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Module 1

Understanding Mobbing
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Learning objectives

J Understand Mobbing;

J develop empathy skills;

J raise awareness about supporting victims of mobbing.
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Contents

Introduction to Mobbing
What mobbing is and how it manifests. Defining empathy and its importance.

Relationship Between Empathy and Mobbing
How building empathy can help support victims of mobbing. Addressing the role of empathy
deficiency in the spread of mobbing.

94

Exercises and Discussion
Discussion on how participants can support victims of mobbing. Thoughts sharing on the
Importance and strengths of empathy.
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Definition of Mobbing

The World Health Organization (WHO) defines
: S A 5 mobbing as attitudes and behaviors that harm the
FOWNE afl ITII'[ ( ) ) physical, mental, moral, and social development of
describe mobbing as a direct, L
: Individuals or groups through the use of power,
systematic, and long-term form of f q .
behavior towards an employee orce, an coerciron.q

that can lead to psychological and
physi ol ogi cal har

Creating and managing a
diverse workforce is a
process, not a destination.
R. Roosevelt Thomas, Jr.
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It must occur in the workplace.
It must be systematically conducted.

It must be repeated with a gained frequency of continuity.
It must be intentional.

It must aim to intimidate, pacify, and lead to exclusion from work.

It must occur in the workplace.
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Types of Mobbing

/Upward Mobbing : Arises when an employee at a h Horizontal

hierarchical level is subjected to attacks by one or more
of their subordinates. This is a rare occurrence. For
example, employees not accepting the manager, loyalty

Named due to the to a former manager, jealousy, etc. KI'he perpetrators of psychological \
\ 9% harassment in the workplace are

8 hargsser being at colleagues with similar tasks and
+ a higher or lower similar opportunities to the victim.
g hierarChica_I I_eVEI /Downward or Bossing Mobbing : Occurs when a \ For e'xa_lmp.le, envy, competition,
than the victim. lower-level employee in the hierarchy is subjected to conflicting interests, personal
psychological harassment by one or more employees in pllssatlsfactlor_\ among employees
higher positions in the company hierarchy. Superiors K'n equal conditions /
use their institutional power to oppress and push their

ksubordinates out of the organization. /
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Differences Between

Mobbing and Harassment

Group Motivation

dynamics | andIntent

framework
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Differences Between
Mobbing and Harassment
Il n summarysg 7

Mobbing and Harassment are both forms of workplace aggression, but
they differ in terms of the nature of the aggression, the group dynamics

Involved, the motivation and intent, and the legal framework surrounding

them. It Is Important for organizations to address both mobbing and

harassment t o Create a saf e an g
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Mobbing vs Harassment

Harassment , in contrast, pertains
to unwanted and offensive
behavior that is based on an
Individual's protected
characteristics, such as their race,
age, gender, or sexual orientation.
It can encompass actions such as
verbal abuse, threats, intimidation,
or discrimination.

Mobbing Is an intense form of
workplace bullying that involves a
collective campaign by co-workers
to exclude, punish, and humiliate

a targeted worker. It is
characterized by impassioned and
coordinated aggression directed
towards an individual.
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Psychological and Financial Impacts
On I ndi viduals and Or ge

Communicate adequately

4

4
2

Maintain social contacts
Maintain their personal reputation
Occupational situation

Physical health

Leymann (1996:170)
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Financial
L Y LJ 4

® ™

Healthcare l 6 aSydSSA aWorkplace Reputation
Costs ¢dzN}y 2 OSNJ 51 Yl 3S

Loss of
Productivity

(Gul and Gul, 2023; Zafar, Abid, Rehmat, Ali, Hassan and Asif,
2022; H b g, Blausen, Bickmann, Hansen, Conway and
Baernholdt, 2021; Fowler and Brown, 2020; Giorgi et al., 2020;
Vessey and Williams, 2021; Hogh et al., 2021)
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Psychological Impacts

The work environment consists of systems,
situations, and conditions in which workers
performs their tasks. Toxic environments
provide repulsive experiences that lead to
poor work performance, acting as cancers
that harm the entire organism.

Victims of mobbing tend to become
Isolated in the workplace, as coworkers In the long term, this structure results in
tend to stay quiet regarding the situation recurrent absences, turnover, worsening
either for fear of becoming a victim of the performance, dissatisfaction, and a lower sense
aggressor or due to the relationship the of well-being, predisposing workers to
aggressor has established with the rest of depressive epil so
the team (Umarova, 2021).
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Gary Namie (2011) states that 41%
of people become depressed after

mobbing, 31% of women become

Incapacitated due to post-event

stress disorders, and irreparable

consequences occur in their

working lives. This rate is 21% for

men I n the study.

