying
generally report more health problems and health and health afflictions
than other employees (Einarsen & Mikkelsen, 2003; Einarsen et al., 1994;
Hoel, Faragher & Cooper, 2004; Kivimäki, Elovainio & Vathera, 2001,
Zapf, Knorz & Kulla, 1996). Many are also suffering from feelings of
shame, poor self-respect and a lack of self-confidence. Suicidal thoughts
seem to be widespread as well (Einarsen et al, 1994).
With regard to the health-related consequences of bullying, it may be
fruitful to distinguish between acute reactions, reactions following
prolonged exposure and possible after-effects of the bullying. Acute
reactions are often associated with anxiety, worry and despair.
Workplace bullying
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Psychological ailments, such as insomnia, stress, depression and low selfesteem are common. In cases where the bullying has persisted over a
prolonged period of time, a number psychosomatic conditions and
afflictions may occur. Psychosomatic is a term used to describe conditions
which although physical in nature are presumed to be caused by, or at
least influenced by, psychological processes Ursin & Zahl-Begnum, 1993).
In a review of several interview surveys emphasising the negative
consequences of long-term bullying on the victim’s physical and mental
health, it was found that psychosomatic symptoms such as headache,
stomach problem, insomnia depression, anxiety, nausea, diarrhoea,
allergic reactions and suicidal thoughts occur to a greater or lesser extent
(Einarsen, Raknes, Matthiesen & Hellesøy, 1996). A study among Danish
employees revealed that depressions in particular seemed to be related to
exposure to bullying (Mikkelsen & Einarsen, 2001), while Rayner, Hoel &
Cooper (2002) showed that employees who had been subjected to
prolonged bullying were more likely to suffer from stress, anxiety and
depression than employees who had not been bullied. Corresponding
findings have been made by Zapf and associates who in addition revealed
that 54% of the victims of bullying underwent medical treatment while
55% had three or more periods of absence during the last 12 months.
Basically, the disorders described above may be related to three types of
health problems, i.e. psychological problems, psychosomatic symptoms
and muscular/skeletal problems, where the most prominent correlation is
found between bullying and psychological disorders (Einarsen, Raknes,
Matthiesen & Hellesøy, 1996). For an overview of common problems
associated with bullying, see table1 below.
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Table 1.
Common health problems associated with bullying
Health Indicators

Common Problems

Psychological problems

Depression
Insomnia
Irritability
Fear/anxiety
Concentration difficulties

Muscular/skeletal problems

Psychosomatic problems

Neck pain
Shoulder ache
Back ache
Aching arms and legs
Stomach ache
Diarrhoea,
Constipation
Nausea
Headache
Heart palpitations

