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            MISSION

         

         The mission of BULLY, INC. is to lay bare the mechanics of bullying behaviour in the workplace and beyond. We lift the lid on an epidemic problem and place everything on the table.

         For the first time there will be clarity. The millions affected are not an inevitable collateral damage on the way to the consumer paradise. They amount to one person in four at a reasonable estimate, and for the first time, we will also show you what their suffering is costing our economy.

         A large group of experts and others have contributed to this book and helped lift that lid. Heather Hodsen, author of Women Who Hate Other Women (2018), is one of them and she brought with her this provoking quote from employment rights expert Lewis Maltby:

         
            “Bullying is the sexual harassment of 20 years ago: everybody knows about it but nobody wants to admit it.”

         

         Looking back at the treatment of women that was ubiquitous only two to three decades ago, we can at least 14now explain why attitudes and behaviours persisted. Firstly, we didn’t have the language to describe what was happening. In fact some of our language contained the assumptions that made ignoring sexism the norm as opposed to the exception. Then there was a lack of confidence about the subject. Not only did nobody speak up but there were no conditions laid out for the conversation, not in the media, nor in any obvious social sphere. It took decades for society to gravitate towards a coherent position where sexual harassment, now with its own identifying label, was exposed as something that would not be tolerated.

         The tension surrounding the subject of bullying at work, this decade’s ‘sexual harrassment’ as identified by Maltby, can be eased. We argue that talking about bullying is the only way to make a difference. And would it surprise you to know that the term ‘sexual harassment’ didn’t even exist before 1975, when it was coined by journalist Lin Farley?

         Prior to that, how could we tackle something — that we couldn’t even name? As a result and because so few would talk about sexual harassment — millions suffered. That is why we talk about bullying behaviour at BULLY, INC. and describe it fully, cleanly, and with no grey areas. We know that uncensored and open discussion enables things to change.

         What do we think about when we hear the word ‘bully’? Maybe we don’t know what to say, because we have so few tools to deal with this overpowering word. Yet in avoiding talking about bullying, we enable it.

         We all deserve much better. We want change. And maybe BULLY, INC. can be a start.
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            BULLY, INC.

         

         BULLY, INC. is a fading, dysfunctional work setting that too many of us know too well. At BULLY, INC. this ‘bullying’ thing belittles us in person and by text, and once in a while it drives an employee out of the door, never to return.

         It excludes and it shouts and it wounds targets, making the rest of us complicit in their suffering.

         Advancing technology means bullying can cut at workers 24/7 in a ceaseless cycle via social media, texts and apps, so for some there are zero hours respite.

         It plagues the workplace. Even the institutions charged with passing laws that define workplace bullying are embroiled in accusations and testimonies. The UK Parliament is not immune, even going as far as to suppress internal investigations via its own Parliamentary privilege.

         Infected workplaces are everywhere. You may well work in one. Statistically, you probably do.

         The British National Health Service (NHS) has been long acknowledged as a bully’s paradise. Gigantic infrastructure with clear hierarchy. Right now, a mid-wife with a 30-year career is being dragged over the coals for her 16choice of hair colour. (In her case, red).

         Great British Bake Off? Cosy as a cream tea on a Winter’s afternoon? Not according to the boss of the production company responsible for the show, which has now migrated to Channel Four, who described previous BBC executive bosses as ‘the biggest bullies’.

         And the former owner of one of the biggest high street stores faces multiple claims of bullying, from employees and journalists.

         What has happened? Has it always been like this? Or is snowflake culture making us softer? Less tolerant? Less grin-and-bear-it? Less accepting?

         This book, BULLY, INC. dissects what bullying means specifically for the workplace in the 21st century. What it looks like. What it feels like.

         It highlights the health impact of bullying and mistreatment in the workplace, and how cardiovascular problems are directly linkable to bullying as well as a multitude of mental health issues that follow when the workplace is an environment of manipulation and fear.

         Our book identifies inspired new models and practices that strike at the very core conditions of bullying, literally leaving bullies with nowhere to go.

         And it shows how even the world of celebrity has its own bullying issue, and how ‘bullytainment’ is a real, living thing.

         This book, BULLY, INC. looks out on a rapidly evolving workplace where change is inevitable and will reshape what working in the 21st century will feel like for millions.