Ef f ect O f I\/Iob?
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The victim faces many health and personality-related
problems, either psychological or physical, after
mobbing. Reasons such as severe depression, fear and
lack of self-confidence, panic attacks, loss of anger
control, stomach problems, excessive weight gain or
weight loss affect the victim after mobbing. The victim
dealing with these problems may be fired because he
cannot continue to work during the process, or he may

quithisjobinordertodeal with these

I

o




The Effect of Mobbing on B

Organi zatl ons g

A decreasan productivity

Damageto the name of the businessas mobbing is learned by the business
environment

Increasan the turnover rate of workingindividuals
A Increasen sickleaveasa resultof exposureto mobbing

A Employeecompensatiorand lawsuitscreatefinancialandtime losses

As a result of negativities,the creation of an environment of unrest and increased
debatesin the current systemmayresultin consequencesuchas

A A decreasein the performanceof the organizationin its growth and development
targets
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¢ The Effect of Mobbing on

Communities

A Relationshipsdecrease
A Unemploymentcomesto the fore damage {o
A Disturbanceof socialpeace society

A Increasen healthexpenses
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Case Studies: Case of Racial

Discrimination at IKEA France (2020)

In 2020, IKEAFrance,a subsidiaryof the Swedishfurniture giant, was accusedof racial
discrimination against migrant employees The company was found to have engagedin
systematicracial profiling of employees,particularly those of North African descent Reports

revealedthat employeeswith foreign-soundingnamesor who appearedto be of non-European
originwere disproportionatelysubjectedto surveillanceanddisciplinaryactions,includingbeing
placed under increasedscrutiny for theft and other misconduct The scandalled to the

resignationof severalsenior executivesand prompted IKEAto implement reformsto address
racialdiscriminationandimprovediversityandinclusionwithin the company
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Case Studies: Exploitation of
Migrant Workers in the UK

il Over the years, numerous cases have emerged in the United Kingdom exposing the
exploitation and mistreatment of migrant workers, particularly in industries such as
agriculture, construction, and hospitality For example, in 2015 an investigation by The

Guardiannewspaperuncoveredwidespreadabuse of migrant workers in the construction
sector,includingnon-paymentof wages,unsafeworkingconditions,and threats of deportation
for speakingout againstexploitation Similarly,in 2018 a BBCinvestigation revealed the
exploitation of migrant workers in the agricultural sector, with workers being paid below
minimumwageand subjectedto poor living conditionsand intimidation by employers
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Exploitation of Migrant Farm

Workers In Italy (ongoing)

Italy's agriculturalsectorrelies heavilyon migrant labor, particularlyfrom North Africaand
EasternEurope However,migrant farm workersoften face exploitativeworking conditions,
Includinglong hours, low wages,and inadequatehousing In recent years,numerouscases

have emergedof migrantworkersbeingsubjectedto labor exploitation, humantrafficking,

and debt bondageby unscrupulousemployersand criminal networks Despite efforts by

Italian authorities to crack down on labor abusesin the agricultural sector, challenges
persist in ensuring the protection of migrant workers' rights and holding perpetrators
accountabléefor their actions
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Module 2

ldentifying and Addressing Mobbing Risks
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Learning Objectives

YA
YA

A NS

ldentify and analyze the specific risks deriving from mobbing that workers may face

within different workplace contexts.
Explore and apply risk assessment tools and methodologies to evaluate and

rank mobbing risks.

Develop the knowledge and skills necessary to effectively report mobbing incidents

and create a supportive reporting environment for workers.
Understand and uphold principles of confidentiality and transparency in the context of mobbing

Investigations.
Comprehend the legal and ethical responsibilities associated with addressing mobbing cases

Involving workers, including relevant laws, regulations, and human rights standards.



Co-funded by
the European Union

PConfidentiality and transparency
PLegal and ethical responsibilities In

methodologies addressing mobbing

Contents

Risks deriving from mobbing

Risk assessment tools and

Effective strategies for reporting

mobbing incidents
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1. Risks deriving from mobbing
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Mobbing impacts

Victims

MOBBING

Social

Co-Workers
Families

Psychological

(Khoo, S. B., 2010; McDonald et all., 2015; Pugnerova, M., 2019; Sansone & Sansone, 2015; Sheehan
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Bullied employees

Depression \
Hopelessness N )
: ~|
Loss of appetite
P triti —
oOr nutrition s’

Contributing to health problems
(heart disease, stroke, high blood

pressure, cancer, and diabetes)

Image by pngtree.com (McDonald et all., 2015)
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Emotional burden

Fearful

Less innovative

Undergo mood swings
Experience emotional distress
Find it challenging to concentrate
Negative impact in productivity

Absenteeism

(Sansone & Sansone, 2015; Eriksen et all., 2016; McDonald et all.
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Employers' financial conseguences

Direct expenses legal defense costs for lawsuits, worker's

compensation or healtinelated complaints from affected

employees.