Delayed effects and after-effects in victims
In recent years, physicians and psychologists who have been treating
victims of bullying have discovered that their health problems are almost
identical to the after-effects displayed by for example victims of violence
or war Leymann & Gustaffson, 1996). Many have therefore argued that
the diagnosis Post-Traumatic Stress Disorder- PTSD - also should be
applied to the symptoms and post-reactions displayed by many victims of
bullying (Dofradottir & Høgh, 2002; Einarsen & Mikkelsen, 2003; Einarsen
et al., 1999; Hoel, Rayner & Cooper, 1999; Leymann & Gustafsson, 1996;
Mikkelsen & Einarsen, 2002; Tehrani, 2004). Post- Traumatic Stress
Disorder is a diagnosis used to describe the delayed effects of very
traumatic experiences which often affect prisoners of war, survivors of
serious accidents and catastrophes, victims of violence, rape victims etc.
The three symptoms characteristic of Post-Traumatic Stress Disorder are:
Hyperactivation, intrusive thoughts/feelings and avoidance behaviour
(American Psychiatric Association, 2000). Hyperactivation refers to a
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generally increased activation which was not present prior to the
traumatic event. Hyperactivation is among other things expressed through
symptoms such as sleep disturbance and increased irritability anger
outburst and exaggerated vigilance in the traumatised individuals.
Intrusive thoughts/feelings, which is the most common symptom of PTSD,
refers to replays of the traumatic event through intrusive recollections,
painful dreams and nightmares, flashbacks and other physiological and
psychological reactions occurring in response to stimuli associated with
the traumatic event. Avoidance behaviour refers to persistent avoidance
of stimuli associated with the trauma, displayed by attempts to avoid
thoughts, emotions or conversations associated with the trauma, a lack of
the ability to recall important parts of the traumatic event, a sense of
being disassociated and detached in relation to others, a limited emotional
register as well as the feeling of having a future with no prospects.
A number of surveys have pointed out that individuals who have been
subjected to prolonged bullying exhibit clear symptoms of Post-Traumatic
Stress Disorder. A survey among 102 Norwegian victims of bullying
showed among other things that as many as 75% of the sample exhibited
clear signs of the disorder. Furthermore, it was found that the symptoms
seemed to persist even many years after the victims had escaped the job
situation where the bullying occurred (Einarsen et al., 1999).
Corresponding results were found in a study of 118 former or current
victims of bullying, where 62 % exhibited moderate to severe symptoms
of PTSD (Mikkelsen & Einarsen, 2002). Also from this survey it was
evident that the symptoms persisted despite the fact that he bullying had
ended several years before. According to Leymann & Gustafsson (1996),
the level of intensity of the health problems exhibited by victims of
bullying can be explained by stating that to have been the victims of manmade disasters, feels much worse than having been the victim of natural
disasters or accidents, where the victims’ perception of themselves and
the world around them dissolve and fall to pieces. It is however important
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to point out that few victims of bullying can be given the diagnosis of
PTSD formally as this requires that the victim has been subjected to a
situation where his or her physical integrity was threatened.
Consequences for the organizations and the wider society
Much research has focused on the possible negative effects on the victims
of bullying. Far less attention has been devoted to the possible
consequences for organizations where the bullying occurs and for the
wider society surrounding these organizations (Hoel, Einarsen & Cooper,
2003). As long as bullying takes place within the framework of an
organisation, their operations are unlikely to remain unaffected by this,
and due to the health-related effects of bullying on individuals, a link
between bullying and organizational consequences, such as increased
sickness absence and turnover as well as reduced productivity are to be
expected.
Sickness absence and bullying
With regard to sickness absence however, research shows that a clear-cut
connection does not exist in relation to bullying. A Norwegian study
among members of 14 trade unions, for instance, concluded that bullying
only made up one percent of the variation in sickness absence (Einarsen &
Raknes, 1991). A somewhat stronger correlation was found in a recent
Finnish study among hospital employees which showed that individuals
who had been the victims of bullying had a 26% greater likelihood of
being absent from work due to illness. In total, bullying explained two
percent of the total sickness absence for the hospitals involved, which
constituted a total cost of NOK 1.5 million (Kivimäki, Elovainio & Vartia,
2000). Considerable costs linked to bullying were also evident in a
national survey made in the UK where the results showed that victims of
bullying on average had seven more sick-days than employees who
neither been the victims of bullying nor been the witnesses to bullying
(Hoel & Cooper, 2000). Based on an occurrence of bullying of 10%, for
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the UK alone, this would constitute a loss of 18 million working days
annually Hoel, Einarsen & Cooper, 2003).
One possible explanation for the relatively week correlation
between sickness absence and bullying might be that many victims
often come to work in order to avoid being suspected of shirking
their responsibilities and being disloyal, even though, from a
medical point of view, they would have benefited from staying at
home (Hoel, Einarsen & Cooper, 2003) Others may chose not to go
on sick leave to avoid being regarded as even more “abnormal.”
They may also avoid sickness absence in order to prevent
themselves from contributing to that they isolate themselves from
their workplace.
Turnover and bullying
Several studies have reported that bullying is associated with plans
to leave one’s workplace (Hoel, Einarsen & Cooper, 2003). In a
Finnish study, Vartia (1993) among other things found that 46% of
the individuals who had been the victims of bullying considered
quitting their job, while Rayner (1997) proved that one in four
former victims of bullying had quit their job because of the acts
they had been subjected to. There may be several possible
explanations of the correlation between bullying and turnover. First
and foremost, to some, leaving the organization might be a
positive coping strategy, since this is a way of removing oneself
from the source of the problem (Hoel, Einarsen & Cooper, 2003).
Others quit in despair, most likely due to long–term health
problems Einarsen et al., 1994). As previously mentioned, social
ostracism is an often occurring act of bullying. A consequence
thereof may be that the victim feels excluded from the
organization, which again may leave him or her feeling that he or
she is forced to quit. There are also examples of organizations
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using bullying as a tactic in order to get rid of employees whom
they considered to be unproductive or unsuitable for the relevant
organization (Di Martino et al., 2003; Einarsen et al., 1994). Many
victims are however reluctant to leave their workplace before
experiencing that justice has been achieved. For others it may be
difficult to quit due to a lack of alternative employment and lack of
the opportunity to relocate. In cases where the bullying occurs
somewhat sporadically, it may be that the victim lives in hope that
the bullying will desist (Hoel, Einarsen & Cooper, 2003).
The effect of bullying on productivity
The effect of bullying on an organization’s productivity is difficult to
determine directly, as this tends to be a result of factors such as
health, dissatisfaction, sickness absence and turnover. In a study
among Norwegian trade union members however, it was found that
a total of 27% of the participants agreed fully or in part with the
claim that “bullying at my workplace reduces our productivity”
(Einarsen et al., 1994). Findings from a corresponding British study
showed that 32.5 % held the opinion that bullying at my workplace
reduced the productivity of their enterprise (Hoel & Cooper, 2000).
Such findings are not surprising. Any case of bullying represents a
disturbing element which may harm the cooperation conditions in a
work group. In cases of bullying, it is often difficult for others to
remain neutral, something which in time may lead to that an everincreasing number of individuals spend an increasing amount of
time on what is going on. In cases where a complaint has been
presented, much time and effort will also be put into investigating
the background of the case in question, in addition to attempting to
find organizational solutions to the problem, which often involve
relocating one or more of the parties involved. This will however
have side effects in the form of demands for training and
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readjustment to a new job. Undoubtedly such consequences may r
involve large costs for the organization.