         Moreover, it discovers the generation that may just be the silver bullet for bullying in the workspace — a 17demographic not accepting of finger-pointing, raised voices, emotional abuse, manipulation or being marginalised in any way. This is a place not unlike ethical cosmetic business giant Lush — a business that has held on to company values established in the mid-90s at its foundation. A company actively looking out for its employees and totally persuaded of the desirability of the organic benefits that accrue from a contented and listened-to workforce — where making a mistake is not a trigger for withering comments and derision.

         Imagine that freedom. Imagine how that must feel. And now believe these types of values are heading our way.

         BULLY, INC. anticipates a struggle, but sees it underpinned by commercial realism and the shifting sands of the tolerance levels of our emerging generations who are not willing to accept falling emotional debris as the price of doing (dysfunctional) business.

         BULLY, INC. will soon be no more.
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            MEETING THE WORKPLACE BULLY

         

         By the time we’re adults we’ve already seen bullying at home and at school, so when we pretend it doesn’t happen at work, we betray ourselves as well as those that have been singled out. In a way, we’re all experts when it comes to bullying behaviours. We are either let down by institutions which favour bullying or we’re too scared to become involved. We all know what bullying looks and feels like, because it resides in our oldest memories. We are experts.

         Workplace bullying is slowing society down. It costs the UK economy up to £20 billion a year, according to arbitration service ACAS. This figure only considers lost productivity, absences and staff turnover and it doesn’t include the subsequent epidemic of mental health problems. ACAS itself receives 20,000 calls a year related to workplace bullying in the UK alone.

         The good news is that we have a newly empowered generation to show us how to make our workplaces safer, and independent help is also at hand, in the shape of a robust and failproof system of shared values.

         The bad news is that bullying can be normalised so 20quickly that sometimes we can’t even see it when it’s taking place. This is an issue for everyone and so the more books about workplace bullying that appear, the more blog posts that are published discussing bullying and the more people that speak about bullying and mistreatment in general — the more likely we are to get on top of it.

         The last people to see any of this are of course are the bullies themselves. To them other people are the problem — which is why a straightforward guide to bullying behaviours is needed.

         We must all learn to be honest about what is and what is not bullying behaviour and be prepared to go about things differently when we uncover it.

         Any team or business can be degraded to the point of closure by bullying. A tech start-up I observed at close quarters was halted in its tracks because of the bullying behaviour of one of its owners. As is often the case, the most competent and ethical employees were the first to go and after that had happened, a decline set in that ensured the business would collapse — which it did.

         At the opposite end of the spectrum, I have interviewed several 21st century companies which have prioritised staff well-being and have flourished as a result, and in one case gone global.

         The difference is stark and yet the lessons are easily summarised — bullying persists because there is an unwillingness to discuss it, often because we don’t know exactly what it is we are dealing with.

         Managers need to know what constitutes bullying behaviour, as do staff. For some managers and business owners, the issue of bullying is non-existent, because 21these owners and managers feel that what they say goes. Commonly, these bullying business owners and managers are rewarded for bullying behaviour and not sanctioned for their conduct. This can apply to small businesses everywhere, to teams and departments within corporations, as readily as it can be exposed and discussed in the highest political offices in the world.

         Bullying behaviours persist in so many places because bullying often achieves results, and although statistics vary from place to place and between different industries, around a half of incidents of workplace bullying conclude with a targeted individual leaving their job against their wishes. This situation not only perpetuates the bullying, but it often sets the seal on bullying behaviours. That is why a person who has a reputation for bullying behaviour will usually be associated with multiple incidents of emotionally abusive conduct. That office shouter who has the temper tantrum doesn’t just do it once — the reputation arises from repeat performances.

         The fallout from these bad practices amount to health, social and financial costs that are nearly beyond measure, and which make tackling workplace bullying one of the most significant challenges of our time.

         I believe that everyone has a workplace bullying story. I have worked for small companies, global firms, banks, several public utilities, an academic institution, a local council, a charity, for publishers, newspapers, shops, farms, courier services, pubs, restaurants, hotels and even in virtual reality and in the theatre — but the fundamentals I have witnessed regarding workplace bullying remain the same, whenever and wherever they surface. 22

         The most common reason bullying takes hold in any workplace is because the conversation about bullying has not happened there. This may be for lack of clarity on the subject, or it may be because certain people don’t want to talk about it. However, talk about it we must and so it’s important to lay down some fundamentals. Some people will not even know that they are being bullied, and for others, questions might revolve around what is and what is not bullying.