Indirect expenses increased employee turnover, internal
sabotage, absenteeism, reduced worker motivation, decreased

employee productivity or health problems.

(Sansone & Sansone, 2015; Eriksen et all., 2016; McDonald et all.

Image by pikisuperstar on Freepik



Co-funded by
the European Union

TalléM:,
Hidden costs

Clients and industry perceptions
Investors trust

Loss of intellectual capital

Loss of the company's competitive

V¥ -50.23 %

advantage

- 10.0577

¥V -98.6 %

Image by Freepik (Sheehan, M., 2004; Khoo, S. B., 2010; Divincova and Sivakova, 2014
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Mobbing diminishes
organizational

Mobbing exerts commitment, productivity,

detrimental effects on, and tarnishes the
not only individual organization's image and

employees, but also on reputation.

those whowitnessit and
the entire organization.

Image by pch.vector on Freepik (Sheehan, M. 2004; Durniat, K. D., 2021)
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2. Risk assessment tools and
methodologies
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Risks assessment

Human

Activities

(van Duijne et all., 2008)
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Risks identification

ﬁ'\ & actions
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Risk assessment tool

Comprehensiveanalysis of plausible risky
situations

il

A clearsystemfor estimatingthe risk level of
specificscenarios

Adequate risk evaluation, Involving
stakeholdersand combiningrisk analysiswith

deliberationcanenhancedecisionmaking

(van Duijne et all., 2008)
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Questionnaires

Frequency

Selfreporting . Durantion

Nature

© collecta large amount
of dataquickly

Yes/noresponses

© may not capture the
Detalledmeasures

full dynamicsand context

(Cowie et all., 2008)
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Interviews

iIce-breaking
progressivdocusingon the issue
forminga tentative model

confirmingor reformingthe model
through evidencegathering

In-depth exploration of
bullying experiences

(Cowie et all., 2008)
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Monitoring

Managers and supervisors may
also identify workplace bullying
risksby monitoring changesn the
workplace such as increased
absences, altered performance
levels,or decreasedstaff morale

(Australia, S. W., 2016)
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Cultural Context

The same mobbing tools may yield
significantly different results in different
cultural settings Cultural norms and

perceptionsinfluence how behaviorsare
Interpreted. Researchers must be
culturally sensitive and adapt their
methodsto eachspecificcultural context

(Durniat, K.D., 2021)
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3. Effective strategies for reporting
mobbing incidents
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Reporting

Effective Safe and Encourage
reporting respectful work employees to
strategies environment come forward

Early

reporting Is
Workplace paramount
bullying

should never
be tolerated.

(Australia, S. W., 2016)
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Reporting culture

4 Clearly communicatea strict policy of non-
tolerancefor any form of victimizationagainst

workers

Ensurethat reports are met with consistent,
effective,andtimely responses

Transparencyy regularlysharinginformation,
while respectingthe needfor confidentiality

(Australia, S. W., 2016)
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Effective response procedures

PROCEDURES

—

User-friendly

Adaptable

Appropriate

Bewritten in plainlanguageand, if necessaryavailablein
multiple languages

Clearlyoutline how reports of workplacemobbingwill be
handled, emphasizing objectivity, fairness, and
transparency

Define the roles of individuals, such as managersand
supervisors

ldentify external avenues available to workers when
Internal resolutionis not feasible

(Australia, S. W., 2016)
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Tralning programs

Training programs should be
tailored to meet the specific
needs of workers, considering th

Effective
communication

—

Conflit
management

nature of the workplace,
workforce diversity, and varying
literacy levels.

MANAGER
TRAINING

Workload and
performance management

(Australia, S. W., 2016)
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4. Confidentiality and transparency
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Confidentiality and Transparency

a ‘\‘ \i @ Balancing co-nfi(?lentiality - an-d
transparencyis vital to maintain
the effectivenessof workplace

bullying policies and procedures
(AustraliaS W.,, 2016).

(Australia, S. W., 2016)
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Confidentiality

- _ Selective Disclosure to
Building Trust in | Necessary Parties
7 Reporting Process
— Secure Storage of Files

Risks of Breaches:
Erosion of Trust

— Private Discussions

Measures to Maintain
Confidentiality

IMPORTANCE OF
CONFIDENTIALITY
MEASURES FOR
CONFIDENTIALITY

Guidance on Confidentiality
for Involved Parties

(Australia, S. W., 2016)
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Supporting Individuals

Bringing

Encouraging Support
Seeking Support Persons to

WISISHIIO S

Balancing
Confidentiality
with Support

(Australia, S. W., 2016)
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Transparency

