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I	find	it	useful	whenever	I	go	to	speak	to	an	organiza8on	to	look	at	their	website	and	
see	what	they	are	telling	others	about	who	they	are.	In	terms	of	the	U	of	Michigan,	
the	Campus	Commitment	is	a	powerful	statement	about	the	U	Mich	community	and	
how	people	within	that	community	are	to	be	treated	and	considered.		Statements	
like	this	are	important	as	touchstones	for	assessing	whether	what	you	or	someone	
else	is	experiencing	is	consistent	with	what	is	espoused	by	this	commitment.	In	
essence,	you	can	u8lize	this	commitment	to	“hold	the	ins8tu8on’s	feet	to	the	fire”	
when	something	happens.		
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Much	has	been	wriIen	and	studied	about	the	influence	of	leaders	on	the	climate	and	
culture	of	an	organiza8on	or	ins8tu8on.	Much	less	aIen8on	has	been	paid	to	the	
influence	of	the	“rest	of	us”,	i.e.,	other	organiza8onal	members.	There	are	more	of	us	
and	thus,	our	opportuni8es	to	influence	what	happens	around	us	is	profound.	We	
influence	those	around	us	more	than	we	realize.	We	need	to	recognize	these	
opportuni8es	and	inten8onally	and	thoughMully	exert	this	influence.	
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The	U	Mich	Campus	Commitment	places	collegial	connec8on	and	rela8onships	more	broadly	at	the	
center	of	the	university.	A	framework	I	have	found	helpful	is	the	one	proposed	by	Jane	DuIon,	Ross	
School	of	Business,	University	of	Michigan	about	High	Quality	Connec8ons.	These	connec8ons	are	
characterized	by	respecMul	engagement,	task	enabling,	trus8ng,	and	play.	They	are	the	connec8ons	
that	energize,	support,	buffer,	and	when	needed	protect.	Corrosive	connec8ons	are	the	ones	that	
undermine,	demean,	dishearten	and	any	other	“d”	word	you	could	think	of.	They	can	suck	the	life/
soul/spirit	out	of	us.	While	we	talk	about	them	here	as	those	ongoing	rela8onships,	these	concepts	
also	apply	to	one-shot	and	brief	encounters,e	g.,	the	person	in	the	elevator,	or	while	striding	across	
campus.	A	very	powerful	example	is	the	work	of	Kip	Williams	on	ostracism.	in	one	study,	he	wanted	
to	see	how	the	briefest	“eye	contact	and	smile”,	would	affect	how	connected	students	felt	to	their	
university.	He	had	two	confederates	walk	through	campus	and	either	make	eye	contact/smile	with	a	
person	coming	toward	them	or	“look	through	them”.	The	second	confederate	was	100	or	so	meters	
behind	the	first	and	would	stop	the	subject	with	whom	the	first	had	connected	or	not	and	say	they	
were	doing	a	survey	of	campus	life.	What	they	found	was	even	that	brief	connec8on	or	not	
connec8on	significantly	influenced	students’	sense	of	connec8on	to	the	ins8tu8on.	Small	things	
maIer	and	o\en	below	consciousness…so	we	can	be	deliberate	and	thoughMul	about	how	these	
small	acts	can	make	a	big	difference.	

DuIon,	J.	(2003).	Energizing	your	workplace.	University	of	Michigan	Press	

Williams,	K.	D.	(2012).	Ostracism:	The	impact	of	being	rendered	meaningless.	Meaning,	mortality,	
and	choice:	The	social	psychology	of	existen>al	concerns,	309-323.	
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We have many names for the kinds of corrosive connections at work. 	