         To begin with, bullying behaviour always boils down to two constants:

         
            1. Verbal, physical, emotional or psychological abuse is used in order to —

            2. Achieve power over others and / or remove a targeted person’s power or remove that person entirely.

         

         This is a base-line description which can help anyone identify bullying behaviour. It is helpful that we all know what bullying is so we can look at ourselves as well as at others. Bullying at work varies with each workplace, but across all environments bullying is the same — it’s a set of behaviours and bad practices. These behaviours and bad practices can be observed however, and because they can be observed, they can be dealt with and discussed. Unfortunately, as many have discovered, policies are not enough to prevent these behaviours and policies cannot save targets from workplace abuse, or any of us from bad habits and actions. Only the conversation can do that.

         Bad practices in the workplace will include poor 23communication, abuses of power and authority, and letting bullying take root and normalise. Counter-behaviours that will combat this will therefore include good communication, a focus on leadership (as opposed to power), and the introduction and maintenance of positive values.

         Policies by themselves do not prevent harmful behaviours, and although they contain desired behavioural norms, failing to have regular conversations about the contents of those policies means that when someone gets away with some poor behaviour once, they will almost certainly begin to get away with it repeatedly.

         This explains how what starts as bad practice can become bullying. This book does not set out to lambast bullies or point the finger, but will show how through a lack of values and understanding, bullying develops.

         Bullying is different from aggression. Whereas aggression may involve a single act, bullying involves an on-going or repeated pattern of behaviour. Demanding bosses are not to be called ‘bullies’ so long as they remain both fair and respectful. So long as they are motivated by getting the best performance from those they work with, the same applies to managers and other colleagues who may appear abrasive.

         Bullying is instead about things like impulse control, obsessions and targeting. It is usually about one person having an issue with another person, and their subsequent harmful actions. It is about that one person who won’t be disagreed with and it is about fear. It is about poor management and blame, and it is about behaviour that someone resorts to because they do not share group values.

         The best way for one adult to achieve power over 24another adult is by belittling them, and this can be done almost unconsciously. A bullying individual does not always know they are a bully — and that’s why they are best identified by their behaviours. While we may aim to neutralise these behaviours, we cannot deal with the factors that have made that bullying person what they are. What we can do instead, is have everyone agree upon some shared values, and we can refer to those values when we are in doubt about something someone has done.

         This is because we are all capable of being blind concerning our own behaviour.

         Certainly, there is no person who leaves for their job in the morning, thinking something along the lines of:

         
            “I’m off to work to bully him again today.”

         

         … although, some might think something such as:

         
            “I’m going to take him down a peg or two today.”

         

         Or:

         
            “They’re not getting away with their inefficiency any longer.”

         

         Or:

         
            “She’s just not fit for this job and I’m going to have to pick up the slack.”

         

         For better or worse, these are examples of what a bullying individual or a potential bully may be thinking. 25

         Too often, the character of the bully is a distant figure — a symbol of evil and a person unknown. While a workplace bully is something nobody wants to think about, ignoring his or her logic will allow bad working practices to become the norm. The person who bullies is also a thinking and feeling individual as well as the rest of us, and for whatever reasons, that person has opted to use tools such as emotional abuse, because they cannot achieve their goals through other means.

         It’s for this reason that one of the most common criticisms of people who bully is that they are inefficient. This is also why it is common for bullies to target people who are efficient. Or as one target of a long-term campaign of bullying put it to me: “The bullies always go for the reasonable people.”

         Bullying is a way of getting things done, but by harmful means. The only part of that sentence that the bully sees is the part that says that things have been done. Fittingly, people who bully tend to have justifications when it comes to the harmful means, and this might often include blaming the target for their actions.

         I would like workers to be able to identify bullying behaviour by looking for some easy clues which bullies can ill conceal. I’d also like bullying individuals to know that in costing our workplaces what they do, it is their behaviour that is at fault. Ideally, we may wish people who have bullied others to confront their behaviour, although this is not always possible. What we can do however is create the conditions where bullying is not an option.

         That is why a value-based system guiding both behaviour and aims will squeeze the bad habits which lead to bullying 26out of any workplace. It will be a shock for some, but I am afraid to say that anti-bullying policies are not going to be enough.