Organizational consequences:
• Increased sickness absence
• Increased resulting in increased recruitment and
employment costs Reduced productivity
• Poor cooperation conditions
• Expenses linked to complaints and internal measures
• Expenses linked to a possible legal action
• A tarnished public reputation, in the event that the case
becomes public knowledge

Consequences for the wider society
When all is said and done, it is society that is left to pick up the bill for the
bullying in the form of additional expenses relating to long-term sickness
absence, medical treatment and early retirement, leading to increased
pressure on resources on an already hard-pressed health and social
services system. It is not uncommon for family and next of kin to have to
take time off from work themselves in order to take care of a victim in
crisis or personal breakdown. The loss of expected socio-economic
productivity is therefore a serious consequence of workplace bullying. In
addition, bullying will often affect the victim’s immediate family, close
friends and other relatives who directly or indirectly become involved in
the conflict.

Socio-economic consequences of bullying
• Long-term sickness absence
• Medical attention and treatment
• Unemployment, often permanent
• Early retirement
• Consequences for the family and next of kin
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Summary and conclusions
Bullying is a serious work environment problem for the ones affected by it
and the establishments in which it occurs. Bullying is a difficult concept for
which to provide a definite definition, and is perhaps also not a useful
concept to apply in practice, as it can easily lead to endless discussions on
whether or not something constitutes bullying. What is important here is
that individuals not be subjected to degrading or inappropriate behaviour
at work. In cases where this become a lasting situation, it is extremely
serious for the ones affected by it. The most important thing here is that
we all understand the severe negative consequences suffered by
employees if they are systematically being subjected to such negative
treatment over a long period of time. What label we decide to use on the
problem is in fact the least important thing here, as long as we know what
it is. What is important here is that what the weaker party experience as
degrading and inappropriate behaviour, desist.
Bullying is something which all types of establishments must be prepared
to handle and prevent. As long as you employ human being beings, you,
as an employer and leader must be prepared to handle conflicts and
bullying between employees and between employees and their superiors.
In order to prevent bullying in a good way, we have to make an effort to
create good leaders and superiors and a good working environment
characterised by open-mindedness, inclusion and a tolerance of
disagreements and conflicts on the one hand and clear limits with regard
to what is regarded as unacceptable behaviour on the other. In this regard
it is important to ensure hat laws and regulations are being followed, and
that the preventive HSE work is being handled in a good manner. The
development of local guidelines or rules of play for interaction between
employees and between employees and their superiors may also be useful
in order to demonstrate what is meant by undesirable behaviour Both the
superiors and the health and safety personnel must continuously assess
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whether or not special risk situation occur in the working environment
which may develop into a bullying situation at some later date.
Still, the most important thing is for superiors and employers to be in
possession of procedures and methods capable of putting an effective end
to an emerging case of bullying. This also involves making an effort to
prevent further harmful effects for the ones who feels affected .by it. If
rules of play have been developed or if one holds the opinion that the
general norms for what is considered as good and proper manners
between colleagues should apply, superiors must ensure that such “rules
of play” are being followed in the everyday running of the enterprise. If
the normal rules of play relating to polite conduct are being violated, this
must be pointed out and stopped. In one way, this whole thing about
bullying is simple: No one shall have to experience being treated in a
disrespectful, degrading and inappropriate manner in an employment
relationship. That is our common responsibility.