Showcasing Commitment to

Promotin
o . Addressing Mobbing

Accountabillity

Providing Generic
Information on Reports,

Keeping Parties
Informed

Timeframes, and Outcomes

Understanding Process
Steps, Contact Details,
Progress Reports,
Outcomes, and Right of
Review

ORGANIZATION

S Building Confidence In
Organizational Efforts

TRANSPARENCY'S
BENEFITS FOR THE

TRANSPARENCY FOR
INVOLVED PARTIES

(Australia, S. W., 2016)
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Actions After Resolving Reports

Follow-up Review for Well-being and Effectiveness

Counseling, Mentoring, Training

Addressing Inequalities Resulting from Bullying

Monitoring Group Behavior
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Reviewing the Work Environment

Examining Work

. Systems,
E(jednr“eﬁs“sr:r? alg?sk g VOrkloads, Staffing
J Levels, Procedures,

FACIOIS and Training
Effectiveness
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5. Legal and ethical responsibilities
IN addressing mobbing
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Legal Framework and Challenges

Advocacy for anti-mobbing
laws by socially responsible
organizations and
governments is crucial for
employee protection.

Complex mobbing cases _ _ _
demand extensive National-level solutions, like

lawsuits, are often difficult and
iIneffective in dealing with
mobbing.

resources and can harm an
organization's image and
reputation
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Organizational Prevention Strategies

Research supports fostering a
workplace culture based on proper
conduct, effective communication,

Prevention effortsatthe and adherence to moral norms to
organizational level, including < - deter mobbing.

awareness campaigns and ,x‘"‘( <

strong anti-mobbing policies,
are the most effective and
cost-efficient approach.

Prevention efforts at the
organizational level, including
awareness campaigns and strong
anti-mobbing policies, are the
most effective and cost-efficient
approach.

(Durniat, K. D., 2021)

of
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Activities
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Role Play

Characters:

Marta (Migrant Worker - Victim): Marta is a diligent and hardworking migrant employee.
She recently joined a new company, eager to prove herself.

Sarah (Manager): Sarah is Marta's manager. She's under pressure to meet strict
deadlines and has little patience for mistakes.

David (Witness Co-worker): David Is a co-worker who shares a cubicle with Marta. He Is
aware of the ongoing bullying but hasn't spoken up yet.



Monitoring Mechanisms

 Setu Emombn mechcnlsmsto
rly review incident reports,

gnevonce frends, stoff tumnover, and

su rogram utilization o ident
m ress emerging patterns.

Communication Channels

» Utilize various communication channels
such as notice boards, intranet, team
meetings, and direct communication from
managers fo consistently communicate and
promote anti-mobbing policies.

Co-funded by
the European Union

Training Programs

« Develop and conduct training programs for
all lev OE of the organization gfocusnng on
awareness, prevention, and effective
response fo workplace mobbing.

Policy Implementation

« Roll out and enforce a workplace
bullying pollcy, either as o stand-

alone or infegr info
exashnpoocges of cteo?\dud or health

and safety policies.
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Training Programs

(-

= Policy Implementation

|

Monitoring Mechanisms
_} e

Communication Channels
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Module 3

Mobbing Awareness and Prevention for Migrant Workers

63
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Learning objectives

J Recognizing signs of mobbing for migrant workers;
J Providingmigrantworkerswith informationon their rights

J Building a support network for migrant workers within the organization.
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What i1s Mobbing? Different from
iIndividual bullying; it
stems from

& organizational
culture creating in
groups and owt
groups.

Group aggression
targeting an
iIndividual to remove
them from a group

or organization.
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What is Mobbing?

Mms: Trauma, depression, anxiety,
tion, suicide.

causes

Insecurity

Jealousy Verbal abuse Perpetrators & Organizations: Loss of
Competition Ak moral compass, damaged reputation,
Fear Cyberbullying low productivity, high turnover, legal
Lack of empathy Workcrelated harassment liabilities.

Social norms
Society: Increased violence,
Intolerance, discrimination, injustice.
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- - Victims, bystanders, and
What 1S MObblng? authorities must

Collective Action Against Mobbing COl |ab0rate

ASeekHelp
ADocumentandreportincidents
AAssertandintervene
ASupportand advocate
Alnvestigateand sanction
AMonitor andcounsel
AProvidecompensatiorandjustice

Creatinga positiveculture

Preventionand CombatingStrategies APromote respect, diversity, and solidarity.