         Such a system of values however will establish some ground-rules for everybody, which will mean that such behaviour is not possible — far less permissible.
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            KEY FEATURES OF WORKPLACE BULLYING

         

         Bullying involves observable behaviours and actions. This means it’s easy to start the conversation about it. To start that conversation, here are some key features of bullying behaviour which show how we might like to think about it. The following four ideas present straightforward ways of understanding what is and what is not bullying at work, and they always apply to instances of bullying. These ideas are:

         
	It’s Not the Issue That’s at Issue

            	Behaviour — Not Psychology

            	Bullying is a Health Issue

            	Bullying is an Issue for Everyone

         

The reality is that bullying is both simple and complex. Simple — insofar as its basics remain the same, whether it concerns the behaviour of a world leader or a manager across the corridor. Complex in that its expression depends on the people and the situation. 28

         It’s Not the Issue That’s at Issue

         Workplace bullying usually begins subtly and is based on a bullying individual’s intent to break or remove another colleague or employee.

         Technically described, bullying normatively consists of repeated, detrimental, damaging, health-harming mistreatment of another person by means of various types of abuse.

         These will be emotional, verbal or physical abuses and will involve threatening, intimidating, humiliating or sabotaging behaviour.

         This behaviour can go under the radar, or it can be in-your-face behaviour, as in the case of the ‘office-screamer’.

         Either way, bullies believe that a targeted individual is in and of themselves a problem.

         This is why bullying individuals try hard to convince other people in the group that their target is a problematic person.

         What bullies convince themselves is just as relevant. For a bully it is their business partner, or a certain employee, or whoever else it may be that is the problem.

         Therefore, always bear in mind that it is not the issue that is the issue with a bully — but it is the other person.

         This is how bullies transform dialogue around work-related matters into destructive behaviour which targets the person that is for whatever reason ‘in their way’.

         As an example, here is a case in which normal daily issues could not be resolved and so a working relationship escalated into mistreatment: 29

         
            “I was in a meeting and we’d been disagreeing on a few things — first it was how much to spend on social media then on whether or not to sack a certain employee. My business partner wasn’t getting their way and abruptly stopped discussing the issue. I was then told I was unprofessional and that I knew nothing about social media. These statements were repeated in an email afterwards and circulated so that we ended up not talking about the job but my personality. My business partner stopped working with me on the issue and simply told everyone I knew nothing about my job. That was their way of ending the discussion. It was really undermining. And it was only the start.” (Richard, 49, E-commerce Start-up)

         

         While we can’t call an isolated incident a campaign of bullying, when it continues — when the emails persist — when the backbiting persists — when the insults persist — then this is bullying behaviour.

         Once that process begins there will be a noticeable impact on the physical and mental health of the target as well as an impact on the quality of their work. We have barely started to witness the bullying here and yet the cost is mounting, both in health and in damage to the business. This story also contains a key signifier concerning bullying behaviour — one person has been made the issue.

         Whatever the job and whatever the project or workplace, it doesn’t matter. The issue for a bully is the person that for whatever reason they do not like — the one they tell people “they cannot work with”.

         Quite simply: ‘the other’. 30

         Behaviour — Not Psychology

         In every instance of workplace bullying a triad of parties is involved — the target, the bully and the bystander. All these work at BULLY, INC.

         When a bully intimidates someone, they intimidate everyone. It’s not just a powerful thought — it’s a hallmark. If one person is bullying another in an office or workgroup, then that single bully may have managed to alter the entire workplace.

         We’ve all met bullies. There’s the archetypal figure of ‘the school bully’ — the individual that everyone is afraid of. We all know that individual from memory. The bullying parent is another archetype.

         That person who has meltdowns in the office (shouting, desk thumping, berating etc.) are the same kind of archetype because everyone knows their reputation and is aware of what they are capable of. Although we may be scared of that person, we still as bystanders need infallible mechanisms which will check their behaviour. This is always about behaviour and never about psychology.

         Yes, there are fascinating psychological qualities which accompany bullying behaviour, of that there is no doubt. People who bully tend to have poor impulse control, failings in competence, a skewed perception of rightness and messy home lives. But we must look in a neutral fashion not at bullying individuals as a type — but at their behaviour. Behaviour is observable and can be changed, whereas people’s motives may be hidden. As for people’s personalities, particularly the personality of bullies, we are in the workplace here, remember. Analysing bullying 31individuals’ temperaments and psyches is a feat beyond most of our capabilities and one that could take months and even years, and still return an inconclusive result.