Workplace bullying

Page 52 of 60

REFERENCES
Allport, G. (1954). The nature of prejudice. Reading, MA: Addison Wesley.
American Psychiatric Association (2000). Diagnostic and statisitical
manual of mental disorders. Fourth Edition (Text Revision). Washington,
DC: American Psychiatric Association.
Ashforth, B. (1994). Petty tyranny in organizations. Human Relations, 47,
755-778.
Björkqvist, K. (1992) Trakassering förekommer bland anställda vid ÅA.
Meddelanda från Åbo Akademi, 9, 14-17.
Björkqvist, K., Österman, K. & Hjeltbäck, M. (1994). Aggression among
university employees. Aggression Behaviour, 20, 173-184.
Brodsky, C. (1976). The Harassed Worker. Toronto: Lexington Books, DC
Heath and Company.
Cassitto, M. G. (2000). Antisocial behaviors at work: Definition, processes,
conditions, characteristics and consequences. Homeostasis, 40, 7-13.
Collinson, D. L. (1988). "Engineering humour": Masculinity, joking and
conflict in shopfloor relations. Organization Studies, 9, 181-199.
Di Martino, V., Hoel, H., & Cooper, C. L. (2003). Preventing violence and
harassment in the workplace. Dublin: European Fundation for the
Improvement of Living and Working Conditions.
Dofradottir, A. & Høgh, A. (2002). Mobning på arbejdspladsen. En kritisk
gennemgang af dansk og international forskningslitteratur. København:
Arbejdssmiljøinstituttet.
Einarsen, S. (1999). The nature and causes of bullying at work.
International Journal of Manpower, 20, 16-27.

Workplace bullying

Page 53 of 60

Einarsen, S. (2000). Mobbing i arbeidslivet: Hva, hvem, hvordan og
hvorfor? I S. Einarsen. & A. Skogstad (Red.), Det gode arbeidsmiljø: krav
og utfordringer (ss. 167-182). Bergen: Fagbokforlaget.
Einarsen, S., Hoel, H., Zapf, D. & Cooper, C. L. (2003). The concept of
bullying at work: The European tradition. I S. Einarsen, H. Hoel, D. Zapf &
C. L. Cooper, Bullying and emotional abuse in the workplace. International
perspectives in research and practice (pp. 3-30). London: Taylor &
Francis.
Einarsen, S., Hoel, H., Zapf, D. & Cooper, C. L. (2005). Workplace
bullying: Individual pathology or organisational culture? (In press).
Einarsen, S., Matthiesen, S. B. & Mikkelsen, E. G. (1999). Tiden leger alle
sår? Senvirkninger av mobbing i arbeidslivet. Bergen: Institutt for
samfunnspsykologi, Universitetet i Bergen.
Einarsen, S. & Mikkelsen, E. G. (2003). Individual effects of exposure to
bullying at work. I S. Einarsen, H. Hoel, D. Zapf & C. L. Cooper (Eds.),
Bullying and emotional abuse in the workplace. International perspectives
in research and practice (ss. 127-144). London: Taylor & Francis.
Einarsen, S. & Raknes, B. I. (1991). Mobbing i arbeidslivet. En
undersøkelse av forekomst og
helsemessige konsekvenser av mobbing på norske arbeidsplasser.
Bergen: Institutt for
samfunnspsykologi, Universitetet i Bergen.
Einarsen, S. & Raknes, B. I (1997). Harassment in the workplace and the
victimization of men. Violence and Victims, 12, 247-263.
Einarsen, S., Raknes, B. I., Matthiesen, S. B. & Hellesøy, O. H. (1994).
Mobbing og harde
personkonflikter. Helsefarlig samspill på arbeidsplassen. Bergen: Sigma
Forlag.
Einarsen, S., Raknes, B.I., Matthiesen, S.B. & Hellesøy, O.H. (1996).
Helsemessige aspekter ved mobbing i arbeidslivet. Modererende effekter
av sosial støtte og personlighet. I S. Einarsen, Bullying and harassement
at work: Epidemiological and psychososial aspects. Bergen: University of
Bergen.
Einarsen, S. & Skogstad, A. (1996). Bullying at work: Epidemiological
findings in public and private organizations. European Journal of Work and
Organizational Psychology, 5, 185-201.