This is the basic model of considerations for taking action. It comes from the literature 
on how bystanders make decisions about whether and how to respond to situations.. It 
involves someone first actually seeing the behavior. If particular behavior has become 
normalized (people always call each other names or interrupt each other in meetings), 
then we may not “see” it any more. If		this	is	what	lots	of	people	do,	then	we	o\en	
think	of	it	as	what	we	do	here		“rough-and-tumble”	poli8cs	of	academe;	culture	of	
cri8que	and	debate.	A	challenge	here	is	that	behavior	may	become	normalized	that	
really	should	not	be	happening,	e.g.,	personal	aIacks;	undermining	others.	When	
normalized	then	a	behavior	has	to	stand	out	in	some	way.	If	it	is	unusual,	it	will	stand	
out…if	you	have	been	in	a	department	where	even	in	angry	people	do	not	raise	their	
voices,	and	now	you	have	a	member	who	does,	that	will	draw	your	aIen8on.		Or	we	
may	indeed	see	it	but	it	does	not	seem	to	be	problema8c	(no	one	seems	to	get	upset	
about	it?)	or	it	is	part	of	how	we	do	business.	What	prac8ces	or	policies	or	
expecta8ons	are	there	where	these	behaviors	may	seem	contradictory?	Cau8on	here	
re	our	assump8ons	such	as	smart	people	are	abrasive;	that	is	how	faculty	are:		

	Assuming	one	gets	to	the	point	that	the	behavior(s)	is	perceived	as	
problema8c,	then	we	need	to	decide	whose	responsibility	is	it	to	respond	to	it.	I	
would	argue	we	each	have	responsibility	for	some	ac8on,	even	if	that	is	no8fying	
those	we	think	are	best	suited	to	address	it.	Once	we	see	our	responsibility,	we	need	
to	consider	what	op8ons	we	have	available	(ranging	in	level	of	risk	for	ourselves	and	
others,	including	visibility)	and	consider	that,	within	the	broader	context	of	power,	to	
take	ac8on.	And	then	we	need	to	choose	an	ac8on,	implement	it	and	evaluate	if	it	
had	the	influence	we	had	wanted.	O\en	several	ac8ons	are	involved	as	we	get	
feedback	regarding	from	prior	ac8ons.		
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This diagram depicts the handling of challenges and conversations with each other 
from constructive and lively engagements to uncivil, misconduct (counterproductive, 
demeaning, destructive) to conduct that breaches laws and to criminal activity.  Our 
focus in this workshop is on uncivil conduct and misconduct (specifically, bullying 
and mobbing)	
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In	a	study	my	colleague,	Joel	Neuman	and	I	did	with	VA	regarding	stress	and	
aggression	in	the	workplace,	67%	of	employees	indicated	this	as	the	most	frequently	
occurring	behavior.	In	a	study	of	a	university,	we	found	that	over	half	of	the	
employees	(faculty,	staff,	and	administrators)	indicated	this	was	the	most	frequently	
occurring	behavior.		
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Incivility	–	norms	of	workplace	respect	–	this	is	where	I	think	we	run	into	differences	
about	what	the	norms	are.	For	faculty,	the	culture	of	cri8que	and	debate,	of	being	
faculty	in	the	env’t	and	of	shared	governance,	create	the	space	for	faculty	to	be	
challenging,	cri8cal,	argumenta8ve	(in	the	sense	of	cri8quing	and	challenging	
posi8ons),	to	believe	that	knowledge	and	“truth”	or	narra8ves	are	revealed	by	
grappling	with	and	inquiring	about	them.	Academic	freedom	provides	the	context	
within	which	we	can	do	this.	Other	contexts	will	be	uncomfortable	with	such	
directness	and	tenacity.	So	faculty		“content”	is	preIy	wide	andther	“how”		(or	form)	
is	much	broader	than	for	other	groups	such	as	university	staff	and	administrators.	
These	differences	in	rela8onal	norms	and	expecta8ons	for	behavior	may	result	in	a	
sense	of	being	treated	inappropriately	and	disrespecMully	by	another.		

See	CAUT	interpreta.on	of	AF	and	what	that	means	for	conduct.	

Displaying	lack	of	regard	for	others	is	about	the	impact	of	these	behaviors….the	
ac8ons	appear	to	have	been	undertaken	without	considera8on	of	the	impact	on	
others	or	in	considering	what	others	might	think	or	have	to	offer.		