_ . AEncourage a culture that discourages secrecy asgtanp
wRaiseawarenessndeducation favoritism, and supports due process.
wProvidesupportand protection

wEstablisttlear policiesandprocedures
wPromotea positivework culture
wEncourag®pencommunicatiorandfeedback
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Signs of mobbing

A Feeling pressured by their employer to stay in a job or situation

they want to leave

A Owing money to an employer or recruiter or not being paid wha
they were promised or owed |
A Not having control of their passport or other identity documents w
A Being excluded or mistreated by a group ofvearkers or = /r‘:m L
vy,

managers
A Being subjected to verbal abuse, physical aggression, social

Isolation, cyberbullying, or workelated harassment
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Activity: nWhat 1 s Mobbing & Recog]
of mobbing for migrant wor ker

Divide the participators into 4 groups:

Detective: To investigate the mobbing case and find the clues and the suspeetogyisinghe
vocabulary and the information given.

Victim: To endure the mobbing and seek help, by using the vocabulary and the information given, but he
cannot talk in front the perpetrator.

Perpetrator: To hide their identity and motives and try to escape the detection from the detective

Witness: To provide information and evidence to the detective or the victim without being detected by
the perpetrator
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Test your knowledge



el Co-funded by
L the European Union

TalléM:,

Test your knowledge
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Test your knowledge
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Providing migrant workers with information on
their rights

Benefits Delivery programs

Rights and erment Enhances advocacy Channels campaigns
: : and selfprotection I
obligations under Hotlines, websites

) Improved ConditionsBetter living ' '
national and and working conditions ?OCIa| medl?(
International laws Conflict ResolutionPrevents and =l networ =

f _ _ ¢ resolves disputes Trade unions
Effective exercise o Integration; Facilitates smoother Civil society

these rlghts integration and active participation organizations
Consular services

- Monitoring & EnforcementiEnsure laws and conventions are
Aditional upheld

requirements Accountability:Hold violators responsible
0 vect and soliday|

A1 CA
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Building a support network for migrant

workers within the organization

Stakeholders Involved:
Employers, cavorkers,
settlement agencies,
community organizations,

government agencies, legal

experts

Benefits:

Foster a positive work
environment

Respect diversity and
promote inclusion

Access to information and
resources for skill
enhancement and
employability

Provide Clear Documents:

Contracts, wages, benefits,

working hours, health and

safety standards, complaint

procedures

@

Language Support:
Translate important
documents

Use mentoring systems
with experienced
colleagues

Co-funded by
the European Union

Conflict Prevention and
Resolution:

Ensuring understanding
of rights helps prevent
and resolve potential
disputes
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What is Mobbing & Recognize signs of
mobbing for migrant workers?

Maria, a migrant worker from Romania who works as a housekeeper in a hotel in
Cyprus, and Nikos, her supervisor and mentor who is a local Cypriot.

- How do you think Maria feels on her first day of work? W

Maria arrives at the hotel for her first are some of the challenges and expectations that she mig
day of work and meets Nikos, who faces?

welcomes her and introduces her to - How does Nikos show his support and respect for Maria?
the support network for migrant - What might be some of the components of the support
workers within the organization. network for migrant workers within the organization? How

they help Maria with her needs and rights?
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. 4

What is Mobbing & Recognize signs of
mobbing for migrant workers?

Maria, a migrant worker from Romania who works as a housekeeper in a hotel in
Cyprus, and Nikos, her supervisor and mentor who is a local Cypriot.

Maria encounters a problem with a - How do you think Maria feels when the guest refuses to ¢
guest who refuses to pay her for extra her and insults her? How does she handle the situation?
services and insults her. She calls Nikos - What are some of the rights and obligations of migrant
for help, who intervenes and resolves workers under the national and international laws that prot¢

the conflict. them? How can they exercise them effectively?
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What is Mobbing & Recognize signs of
mobbing for migrant workers?

Maria, a migrant worker from Romania who works as a housekeeper in a hotel in
Cyprus, and Nikos, her supervisor and mentor who is a local Cypriot.

Maria receives her first paycheck and notices - How do you think Maria feels when she receives he
that it is lower than what she expected. She first paycheck and notices that it is lower than what g
asks Nikos to explain her contract, wages, expected? How does she communicate her concern
benefits, working hours, health and safety to Nikos?

standards, and complaint procedures. Nikos - What does Nikos explain her? How does he ensure
provides her with clear and accurate that she understands them clearly and accurately?

documents that are translated into How can ensure to improve her conditions and well
Romanian, and answers her questions. being?
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Module 4

Intervention and Support
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Contents
0s to take when mobbing is Pqustleblower protections and
nected or identified reporting channels
Building trust and confidence In leplementing metrics to track the
reporting mechanisms success of antmobbing initiatives

Preventing Retaliation
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1. Steps to take when mobbing Is
suspected or identified
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Early intervention and Response Strategies

Recognizing Mobbing:

Changes in employee behavior
(anxiety, stress, sadness, isolation).
Episodes of humiliation or
iIntimidation (ridicule,
marginalization).

Decrease in work performance
(less productivity, more mistakes).

®

Early Intervention:
Immediate response
prevents risky health and
safety issues.