         It is easy to find pithy quotes which state things like: “Bullies are cowards at heart and may be credited with a pretty safe instinct in scenting their prey.” (Anna Julia Cooper).

         Not only does this handy quotation fail to tell us anything about bullying behaviour, how to cope with it and what its effects are, it also makes blanket psychological statements about bullying individuals, which those individuals will fail to appreciate and which may not even be true. In the workplace nobody should be bothered with the personality or circumstances of a bullying individual. Instead we can help that individual and those around them by focusing on behaviour and leaving it at that.

         Finally, psychology may simply not work for bullies! Counsellor and psychotherapist, Mary O’ Neill, whose Master’s degree examined workplace bullying, points out simply that “bullies don’t go to counselling.” Nothing may change a bully’s personality then. But as we will see, their behaviour is an entirely different prospect.

         Bullying is a Health Issue

         Most organisations today, large and small, have a thing called a Human Resources department. Not everybody knows what goes on in these HR Departments, but they are important nonetheless. The job of HR obviously varies from place to place, but in the most general terms, Human Resources has responsibility for issues related to the people within your organisation. HR might develop 32wellness initiatives, and provide guidance regarding disciplinary actions, and usually they also handle training programs, compensation and benefits.

         If we have discovered one thing in the numerous instances of workplace bullying and mistreatment we have come across, it is that virtually all of these cases find their way to Human Resources departments which are ill-suited to dealing with them. This is not because these departments are not effective. Human Resources sections make numerous types of contributions and savings to their organisations. The issue is that dealing with instances of workplace bullying is not on the Human Resources checklist — and nor will it ever be.

         This is because bullying is a health issue and not an issue of conflict. When one person yells at another, lies to them, sends abusive emails or carries out any of many bullying behaviours — this is not a conflict and so it cannot be mediated. Of course, bullying behaviour can be prepared for, for example in the form of training and information provided by Human Resources. But by the time any bullying behaviour is taking place, or felt to be taking place, management is required and not Human Resources. This often puts HR in a bad position too. Ask yourself if you have ever heard someone complain: “I took this bullying issue to HR and they were useless.”

         Well, that’s not a fair use of Human Resources. Bullying is a management issue and as many thousands of individuals have found out to their detriment, Human Resources is not the place where bullying can be identified, remedied and stopped.

         Bullying behaviour is, and always has been, a health and 33safety issue. Allowing bullying to become an issue of mediation, or personality, or sending it to HR, has only ever allowed bullying to embed in a work culture.

         Before it is anything else, bullying is a health issue.

         That’s why, once bullying has begun, it is sometimes hard to remedy. This is because usually, if a target of bullying discovers that they have been the subject of prolonged mistreatment, there is already a mountain on top of them that is going to be hard to move — especially if the bully is already out on top of the mountain with their flag dug into its peak.

         Once bullying has established itself, it also normalises quickly, and becomes a culture. And this can happen on a micro scale just as it can happen on a corporate or even a national scale.

         Digging a bully out of a company or workgroup can be costly, especially if the bully is the boss or owner. Bystanders may be unwilling to act and the corporate climate may already be established.

         This is why some HR departments introduce company values to which everyone can ascribe. As a bystander to bullying it can be difficult to know what to do — who or what is ‘right’ — and how to protect yourself if you are going to stand up for someone who has been targeted.

         This is when a set of values can do the heavy lifting. Such shared values can be the arbiters of behaviour and will be robust enough to take a pummelling. If one worker or manager is looking for a fight, then the company values can handle it. Employees shouldn’t have to.

         Values don’t bruise. People do. 34

         Bullying is an Issue for Everyone

         Well-functioning values are not just for those who feel the need for protection from bullying. They are for everybody who wants to ensure that bullying will never happen where they work. Bullying is a problem impacting the work lives of millions. Even the World Health Organization acknowledges its prevalence: “Bullying and psychological harassment are well-known causes of work-related stress and related mental health problems.” (Devora Kestel, Director, Mental Health, WHO).