Andersson,	L.	M.,	&	Pearson,	C.	M.	(1999).	Tit	for	tat?	The	spiraling	effect	of	incivility	
in	the	workplace.	Academy	of	management	review,	24(3),	452-471.	
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Keashly,	L.,	&	Neuman,	J.	H.	(2013).	Bullying	in	higher	educa8on.	Workplace	bullying	
in	higher	educa>on,	1-22.	
Experiences/exposure	to	bullying	in	universi8es			

•  1/3	self-iden8fy	as	being	bullied	in	previous	12	months;	40-50%	
witnessed	it.	(Keashly	&	Neuman,	2013)		

• Equally	likely	to	be	coworkers	or	higher	ups	
• Faculty	(2008)	-	63%	colleagues	&	26%	higher	ups	
• Frontline	staff	-	41%	coworkers	&	50%	higher	ups	
• Faculty	only	(2009)	–	72%	colleagues	(55%	sr	faculty)	
• Cri8cal	nature	of	rela8onship	and	8e	to	org’l	structure	

• Single	vs	mul8ple	actors	(mobbing)	-	57%	in	2	university	studies	iden8fied	more	
than	one	actor	

• Faculty	(2008)	–	2X	more	likely	to	be	3	or	more	actors	(mobbed)	
• Frontline	staff	–	1.5X	more	likely	be	a	single	actor	

• Dura8on	
• 50%	report	bullying	longer	than	3	years	

Einarsen,	S.	(1999).	The	nature	and	causes	of	bullying	at	work.	Interna>onal	
journal	of	manpower,	20(1/2),	16-27.	

Davenport,	N.,	Swartz,	R.	D.,	&	Ellıot,	G.	P.	(2003).	Mobbing	&	Emo8onal	
Harassment	in	Workplace.	İstanbul:	Sistem	Publica>ons.	
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I	think	it	is	important	to	make	dis8nc8ons	among	the	challenging	behaviors	as	that	
influences	the	nature	and	type	of	responding	that	would	be	more	or	less	effec8ve.	.	
The	situa8ons	and	behaviors	above	may	well	be	challenging	but	they	are	not	the	bad	
and	ugly	ones	of	bullying	and	mobbing.	This	is	not	to	suggest	that	they	are	not	
difficult	in	their	impact	and	in	how	to	deal	with	them,	they	o\en	are.	

*“Many	academics	hold	strong	opinions.	This	is	a	characteris.c	of	a	profession	of	
experts.	Many	academics	may	also	occasionally	express	their	opinions	in	ways	that	
are	abrasive.	There	is	a	very	broad	consensus	in	the	profession	that	they	must	not	be	
penalized	in	any	way	for	how	they	express	their	opinions	,	unless	the	expression	
infringes	on	the	rights	of	others.”	(CAUT	report	on	David	Noble)		
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See	handout	from	session	
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This	scenario	is	about	the	behavior	of	one	colleague	towards	another.	This	comes	
from	the	Dept	of	Labor,	Province	of	Saskatchewan	in	Canada.	Saskatchewan.ca	