Early intervention can
eradicate negative attitudes
before they intensify.

Company Policy:

Define mobbing behaviors
and consequences.
Establish impartial
Investigation procedures.

P

Investigation:

Conduct impartial, timely,
and balanced
Investigations.

Rapid intervention upon
confirmation of mobbing.

Reporting Tools: @vl
Ensure safe and
confidential reporting »»
mechanisms.
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Promoting a positive culture

Support for Victims:

Culture of Respect: : :
Provide counseling

Raise AWATEHESS and services and paid leave.
encourage diversity and

nelusion. Ensure legal compliance

with anti-discrimination

Promote open laws.
communication and
problem discussion.
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Approaches

Organizational level

Conduct awareness sessions
on communication, conflict
management, and respectful
behavior.

Monitor work groups and
review prevention measures.

Co-funded by
the European Union

Individual level

Train employees and order
cessation of mobbing behavior.

Provide mediation or other
dispute resolution processes.
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2. Building trust and confidence In
reporting mechanisms
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Trust and Confidence

Confidence is the belief that a
situation will occur to achieve

the goal in risky environments
(Griffin, 1967)

Trustis [ O kelief that the personin
front of us will be honest and
predictable and will consider our

Interests in his relationships and
decisions againstw UMishra (1996

A victim of mobbing must be able to use a confidential and non-confrontational approach, when seeking external assistance or support
(Guideto preventing andrespondingto workplace bullying)
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Avold further damage and limit the consequences

Review the risk assessment to identify

the additional measures to be taken. Do not leave the worker alone who has

suffered or who withessed an act of
violence in the following hours to the

event

Inform other workers to prevent this from

happening spread unfounded rumors Guarantee the participation, solidarity

and support of management personnel
to the victim

Provide support to the victim immediately
and in phases subsequent in case of post

traumatic syndrome

Offer support to the victim in completing the

formalities administrative and legal (complaints,
legal actions, etc.)
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Confidentiality and Tranp arency

Confidentiality Transparency
& Discuss sensitive information with  Inform parties about steps and
only those who need to know. timeframes for resolving bullying.
4 Securely archive documentation » Provide contact details for
and conduct private orogress updates.
conversations. sDemonstrate the organi
A Support should be accessible commitment to addressing

without breaching confidentiality. mobbing.
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A\

HR and | eader so rol e

¢ 0@ oo

®
5 o o o 5 o
Encourage open  Actively listen to Implement Provide training Lead by Recognize and
dialogue victims' comprehensive and education example reward positive
experiences and policies behavior
concerns

(Nurturing Trust in the Face of Workplace Bullying, 2023)
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3. Preventing retaliation




I a I k o Co-funded by
z”f the European Union

Retaliation

Any adverse action against an employee resulting from that employee engaging

In protected activity, that can include reporting misconduct or discrimination,
filing a complaint, or participating in aninvestigation.

Nearlytwo thirds of whistleblowers experienced retaliation: 69% were forced to

retire, 68% had to be more closely monitored by supervisors and 64% were
blacklisted from getting another job in their field.
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Confidentiality and Transparency

When employees have the opportunity to report suspicious activity or harmful
behavior without fear of possible retaliation, they are more likely to feel

encouragedto do so. This is why it is Important for whistleblowers to know the

current legislation on the matter, so as to have any legal advantages and always
make use of the reporting channels that companies make available. This is

because, as explained above, these channels can promote anonymity, protect the
worker who Is reporting and ensure transparency.

(Cowie et all., 2008)
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Methods to prevent workplace retaliation

Encourage a Conduct regular

culture of audits and
Create a clear openness and Investigations
and effective respect

reporting system

\é | Have a Zero- Q Provide support Q |
tolerance policy and protection to

towards retaliation employees

Source: https://www.chrmp.com/how-to-prevent-workplace-retaliation/
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4. Whistleblower protection and
reporting channels
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Whistleblowing Aithe disclosure
members (former or current) of

llegal, iImmoral or illegitimate
practices under the control of

their employers, to persons or
organizations that may be able
to effect acti oL
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Whistleblowing

External whistleblowing

Internal whistleblowing

Complaints are made publicly,
often to judicial authorities or the
press, typically due to a lack of
trust In internal processes or
perceived inadequacy in handling
the issue internally.

Employees report wrongdoing
through the company'sinternal
channels, aiming to address
unethical or illicit acts within
the organization.

