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Abstract

This paper reports the first known study on workplace bullying in The Bahamas. Over 2,000 people
participated in an Internet-based study in the spring of 2020. The data suggest that 22% of the
workforce may suffer from severe workplace bullying. This is a relatively high figure and is a
potential cause for concern. While no difference in the rate of bullying between male and female
workers was identified, the underlying associations which appear to put males and females at risk
of workplace bullying vary. For both males and females, exposure to negative behaviours at home
and school were associated with elevated rates of workplace bullying.

My manager had a nickname for me
because I'm disabled: “damaged goods.”
My manager and my boss were not the
nicest people, and they were constantly
looking over my co-workers and my
shoulders. The pair were smiley to our
faces but to other co-workers they would
say rude and inappropriate remarks not
realizing that my co-workers and | tell
each other everything! (Participant A,
2020)

Introduction

While workplace bullying has attracted the
attention of researchers for some time,
differences in defining and measuring it
persist (for example, Lewis et al., 2008;
Anjum et al.,, 2019). Anjum et al. (2019)
suggest a concise definition: “workplace
bullying is essentially about purposeful
breaches of an individual’s space of dignity,
rights, and integrity” (p. 1). For behaviours to
be considered bullying, they must occur
regularly, occur over a prolonged period of
time and arise from a power inequality
between the victim and the bully (Anjum et
al., 2019). In their review of the components
of bullying, Cowie et al. (2002) considered
not only types of bullying activities but also

the frequency of bullying, imbalance of
power, perspective of the “victim” and
“victimizer”, and workplace culture. While
there appears to be no single definition of
workplace bullying, it is recognized that the
actions must be repetitive and the victims
must have difficulty in defending themselves
from the victimiser (llling et al., 2016).
Workplace bullying has been viewed as
demonstrating parallels with school bullying,
due to or arising from an imbalance of power
(Cowie et al., 2002).

In The Bahamas, bullying is commonly
associated with children in a school setting
where one student exerts some sort of power
over another (“Bittersweet end to summer”,
2011). In 2012, it was found that 26% of boys
and 17% of girls have been physically bullied
(“The Crime of Bullying”, 2014). Bullying at
school is not dissimilar to the workplace
when either peers or those in authority use
their position, or some other perceived
advantage, to exert some sort of power over
another. This has parallels with the use of
punishment in the home where the
discipline/punishment is exerted by siblings
or parents to correct/control behaviours
which are deemed undesirable. Further, in the
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case of interpersonal violence, the victim can
be subjected to physical or emotional harm as
victimizers attempt to force victims to
conform to their wishes. Abusive behaviours,
including harsh discipline and other
behaviours of concern, have been
documented in The Bahamas by Fielding et
al. (2016) and the fact that prisoners
demonstrate higher rates of victimization
compared to the general population heightens
the concern. Therefore, the workplace can
become another manifestation of the power
struggle between people, which can occur in
a number of different settings throughout
their lives.

Negative workplace behaviours have been
the focus of considerable research worldwide
and, in the United States, Clark et al. (2013)
indicate that workplace incivility is getting
worse. Amongst the mix of factors which
contribute to workplace bullying are gender
and management (Sansone & Sansone,
2015). In lItaly, for example, females have
been found to be at greater risk of bullying
than men (Campanini et al., 2006). Further
differences between the sexes with regard to
workplace bullying have been attributed to
factors beyond the workplace such as child
rearing (Tonini et. al., 2011). Research has
resulted in identifying negative consequences
to both the employee (Tuckey & Neall, 2014)
and the economy, which result from bullying
at work (Vega & Comer, 2005).