Workplace bullying

Page 54 of 60

Einarsen, S., Skogstad, A., Aasland, M. S. & Løseth, A. M. S. B. (2002).
Destruktivt lederskap: Årsaker og konsekvenser. I A. Skogstad & S.
Einarsen (Red.), Ledelse på godt og vondt. Effektivitet og trivsel (233254). Bergen: Fagbokforlaget.
Ekeland, T-J. (1991). Mobbing i arbeidslivet: refleksjoner fra et
attribusjonsteoretisk perspektiv. Møre og Romsdal: Distriktshøyskole
Volda.
Haukedal, W. (2002). Norske ledere i det nye årtusenet: Hvordan
oppfatter de sin lederrolle? In A. Skogstad & S. Einarsen (Eds.), Ledelse
på godt og vondt. Effektivitet og trivsel (pp. 61-77). Bergen:
Fagbokforlaget.
Hoel, H. & Cooper, C. L. (2000). Destructive conflict and bullying at work.
Unpublished report, UMIST.
Hoel, H. & Cooper, C.L. (2001). Origins of Bullying: Theoretical frameworks
for explaining workplace bullying. In N.Tehrani (Ed.) Building a culture of
respect: Managing Bullying at Work (pp. ). London: Taylor and Francis..

Hoel, H., Cooper, C. L. & Faragher, B. (2001). The experience of bullying
in Great Britain: The impact of organizational status. European Journal of
Work and Organizational Psychology, 10 , 443-465.
Hoel, H., Einarsen, S. & Cooper, C. L. (2003). Organisational effects of
bullying. I S. Einarsen, H. Hoel, D. Zapf & C. L. Cooper (Eds.), Bullying
and emotional abuse in the workplace. International perspectives in
research and practice (ss. 145-162). London: Taylor & Francis.
Hoel, H., Faragher, B., & Cooper, C. L. (2004). Bullying is detrimental to
health, but all bullying behaviours are not necessarily equally damaging.
British Journal of Guidance and Counselling, 32(3), 368-387.
Hoel, H., Rayner, C., & Cooper, C. L. (1999). Workplace Bullying. I C. L.
Cooper & I. T. Robertson (Eds.). International review of industrial and
organizational psychology. (ss. 195-230). Chichester: John Wiley & Sons.
Hoel, H., & Salin, D. (2003). Organisational antecedents of workplace
bullying. In S. Einarsen & H. Hoel & D. Zapf & C. L. Cooper (Eds.),
Bullying and emotional abuse in the workplace: International perspectives
in research and practice (pp. 203-218). London: Taylor & Francis.