Click	on	the	link	in	the	slide	above	and	as	you	watch	it,	think	about	the	ques8ons	on	
the	previous	slide.	There	are	also	other	scenarios	that	you	may	find	useful	such	as	the	
one	with	the	boss.	You	will	find	the	link	to	the	other	scenarios	on	the	youtube	page	
for	this	one	about	coworkers.		
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To give you a flavor for the different kinds of behavior that can be problematic, I have 
provided the framework by Rodriguez-Carballeira et al 2010. What is important to 
remember is that often people have more than one type of behavior directed at them 
and the behaviors are often done repeatedly and persistently.  Such exposure creates 
difficulty in responding by the person targeted, in essence disabling their ability to 
cope.  Thus, while individual behaviors may not look like much, when they are 
patterned with others and persistent, they can be quite damaging. 	
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This	is	what	we	know	from	the	research	is	what	is	it	that	hurts	people.	As	I	noted	in	
the	prior	slide,	persistent	and	repeated	behaviors	directed	at	a	person	can	wear	them	
down.	Many	8mes	there	is	a	paIern	of	nega8ve	behaviors	and	a	progression	from	
indirect	and	covert	to	more	overt	and	direct	behaviors,	i.e.,	an	escala8on	of	the	
nega8ve	behavior.	The	power	differen8al	between	the	actor(s)	and	target(s)	can	be	
pre-exis8ng	(e.g,	boss	to	subordinate)	or	they	can	develop	over	8me	such	that	one	
person	becomes	disempowered	and	unable	to	respond	to	defend	themselves.	
Another	assessment	of	what	are	problema8c	behaviors	is	whether	they	violate	a	
sense	we	have	of	how	people	should	be	treated.	Overall,	it	is	the	cumula8ve	
communica8on	of	devaluing	that	wears	away	and	undermines	an	individual	leading	
to	increasing	harm.		
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This	study	by	Jane	DuIon	and	her	colleagues	focused	on	hospital	cleaners	experience	
with	other	people	in	the	hospital.	They	were	able	to	iden8fy	the	kinds	of	behaviors	
that	the	hospital	cleaners	felt	communicated	that	they	were	not	important,	that	they	
were	worthless.	These	acts	of	devaluing	can	occur	in	any	workplace.		
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Just	as	ac8ons	can	communicate	devalua8on,	so	can	they	communicate	that	the	
other	person	is	valued,	relevant	and	important.		
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These	quotes	capture	the	ongoing	nature	of	the	communica8on	of	value	or	devalue	
and	the	impression	it	leaves	on	others.	We	know	it	when	we	feel	it.		
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What we know from the research!  People are more likely to take action if they believe the victim 
can not respond effectively and if they as witnesses have the ability, knowledge and skills to do 
something. The more ambiguous the behavior or situation, the more challenging it is for a person to 
discern if it is a problem and thus, whether something needs to be done. People are less likely to help 
if time or opportunity to respond seems limited, e.g., it happened too fast. Part of teaching a range of 
action responses is to help people understand that doing something after the fact can indeed be 
helpful, i.e., there are no real missed opportunities. People are often concerned about embarrassing 
themselves or the other person…there are actions that are more subtle so that one can “save face” if 
they read the situation wrong. The other part is that for many people, knowing that you wanted to 
help is viewed positively by them.  Fear of retaliation is a great and often very real concern. Hostile 
work env’ts are not supportive of people getting involved and taking action. People are more likely 
to do so if they are in higher power position vis a vis the actor, or if they believe higher ups will 
support the actions. Even for someone who is “lower power” in the organization, if they are viewed 
as good citizens, ones who always do their job and do it well, then others are more likely to listen to 
them and view their actions as more appropriate. Being from outside can also reduce the risk of 
retaliation.  	

Organizational backup is a huge influence. It ties into the overall climate and culture of the 
organization. Typically this is captured in the policies and procedures of the organization. But it is 
not enough to have these policies. They need to be available (I.e., employees know about them, as do 
those in the chain of responding), they need to be implemented (through training and education of all 
org’l members, plus actual use of procedures as articulated) and they need to be effective 
(employees’ perceptions are important here; evidence of processes being utilized and followed fairly, 
people being held accountable and consequences being delivered and carried out). Not having 
policies or having policies that are perceived to be ineffective or window dressing, can be damaging 
to the organization’s reputation with its members and with the public.  The best policy development 
is done with full collaboration of all stakeholders and designed to fit the needs of the members and 
the organization. 	 24	



To	have	reached	this	point	in	your	process,	where	you	have	recognized	you	
are	responsible	for	taking	ac8on,	then	if	you	do	not,	you	run	the	risk	of	these	
poten8al	costs….just	in	case	you	needed	another	reason	to	take	ac8on.	