Workplace bullying has been found to have
negative consequences beyond the victim
(Vartia, 2001) and the effects of workplace
bullying can be long-term (Nielsen et al.,
2012) and lead to depression (Theorell et al.,
2015). An examination of the effects of
workplace bullying in Barbados highlighted
the association of workplace bullying and
various negative effects, such as exhaustion
and depression, but not sick leave mandated
by a doctor (Devonish, 2013). A study from

Jamaica, Barbados and Trinidad and Tobago
noted the linkage between workplace
bullying and intentions to leave the
workplace, a finding which is consistent with
the wider literature (Singh, 2018). In
Trinidad and Tobago, 54% of nurses, the
majority of whom were female, reported
being intimidated at work, putting them at the
higher end of reported workplace bullying
worldwide (Onuoha et. al, 2014). Workplace
bullying reduces engagement in work as it
reduces the level of job satisfaction
(Trépanier et al., 2013).

Complaints by various groups that the
Bahamian workforce lacks soft skills and
offers poor customer service (Fazio & Pinder,
2014) may be influenced by the bullying
which takes place in the workplace; that is,
employee dissatisfaction with their work is
reflected in their treatment of customers.
Customer service is a key feature of tourism
so, in a tourism-based economy, bullying
may have important economic consequences.

While no study on workplace bullying in The
Bahamas appears to have been published,
generic newspaper articles (for example,
Ranger, 2018) and reports highlight that
some members of the workplace feel they
have been bullied or victimized. One aspect
which is admitted is that of “political
bullying” (Strachan, 2012; Hanna, 2020).

It should be noted that workplace bullying
occurs across a range of regions as well as
gender (de Smet et al, 2005) and
occupational areas (llling et al., 2016). Even
in a university setting in the Czech Republic,
13.6% of employees have been victims of
bullying (Zabrodska & Kveton, 2013). Of
interest is that in the absence of public studies
on workplace bullying in The Bahamas, it is
recognised that workplace bullying can be
detrimental to the functioning of businesses
(Ferguson, 2012).
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While it is appreciated that violence in
various forms occurs in Bahamian society
(Fielding et al., 2016), it has also been noted
that various forms of violence and attitudes
towards the acceptance of violent behaviours
can be higher in The Bahamas than elsewhere
in the region (Sutton & Alvarez, 2016). If
rape and murder are considered as arising
from extreme forms of bullying, the
relatively high figures attributed to The
Bahamas indicate that bullying in its most
general form can be considered a cause for
concern. Within Bahamian society there is
much concern about gender-based violence
as is reflected in the Strategic Plan to End
Gender-based Violence in The Bahamas
(Bahamas National Task Force for Gender-
based Violence, 2015).

Due to the fact that different forms of
violence and their associated fears are
associated more with one sex than the other
(for example, rape in the case of females,
Bethel and Fielding [2020] and Fielding
[2019] and murder in the case of males
[Hanna, 2017]), the results from this study
are indexed by sex. Further, as has been
demonstrated previously, women in The
Bahamas typically have more years of
education than men, although they get paid
less for their employment (Fielding, 2014), a
situation ~ which  persists  (Bahamas
Department of Statistics, 2019). Hence there
are structural imbalances which disfavour
women and which demonstrate the structural
inequalities which women face in The
Bahamas (Fielding & Ballance, 2019).
Therefore, it is appropriate to consider
workplace bullying by sex to ascertain
whether there are gender-based differences in
this interpersonal behaviour.

Arising from the concerns such as those
outlined above, a study was undertaken in
February/March 2020 to obtain some
preliminary data as to how common

workplace bullying might be in The Bahamas
and what may be some of the influences with
which it is associated. In particular, the study
set out to: (1) demonstrate the presence of
bullying in the Bahamian workplace, (2)
examine how workplace bullying might vary
between men and women, (3) determine
whether workplace bullying might vary
between workplaces, (4) uncover linkages, if
any, between workplace bullying and a
person’s intention to leave that workplace,
and (5) uncover linkages, if any, between
negative experiences in the life of the worker
outside of the workplace and their experience
of bullying at work. Information on these
issues would assist in situating The Bahamas
within the wider context of workplace
bullying. Also, information might highlight
the need for training and awareness of any
negative consequences of bullying and
ultimately any constraint it might impose on
the prosperity of the country.