(Marcum & Young 2019; McCarthy, N. 202
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Reporting channel

Size of the

organisation

More transparent and

; Number of Wﬁ;?eug?(ix% responsible work Trust
employees g culture

— Indurtry

Reporting
Channel

(Marcum & Young 2019; McCarthy, N. 202
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Whistleblowing channel

Establish internal
complaint channels

Regulating
whistleblowing:
more transparent
and responsible
work culture

Co-funded by
the European Union

Transparency
EqualTreatment

Tool that allows you to
communicate, in @onfidential
mannerand with asimple
form, the potentially irregular
activities and behavior that
could lead to a breach of the
Code of Conduct and / or the
possible commission of a
criminal offence.
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Solve
the
problem

Further
Investigation

Accessible
and safe

Provide . V Define the
Evaluate assistence aproach

(Marcum & Young 2019; McCarthy, N. 202
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Conclusion

Developing an effective reporting channel:

helps identify and address issues early by acting |
timely manner

encourages the promotion of a culture of
responsibility and integrity

guarantees the identification of corrective
measures to improve the work environment to
ensure that it is a place where you feel involved a
respected.

(Marcum & Young 2019; McCarthy, N. 202
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5. Implementing metrics to track

the success of antl -mobbing
Initiatives.
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Mobbing effects

damage to
the workers
who suffer It

cost
Implications
for
companies J

(Monateriet al., 2000.

$

' @

HEEN
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useless waste of
resources (time,
intelligence,
iInformation)
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Never abandon your workplace and do not take unjustified

absences.

»  Tryto react to personal attacks.

»  Collect all possible evidence of the alleged mobbing behaviors.

n Keep a diary where you can note the dates of bullying
situations and behaviors.

»  Glve a chronological and detailed account of the psychological
and physical symptoms accused and attributable to the alleged
mobbing.

» GO to public facilities and antimobbing offices for diagnosis
and treatment.

»  Collect any medical documentation from the first symptoms of
discomfort.

»  Avoid extending absences due to iliness beyond the
contractually agreed maximum period of time.

» In periods of greater tension, a period of rest can be useful.

»  Contact a lawyer when the employment relationship is still in

force for preventive protection of your employment position.

Behaviours to follow

15

(Citizen Defense Movement, MDC)
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Promote a Healthy Work Environment

Training:
Raise awareness
of mobbing.Build

workplace well-

Organizational
Management:
Manage work

groups effectively.

Work Planning:
Reduce stress and

frustration.Prevent mutual being.
aggression.
/~ : e , | | e8¢ |
3 Personnel ln./T. Performance -
Selection: e Evaluation:
| Assign precise ' Use known and shared |
roles and criteria.Provide
responsibilities. constructive feedback.

(Citizen Defense Movement, MDC)
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Effective Anti -Mobbing Policy Elements

Behavioral Descriptions: Mobbing Treatment Procedures:
»  Required behaviors and mobbing »  Clear treatment protocols.
characteristics.

Zero Tolerance Declaration: Policy Oversight:
, hNEIFIYATIIGA2yQa &l yOS || 3ltehtyy FesponsiBldimiviguasd
»  Reference point for polickelated queries.

Consequences: Policy Monitoring:
»  Penalties for violating regulations. »  Detalls on how the policy is tracked.

(Cooper, Hoel and Rayner, 2002)
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Monitoring and Metrics

Key Performance Indicators (KPIs): Measure
employee productivity and cost savings.

$

Return on Investment (ROI): Financial outcomes
of initiatives.

Engagement Metrics: Assess interaction with ‘

Initiatives. ‘
Employee Metrics: Satisfaction, training
completion, and productivity.

$

Social Impact Metrics: Awareness of bullying,
community outreach, positive social change.

(Cooper, Hoel and Rayner, 2002)
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Creating Inclusive Work Environments
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Introduction of the module

The module clarifies the theoretical framework

on the concepts of diversity and inclusion in the

workp
be Inc

ace. It a
uded int

SO reviews elements of D&l to

ne business case.

It gives an understanding of the strategies for

improving

strategy.

and promoting Inclusion and
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At the end of the module the

learner will

be able to:

J discuss and prioritise D&l principles In

v

v
v

setting business objectives;

understanding t
Implementing D&

ne Importance  of

oromotion strategies;

knowledge of best practices regarding

the inclusive working environment

learning about

supporting employee

resource groups for employees with a

migrant background
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Contents

vUnderstanding how an inclusive workplace operates

Inspirational quotes and brainstorming on D&I concepts, theoretical framework

Strategies for promoting diversity, equality, and inclusion
|deas for strategies to promote D&I; Steps to take to support an employee resource group

Good practice in accommodating diverse needs and backgrounds
Support employees resource groups
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Creating and

managing a diverse

workforce Is a process,

not a destination.
R. Roosevelt Thomas,
Jr.

o
€ Reflecting on the concepts of diversity

and inclusion

66

You deserve a circle of

Inclusion and influence,
but 1 tos up
create it.