• Cogni8vely	you	will	try	to	jus8fy	your	non-ac8on	by		reducing	perceived	
harm,	holding	the	target	responsible,	or	convincing	yourself	that	nothing	you	
can	do	will	t	make	a	difference	
• Behaviorally,	you	may	try	to		publicly	blame	target,	distance	yourself	from	
the	target	or		realign	with	the	actor,	running	the	risk	of	behaving	badly	
yourself	and	engaging	in	mobbing.		
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In essence, the ways in which climate and culture are developed is through our 
behaviors and how we influence others in their behaviors. Given that premise, I love 
this summary of ways of changing (influencing) behavior with an eye towards 
reducing problematic behaviors AND promoting the kinds of behaviors that facilitate 
and support respectful and inclusive environments and relationships. These strategies 
are listed in decreasing order of effectiveness. Mary Rowe, the founding ombudsman 
for MIT put this together. 	

27	



When	consciously	considering	how	to	influence	others	to	alter	or	con8nue	their	
behaviors,	there	are	5	elements	you	need	to	consider.		I	gave	you	a	more	detailed	
handout	in	your	package	on	this.	
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The	choice	of	our	ac8on	will	be	dependent	upon	our	goal	for	taking	the	ac8on.	What	
is	it	we	want	to	accomplish?	When	we	have	clarity	about	why	we	want	to	do	
something,	it	helps	us	choose	ac8on(s)	that	are	likely	to	help	us	make	that	happen.		
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This	is	from	the	work	of	Lynn	Bowes-Sperry	and	Anne	O’Leary-Kelly	on	what	
observers	of	sexual	harassment	do.		They	argued	there	are	two	main	decisions	a	
bystander	makes	when	they	decide	they	have	responsibility	for	taking	some	kind	of	
ac8on…how	visible	or	public	they	will	be	and	when	they	will	do	it.		
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-  when there are behaviors that you want to be stopped. What options do you have as 
a bystander/witness? I imagine that many of you did not realize that some of these 
“little” actions can actually change a dynamic or challenge someone’s actions and 
often without great risk to you. 	
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-  In thinking about what you could do to affirm the kinds of behaviors you want (as 
we are building high quality connections), here are some possibilities that get 
opened up when you consider your timing (immediacy) and how visible (to others) 
you want your action to be. 	
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I	provided	a	handout	of	a	number	of	situa8ons	that	you	could	consider	and	iden8fy	
what	types	of	ac8ons	might	be	of	value	to	achieve	the	goal(s)	you	have	for	gezng	
involved.		
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Here	is	an	example	using	one	of	the	situa8ons.	Note	the	range	of	possibili8es	you	
have	as	a	target	and	as	a	bystander.		
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So to this point, we have explored a great range of possibilities for specific actions. These are some 
general principles to keep in mind. Do not underestimate the power of being there (presence) and how 
that changes or influences a situation or dynamic. Also, do not underestimate the power of subtle 
action. Now for some subtle action can be seen as passive-aggressive. Perhaps, if the intent is to harm 
one or other party. However, subtle actions are often lower risk actions and thus for someone who is 
feeling worried about retaliation, or feeling uncertain what to do, a “small” action such as changing the 
topic in a hostile conversation, distracting, can create breathing room to figure out what is going on and 
thus, what other actions may be necessary. 	

The issue of immediacy (now or later) highlights the value of prior preparation. Being clear with 
yourself about what is inappropriate or unacceptable behavior in your work context, means you will 
identify earlier on and thus be prepared with a response or action. If this is a bullying situation 
(patterned behavior), you will have time to script a response as you know there will indeed be a next 
time. Understanding the costs and benefits to you and others of various actions is part of the calculus. 
What resources do you have that you can leverage or draw on in your responding? Are you known as a 
thoughtful and fair minded person? That suggests that others would be open to sharing their 
experiences and hearing your thoughts, ie. Good old referent power. 	