         On an individual level bullying behaviour creates sustained workplace misery; unfulfilled and stagnating careers; poor health, and indeed poor wealth. In the UK alone, the TUC (Trades Union Congress) has found that nearly one-third of the UK (29%) have admitted to being bullied at work (Survey, YouGov for the TUC to coincide with Anti-Bullying Week, November 2015).

         While nobody is denying the scope of the problem, there are differences in opinion concerning how workplace bullying arises. Bullying is presented by some experts as an inherent aspect of bureaucracy and even a fundamental of capitalism, while for others it is a process grounded in the personalities of the individuals involved.

         This is from writer and campaigner Sarah Hussain, the author of The Secret Life of Bullies (2016):

         
            “Bureaucracy and the cycle of bullying grind any opposition into more grist for the mill and — as with any repressive regime — eventually persistent disappointment becomes tacit acceptance and then 35active co-operation on the part of perpetrators, victims and witnesses, keeping all of them invested on the self-perpetuating fallacy that the person in charge must know what they are doing, simply by reason of being in charge in the first place.”

         

         This argument reflects the enormous and sometimes arbitrary power that corporate systems hand to certain individuals, usually because these individuals are perceived as tough and aggressive. In such cases, the author argues, large institutions with seemingly healthy Human Resources (HR) departments are emulating political dictatorships, which have historically displayed a ‘primed, ready-to-use framework’ which at root seeks to control people, rather than allow individuals to flourish.

         In contrast, a 2012 survey from the Workplace Bullying Institute titled ‘Why Workplace Bullying Happens’, found a similar answer, but placed the emphasis on individual employers, some of whom it argued were willing to deal with the issue, while others because of their particular management culture, let bullying go unchecked.

         The survey also found that most workers feel that laws to stop bullying are either absent, or too weak to be useful. The survey’s author is social psychologist Dr. Gary Namie who, who is regarded as one of North America’s foremost authorities on workplace bullying and he has this to say:

         
            “The absence of negative consequences (punishment) for bullies and lacking the will to stop it both reflect employer mishandling of bullying. Employers establish and maintain the work environment.”

         

         36In summary, Dr. Namie found that from a self-selected sample of nearly 700 individuals with experience of being bullied at work, 56% attributed their bullying to the culture of the company at which they had received mistreatment, while 24% felt that bullying was inherent in certain people — and 20% felt that the issue was societal.

         The points of agreement here are more significant than the differences, and while the question regarding ‘why people bully’ is of interest to psychologists, the truth is that bullying behaviour does not vary, wherever it is found.

         We accept far too often that we live in a ‘dog-eat-dog’ culture and support competitive systems in which there are winners and losers. We meet people who have had bullying parents and we speculate on why it may be that they as adults resort to bullying behaviours too.

         Although these are interesting discussions and we can agree or disagree, what we can be unanimous on however is what constitutes bullying behaviour. It is also a given that this behaviour when it takes place will affect us all — whether bully, target or bystander.

         Proving that someone has used bullying behaviours to achieve their ends can be hard, especially when many workplace bullies cover themselves, sometimes arguing for example that their actions are for the benefit of the company or team. In unravelling this kind of situation, the dynamic between target, bully and bystanders is crucial. That is why bullying is an issue for everyone, no matter what their beliefs, and it’s why the bystanders hold the key to resolution.

         While laws against harassment and other abuses are necessary, it is still down to company owners and managers to put value systems in place which can stop bullying from 37ever taking hold — rather than have them relying on laws to either discourage it, or punish those who have been shown to have bullied others.

         Values are free, and once agreed upon cannot fail to act as a common arbiter that apply to everyone, no matter where they may work in a company.

         With that said, we’ll look at the dynamics of our trio of employees — the target, the bully and the bystanders — and explain how a system of declared, shared and lived values will spare us the emotional, fiscal and psychological fallout from this global issue.
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            TARGET

         

         
            Also known as: the subject, the injured party, the person who is bullied, the sufferer, the casualty, the scapegoat, the prey … and in the most extreme of cases: the victim.
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            MEETING ROOM

         

         I found my first real job when I was aged 14. This real job was in the television department of a local store and the reason that I knew that it was a real job was because we had meetings.

         The popular American executive coach Joel Garfinkle, says that “the average employee spends about one-third of their work week in meetings, so they’re the best opportunity you have to make your expertise known” — and he is correct.

         Meetings are a sign that we are taking each other seriously and are often the most important parts of our day.