George Washington

14

Inclusion is not a
maitter of political
cofrectness. It is the
key to growth.
Jesse Jackson
(Activist)
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Using people to be
Inclusive is not an
attack. It is progress.
DaShanne Stokes
(Sociologist)
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o
€ Reflecting on the concepts of diversity
and Inclusion

66

oDi fference 1s of the essencegof humanity.
accident of birth and it should therefore never be the source of
hatred or conflict. The answer to difference is to respect it.

Therein lies a most fundamental principle of peace: respect for
eace Prize )\

diversity.n (John Hume,
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How we define the diversity?

The definition of diversity in the workplace includes all the different characteristics and aspects with the
employees come up Iin contact within the work environment. On the one hand we have diversity given by
race, age, gender. And on the other hand the degree of diversity is enriched by other factors such as:

A Educational background
A Experiences

A Talents

A Skills

A Opinions

A Personalities

A Socioeconomic status
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a holistic culture that integratesdiversity, equality, and variousother facetsof the work environment.

Inclusionin the workplace meansmaking sure mplc1yeesfeel safe and accepted,so they don't haveto hide or
hold backany part of who they are.

An inclusive culture empowers diverse talent to bring fresh ideas and share their unique experiencesand
perspectives driving innovation, growth, and engagement The employeesare encouragedto work in ways that
suit their individual needs,allowing flexibility to maintain a

healthy work-life balancewhile deliveringtheir bestfor the organization

Source: https://www.inclusiveemployers.co.uk/about/what-is-workplace-inclusion/
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Equality and equity

Equality in the workplace means treating all employees Equity recognizes that employees have different needs

uniformly, with the same rules, benefits, opportunities, and and circumstances.

resources provided to everyone, regardless of individual

differences. Equity means providing fair treatment for everyone by
ensuring that norms, practices, and policies do not allow

Equality is covered by the legal framework in the European identity to determine opportunities or workplace outcomes.

countries. A related term is equality of opportunity and

treatment.

Source:https://www.inclusiveemployers.co.uk/about/what-is- Source:https://www.inclusiveemployers.co.uk/about/what-is-

workplace-inclusion/ workplace-inclusion/

Oljdz-r f AGeé YSEkya UUNBFOGAYI SOSNE2YS GKS &l YSTI 6KAETS Sldzade
adjusts support accordingly to achieve fair and equal results.
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How do you
understand the
Inclusion and
diversity at the
workplace?
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The following is a diagram that can
assist you in thinking of the many
ways in which we are different and
similar, and the various levels at
which this diversity impacts both the
private and public spheres of our
lives

Co-funded by
the European Union

Ta“éng . Dimensions of Diversity

Drag and place the elements in the appropriate section of the circle.

ORGANIZATIONA

race perSonal
experiences work location
| p family status historical division/
| PRIMARY
_— events group/unit
1"" e 5 citizenship functon
— Socioeconomic
. ethnicity union status
Personality affiliation 2%
& Thll‘lkll‘lg gender political events national origin
Style
e individual
pellgton interests 269
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Inclusivity Checklist

Q The leadership of our organization is diverse (multiracial, evenly
split between men and women, multicultural, etc)
We make special efforts in recruitment, particularly targeting women
Q and people of color for key management/leadership positions.
Our mission, operations, and products reflect the contributions of

diverse cultural and social groups.



Tal

OO O O

[
Inclusivity Checklist

We are committed to fighting inequity within the organization and in
our work in the community.

Members of diverse cultural and social groups are full participants
In all aspects of our organization's work.

Speakers from any one group do not dominate meetings.

All segments of our community are represented in decision making.
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Inclusivity Checklist

Q There Is sensitivity and awareness regarding different religious and cultural
holidays, customs, recreational preferences, and food preferences.
We communicate clearly, and people of different cultures feel comfortable
Q sharing their opinions and participating in meetings.
Q We prohibit the use of stereotypes and prejudicial comments.

Ethnic, racial, and sexual slurs or jokes are not welcome.
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Understanding how an inclusive

workplace operates

An inclusive work environment includes leaders, groups

and members of an organization participating and
contributing according to their abilities, regardless of
individual differences and identities, leveraging the

necessary and optimal resources and means. The

inclusion component is ultimately given by the sense of
belonging that all involved feel. Those who are involved
all perceive their contribution and themselves as
respected, valued and appreciated.

Angela Wright, Andrea Graham. Diversity Management: Perspectives of a Diverse
and Inclusive Workplace. Findings from the ICT sector, 2021
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Understanding how an inclusive

workplace operates

Within organisations D&l structures can be represented

by:
A diversity reflection in organisational culture, mission

and values;

A designating a responsible for D&I;

A employees resource groups / diversity and inclusion
councils / employee networks;

A specialised training;

A diversity committees.

Angela Wright, Andrea Graham. Diversity Management: Perspectives of a Diverse
and Inclusive Workplace. Findings from the ICT sector, 2021