Finally, shunning…this is a powerful action and its effects can be dramatic. They can also be 
debilitating to the one shunned and can be disruptive to the work evn’t and the accomplishment of 
work that requires  us all to do our jobs in order to meet our own and the institution’s goals. . So this 
needs to be considered very carefully and as an action much further down the path than early on ,i.e., 
after other actions have failed to change the situation. There also needs to be a way to end the 
ostracism, i.e., the person being shunned needs a sense that it is tied to specific actions that if changed 
will result in the lifting of the ostracism. As you can see this is tricky and can backfire.   	
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The following slides highlight a skills based model of communication and problem 
solving. This is from Bolton’s (1986) People Skills book. I believe that these skills are 
fundamental to engaging effectively in the actions that we have explored. 	
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When you need to talk about what is going on.	
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When you need to talk about what is going on.	
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Add these elements when you are requesting a change in behavior.	



Take	one	of	the	scenarios	and	prepare	yourself	for	talking	directly	to	the	actor	about	
what	you	have	seen.		
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When we tell someone that we have issues with their behavior and we want it to 
change, it is not unusual no matter how good you are at being assertive that people 
may become defensive. Your best strategy in such a situation is to actively listen to 
what they have said, ensure you communicate to them what you heard them say and 
when they say “yes, you got it”, then you can respond with your assertive request 
regarding the behavior. Sometimes you will need to go through this cycle a few times 
before the other person is able to really talk with you about your request. So be patient. 
However, if they look like they can not “take it down a thousand”, you may need to 
shift your goal to ending the interaction with them and removing yourself from the 
situation so you can contemplate next steps. 	



This	is	a	good	overview	of	the	process	to	gezng	yourself	ready	and	then	engaging	
with	the	other	person	around	their	behaviors.		
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Amy	Cuddy’s	work	on	how	our	body	language	can	shape	who	we	are	and	who	we	
become.	The	research	is	solid	and	strong	that	this	feedback	loop	between	body	and	
mind	is	powerful.	The	“power	pose”	(top	picture)	has	been	linked	to	increased	
confidence	and	lessened	anxiety	when	one	does	it	for	two	minutes	prior	to	entering	a	
stressful	or	evalua8ve	experience,	e.g.,	job	interview.	Check	out	her	Ted	Talk…very	
informa8ve.	Yet	another	tool	for	your	toolbox	on	managing	the	messages	you	send	
and	how	you	see	yourself.	
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Many of the actions/options we have discussed and the scenarios we have used, have you 
intervening or responding to something that is currently occurring or has occurred. What we 
would like is for many of these situations not to have occurred, which means proactive or 
preventive action. Here are some examples of what would be preventive steps. Regarding altering 
circumstances, if you know that meetings are the prime place for an actor or actors to engage in 
these behaviors, you may want to use a structured agenda and/or Roberts’ Rules of Order to 
prevent the opportunity for the behavior or the escalation of behavior.  Changing attitudes that 
support these difficult behaviors may involved discussions of what is appropriate behavior and in 
the case of faculty, what is academic freedom, how that contextualizes what is appropriate 
behavior and also talking about what behavior is not covered by AF. Another strategy is to 
develop policies and procedures that set the frame for interaction. For example, Department 
Communication Protocols can be developed collaboratively by the members of a department. 
This involves discussion of how people want to deal with differences and conflict, how they want 
to be approached if the issue is with them, how they could respond if asked by others to become 
involved. This is a process of making explicit what is often implicit; of sharing expectations and 
mutually developing a shared set to facilitate more constructive engagement with each other. 	