Workplace bullying

Page 55 of 60

Hoel, H., Zapf, D. & Cooper, C.L. (2002) Workplace bullying and stress. In
P.L.Perrewe & D.C.Ganster (Eds.) Historical and Current Perspectives on
Stress and Health. Research in Occupational Stress and Well-being
Volume 2, (293-233) .New York: Jai, Elsevier Science Ltd.
Hubert, A. B. & Van Veldhoven, M. (2001). Risk sectors for undesirable
behaviour and mobbing. European Journal of Work and Organizational
Psychology, 10, 415-424.
Kiel, S. M. (1990). Helsefarlige ledere - og medarbeidere. Oslo:
Hjemmets bokforlag.
Kivimäki, M., Elovaioni, M. & Vahtera, J. (2001). Workplace bullying and
sickness absence in hospital staff. Occupational and Environmental
Medicine, 57, 656-660.
Lewis, D., & Sheehan, M. (2003). Workplace bullying: Theoretical and
practical approaches to a management challenge. International Journal of
Management and Decision Making, 4(1), 1-10.
Leymann, H. (1986) Vuxenmobbning - om psykiskt våld i arbetslivet.
Stochholm: Studentlitteratur.
Leymann, H. (1990). Mobbing and psychological terror at workplaces.
Violence and victims, 5, 119-126.
Leymann, H. (1992). Från mobbning til utslagning i arbetslivet.
Stockholm: Publica.
Leymann, H. (1993). The Silencing of a Skilled Technician. Working
Environment, 28-30.
Leymann, H. (1996). The content and development of mobbing at work.
European Journal of Work and Organizational Psychology, 5, 165-184.
Leymann, H. & Gustafsson, A. (1996). Mobbing at work and the
development of post-traumatic stress disorders. European Journal of Work
and Organizational Psychology, 5, 251-275.
Matthiesen, S.B., Raknes, B.I. & Røkkum, O. (1989). Mobbing på
arbeidsplassen. Tidskrift for Norsk Psykologforening, 26, 761-774.

Workplace bullying

Page 56 of 60

Matthiesen, S. B., & Einarsen, S. (2001). MMPI-2 configurations among
victims of bullying at work. European Journal of Work and Organizational
Psychology, 32, 335-356.
Miceli, M. P., Rehg, M., Near, J. P. & Ryan, K. C. (1999). Can laws protect
whistle-blowers? Results of a naturally occurring field experiment. Work
and occupations, 26, 129-151.
Miethe, T. D. (1999). Whistleblowing at work.Tough choices in exposing
fraud, waste, and abuse on the job. Colorado: Westview Press.
Mikkelsen, E. G. & Einarsen, S. (2001). Bullying in Danish worklife:
Prevalence and health correlates. European Journal of Work and
Organizational Psychology, 10, 393-414.
Mikkelsen, E. G. & Einarsen, S. (2002). Basic assumptions and symptoms
of post-traumatic stress among victims of bullying at work. European
Journal of Work and Organizational Psychology, 11, 87-111.
O'Moore, M., Seigne, E., McGuire, L., & Smith, M. (1998). Victims of
workplace bullying in Ireland. The Irish Journal of Psychology, 19(2-3),
345-357.
Near, J. P. & Miceli, M. P. (1985). Organizational dissidence: The case of
whistle-blowing. Journal of Business Ethics, 4, 1-16.
Neuman, J. H., & Baron, R. A. (1997). Aggression in the workplace. In R.
Giacalone & J. Greenberg (Eds.), Antisocial behavior in organizations (pp.
37-67). Thousand Oaks, CA: Sage.
Niedl, K. (1995). Mobbing/Bullying am arbeitsplatz. Eine empiriche
Analyse zum Phänomen sowie zu personalwirtschaftlich relevanten
Effekten von systematischen Feindseligkeiten (Mobbing/Bullying at work.
An empirical analysis of the phenomenon and of the effects of systematic
harassment on human resource management. Munich: Hampp.
Niedl, K. (1996). Mobbing and well-being: Economic and personell
development implications. European Journal of Work and Organizational
Psychology, 5, 239-249.
Nielsen, M. B. (2003). Når mobberen er leder. En studie av
sammenhengen mellom lederstiler og psykiske traumereaksjoner hos et
utvalg mobbeofre. Hovedfagsoppgave i psykologi: NTNU.
Workplace bullying