         At meetings we find out what the company is doing and what’s expected of us.

         At meetings we get to know each other, and we have a chance to see each other in action.

         When I had my first job I said nothing in the meetings, but there was always an opportunity when the chairperson or team leader would say at the end: “Are there any questions?”

         This is one of the more important aspects of meetings at work — information about the company and our role will be passed on, but we should also have the chance to be 42heard. If we do not have the chance to be heard, then I do not believe it is a meeting.

         Similarly, if anyone breaks the basic codes of the meeting scenario — for example by shouting in anger, storming out, or any other number of alarming and unusual activities — we may have a fair idea that this person is not quite at ease with the team model.

         As I grew, I continued in different service roles, finding work in shops, bars and restaurants. I took up causal, full time and part time gigs like gardening, and other odd jobs including being a dishwasher, a hotel porter and that young person who hands out leaflets in the street.

         Yet — in every case and in every job, no matter how unimportant I was in the overall structure, there were still meetings. Often these meetings were not treated seriously by some of the staff — especially those staff who may have been working in more menial positions. Still the meetings were a change of pace, a chance to see the boss in action, and figure out (or be told) one’s place in the company scheme.

         Later, when I began to take up office-based work, meetings took on a more formal and fuller tone. Meetings in office environments are usually pivotal and larger companies and public bodies acknowledge this by having specific meeting rooms. I began to understand that there were many different types of meeting — from planning meetings to team-building meetings, to what I would call status update meetings.

         There are plenty of professions in which your work will consist entirely of meetings.

         We all know too, that there are such things as good 43meetings, even great meetings, and that from time to time there were also bad meetings. Bad meetings are ‘bad’ because even though people come together and try to progress matters, sometimes no way forward is achieved.

         When I graduated to management and to hosting and chairing meetings in my 30s, I had experience enough to be aware of different types of people — including those observers and thinkers that don’t speak up in meetings, as well as those that are always speaking.

         This is a reminder that not everybody is the same — in fact we are incredibly diverse and different as a workforce. Those who are the conscientious and quiet type still have to work with people who may be talkative and outspoken, but nobody should be saying that anybody’s qualities are better than anybody else’s. This opinion is fertile ground for bullying behaviour and a risk to potential targets, who may start to feel that they do not fit in to a certain place, if they can’t be heard. It’s a reminder of the kind of equality that needs to persist in meetings, a reminder that everyone should be listened to, and in a proper manner.

         Taking responsibility for meetings is quite a milestone in life. If you are hosting a meeting you are simply not just turning up — you are turning up and having to ensure that everyone has a good meeting. Having a good meeting is fortunately quite easy, so long as a few protocols are observed, and these include:

         
            
	We prepare

               	We listen to each other

               	We don’t talk over each other

               	And we don’t raise our voices

            



         44When I began to own businesses rather than just working for them, the meeting became even more important. Whether we know it or not, we are always learning on the job and everything that I have so far learned I have done so through observation, through listening to others, and at worst through painful experience.

         Bullying is one such painful experience, and although (and with good reason) literature on workplace bullying behaviour emphasises the needs of the target as the first consideration, there is more at stake. Notably, the wellbeing of the entire company or workgroup is at stake when any one person is bullied.

         That is why BULLY, INC. begins in the meeting room, because this is where we can observe general dynamics and where the fundamentals of our personalities — for ill or good — shine.

         Some meeting room scenarios operate on a survival-of-the-loudest basis where some people are simply not heard, and although this is not bullying, it is a dynamic to challenge. Similarly, in meetings, bullying behaviours that are already ongoing can be cemented, and done so in front of others, thus legitimising them.

         The others here are the bystanders — generally speaking all of us at one time, and most of us most of the time. Bystanders have a part to play and a role in neutralising harmful behaviours because in combatting bullying behaviour, a target may be the last person that can help.

         The target is the one being kept awake at night and sitting like an automaton on the train with the same unanswered questions scrolling before their mind’s eye like an endless webpage. 45

         If bystanders can help with answers here the difference will be momentous.

         Holding a successful meeting is not hard and with this as a goal, and with values on hand, everyone’s interests can be met. You might not think it need not be said, but it does: well-being is key.

         It’s put very well by business influencer Ted Coiné, co-author of A World Gone Social: How Companies Must Adapt to Survive (2014):
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