Finally but perhaps most fundamentally, I believe it is important to build solid relationships with 
others in your environment so that should something difficult or harmful happen, you and the 
other have a context for interpreting that behavior. For example, if I raise my voice to a colleague, 
the fact that they know me as someone for whom that is not typical, they are more likely to give 
me the benefit of the doubt because it is unusual. If the only contact people have with you or 
others is when things are bad or difficult, they only have that to interpret what is happening. 	
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Much	of	this	presenta8on	has	focused	on	the	various	ac8ons	we	do	that	influence	
our	own	and	others’	behaviors.	Much	of	what	we	do	is	implicit	or	not	“visible”.	Here	
we	are	going	to	make	our	norms	and	expecta8ons	explicit	through	conversa8on	with	
one	another	about	how	we	want	to	be	together	in	this	place.	What	are	our	
expecta8ons	and	the	“rules	of	engagement”	we	want	to	follow?	
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This is a very specific tool for either addressing conflictual climates that have 
developed or in an effort to establish constructive climates to reduce the likelihood of 
destructive confrontation and discussion.  This comes from the work of Larry Hoover 
(2003) at University of California, Davis. Maureen Brodie, ombuds at University of 
California San Francisco has developed this further with a trainer’s guide for this 
discussion. This is an explicit discussion among members of a unit of how they want 
to handle challenging issues. 	
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These are the types of questions that are explored and the results of which are utilized 
to structure the protocol. This specific set of questions comes from Tom Sebok, 
Director of the Ombudsman Office at U of Colorado – Boulder. 	
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These	ques8ons	remind	us	to	be	cognizant	of	how	we	are	with	others	and	how	our	
behaviors	may	contribute	to	a	difficult	situa8on.	
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The	following	5	slides	are	some	gi\s	for	you.	They	focus	on	what	to	do	if	you	are	on	
the	receiving	end	of	nega8ve	and	hos8le	behaviors.	
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Reward	power	refers	to	ability	to	control	resources	or	other	things	that	another	
values;	Coercive	power	is	the	ability	to	punish	another;	Expert	power	comes	from	
having	specialized	knowledge	and	experience	that	others	do	not	have	but	they	need;	
Referent	power	comes	from	rela8onships	you	have	with	others	in	the	system,	more	
specifically	how	well	liked	and	respected	you	are	by	others.	Informa8onal	power	
captures	the	influence	you	have	when	you	have	informa8on	cri8cal	to	others	
achieving	their	goals.		BATNA	is	a	term	from	nego8a8on.	You	are	in	your	strongest	
posi8on	to	nego8a8on,	i.e.,	influence	others	to	get	what	you	need	when	you	have	a	
strong	and	viable	alterna8ve	(Plan	B),	should	the	other	not	want	to	nego8ate	or	you	
are	unable	to	get	what	you	needed	from	themm.	
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The	success	of	confron8ng	(speaking	directly	to)	the	actor	depends	upon	8ming	and	
your	own	sources	of	power.	If	this	is	one	early	on	(i.e.,	the	not-yet-bullied	phase),	
then	you	have	the	resources	and	strength	to	take	them	on.	The	Crucial	conversa8ons	
model	is	a	thoughMul	approach	for	addressing	inappropriate	behaviors	with	someone	
early	on.	However,	if	bullying	has	become	established,	your	power	and	ability	to	
respond	have	been	undermined,	and	you	would	be	vulnerable	to	them	u8lizing	the	
conversa8on		to	con8nue	to	undermine	and	demean	you.		

It	is	vital	that	you	do	not	retaliate.	To	the	extent	that	others	are	not	aware	of	what	is	
going	on,	your	retalia8on	is	o\en	the	first	8me	they	are	aware	and	you	can	get	
labelled	as	the	problem.	Also,	by	retalia8ng,	you	can	fuel	an	escalatory	spiral	that	will	
consume	your	energy	and	you	in	the	process.		Some8mes,	we	need	to	get	others	to	
help	us.		

56	



57	

Record date, time and what happened;  witnesses and outcome of event.  Remember 
number of behaviors/events, frequency and and patterning can reveal bullying. This is 
important affirmation for you for your experience and it will be useful information 
should you decide to take the situation to others. 	
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If the people you take it to, do not take action then proceed to next level of 
management if concerns minimized.	



And	what	if	you	are	being	accused	as	being	aggressive	or	bullying	someone	else?	
Here	are	some	sugges8ons.	
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