Page 57 of 60

Olweus (1993). Bullying at school: what we know and what we can do.
Oxford: Blackwell.
Ommedal, S. & Wadseth, J. P. (2001). Arbeidsmiljø i et toppsikret fengsel.
Konfrontasjoner, utbrenthet og mestring. Hovedoppgave i psykologi: Det
psykologiske fakultet, Universitetet i Bergen.
Rayner, C. (1997) The Incidence of Workplace Bullying. Journal of
Community & Applied Social Psychology, 7, 199-208
Rayner, C., Hoel, H. & Cooper, C. L. (2001). Workplace bullying. What we
know, who is to blame, and what can we do?. London: Taylor & Francis.
Salin, D.(2001). Prevalence and forms of bullying among business
professionals. A comparison of two different strategies for measuring
bullying. European Journal of Work and Organizational Psychology, 5,
425-442.
Sheehan, M., Barker, M., & Rayner, C. (1999). Bullying at the
workplaces: Theoretical and applied issues. International Journal
of Manpower, 20(1/2).
Sjøtveit, J. (1992). Når Veven Rakner: Om Samhold og Mobbing på
Arbeidsplassen. Folkets Brevskole, Oslo.
Skogstad, A. (1997). Effects of leadership behaviour on job satisfaction,
health and efficiency. Bergen: University of Bergen.
Tehrani, N. (2004). Bullying: A source of chronic post traumatic stress?
British Journal of Guidance & Counselling, 32, 357-366.
Thylefors, I. (1987). Syndabockar. Om utstötning och mobbning i
arbetslivet. Stockholm: Natur och Kultur.
Ursin, H. & Zahl-Begnum, O. H. (1993). Biologisk psykologi. Oslo: Tano.
Vartia, M. (1993). Psychological harassment (bullying, mobbing) at work.
I K. Kauppinen-Toropainen (red),, Panel group on women, work and
health, National report. Finland, The ministry of social affairs and health,
The Institute of Occupational Health, Publications 1993, 6 (pp. 149-152).
Vartia, M. (1996). The Sources of Bullying - Psychological Work
Environment and Organizational Climate. European Journal of Work and
Organizational Psychology, 5, 203-214.

Workplace bullying

Page 58 of 60

Vartia, M. A. L. (2001). Consequences of workplace bullying with respect
to the well-being of its targets and the observers of bullying. Scandinavian
Journal of Work, Environment and Health, 27, 63-69.
Vartia-Väänänen, M. (2003). Workplace bullying - a study on the work
environment, well-being and health. University of Helsinki, Helsinki.
Zapf, D. (1999). Mobbing in Organisationen - Überblick zum Stand der
Forschung. Zeitschrift für Arbeits- und Organisationspsychologie, 43(1), 125.
Zapf, D., & Einarsen, S. (2001). Bullying in the workplace: Recent trends
in research and practice - An introduction. European Journal of Work and
Organizational Psychology, 10(4), 369-373.
Zapf, D., & Einarsen, S. (2003). Individual antecedents of bullying:
Victims and perpetrators. In S. Einarsen & H. Hoel & D. Zapf & C. L.
Cooper (Eds.), Bullying and emotional abuse in the workplace.
International perspectives in research and practice (pp. 165-184).
London: Taylor & Francis.
Zapf, D., Einarsen, S., Hoel, H., & Vartia, M. (2003). Empirical findings on
bullying in the workplace. In S. Einarsen & H. Hoel & D. Zapf & C. L.
Cooper (Eds.), Bullying and emotional abuse in the workplace.
International perspectives in research and practice (pp. 103-126).
London: Taylor & Francis.
Zapf, D. & Gross, C. (2001). Conflict escalation and coping with workplace
bullying: A replication and extension. European Journal of Work and
Organizational Psychology, 10¸497-522.
Zapf, D., Knorz, C. & Kulla, M. (1996). On the relationship between
mobbing factors, and job content, social work environment, and health
outcomes. European Journal of Work and Organizational Psychology, 5,
215-237.
Zapf, D., & Leymann, H. (1996). Mobbing and victimization at work Foreword. European Journal of Work and Oranizational Psychology, 5(2),
161-164.

Workplace bullying

Page 59 of 60

Østvik, K. & Rudmin, F. (2001). Bullying and hazing among Norwegian
army soldiers: Two studies of prevalence, context, and cognition. Military
Psychology, 13. 17-39.

Workplace bullying

Page 60 of 60