Method

In assessing negative workplace behaviours
in the National Health Service in the United
Kingdom, Illing et al. (2016) gave a review
of helpful measures. Consistent with other
researchers, we use the Negative Acts
Questionnaire-Revised (NAQ-R) in Einarsen
et al. (2009). This scale, which has been used
in numerous settings, allows us to locate the
findings from this study in the wider
literature on workplace bullying.

The NAQ-R considers workplace bullying in
three dimesons. The 22 items cover: (a) work
bullying, (b) personal bullying, and (c)
physical intimidation. For this study, an
Internet-based survey was devised which
included the NAQ-R. In appreciation that a
person’s perception is their reality, a simple
perception question regarding being bullied
at work was also asked of each participant. In
addition, information on the participant’s
workplace—such as the nature of the
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employer, the area of the economy in which
the respondent worked, simple
demographics, information on school
bullying, exposure to childhood discipline,
violence in the home and intimate partner
violence (IPV) were collected. IPV focused
on physical violence between intimate
partners as this is a key feature of IPV and
sexual abuse in The Bahamas (Bethel &
Fielding, 2020). Questions on turn-over
intentions were taken from Van Dyck (2013).
Qualitative data were also collected from
respondents who wished to share their
experiences of workplace bullying. Some of
these responses are quoted verbatim.

The study’s target population was adults aged
18 or over who were in paid employment and
ordinarily resident in The Bahamas.
Respondents were recruited via a snowball
sample using the contacts of university
students as the starting point. Recipients of
the request to participate were asked to
forward the survey link to persons in their
contact groups. It was expected that this
method would result in a sample of 2,100
respondents as each student was asked to
recruit 100 respondents. It was anticipated
that this approach would result in a large
number of respondents from different sectors
of the economy, from workers from across
the country, and so allow for the linkages
between any negative experiences inside and
outside the workplace to be assessed.

This study was approved by the Institutional
Review Board (IRB) of University of The
Bahamas and the requisite permission to use
the Revised (NAQ-R) Scale was obtained.

Results

A total of 2,579 people entered the survey, 12
declined to participate. Of the total, 2,123
were currently employed and receiving
money for their labour and were ordinarily
resident in The Bahamas. Further, some

people who entered the survey answered very
few answers or were under the age of 18; one
person did not give their sex and nine
identified their sex as “other”. As a result,
2,060 respondents were retained in the
dataset. Not all of these respondents
answered every question and so this
represents the maximum number of
respondents to any particular question.

Overview of participants

The majority of participants were female
(70.6%). As nine respondents gave their sex
as “other”, they were omitted when the data
are presented by sex. The modal age group
was 28.9% (of 2,058) and modal time in the
workforce was 20 years or more (33.1%).
Most respondents were currently employees
(96.4% of 1,713 responses) and 3.6% were
self-employed. The distribution of the
highest level of education attained is shown
in Table 1, with females being more likely
than males to have post-high school
education (x> = 59.5, df = 6, N = 2055, p <
.001).

Table 1

Respondents’ highest level of completed

education, %s within sex
Highest level of education

Male Female
completed
Less than high school 0.7 0.4
High school 35.8 26.9
Post high school 158 137
vocational training
Associate’s degree 15.1 18.2
Bachelor’s degree 15.4 25.6
Master’s degree or higher 8.3 8.9
Professionally
recognized
qualification (e.g.: CPA 8.6 6.3
etc.)
N 603 1,452
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Experiences of negative behaviours outside
the workplace

Participants’ experiences of violence outside
of the workplace were common. Most
participants had been hit by a household
member, with boys being most likely to
suffer from violence as a result of an object
(x =31.3,df =3, N = 1,594, p <.001), (see
Table 2). A minority of participants had not
been hit at home as a means of punishment.

Table 2
Respondents’ experience of violent punishment
at home, % within sex

When growing up, hit as

punishment by a Male Female
household member

With the hand 23.5 31.3
With an object (switch, 65.6 507
strap, etc.)

I wguld consider this 46 74
punishment abuse

Not hit 6.3 10.6
N 477 1,117

Bullying at school occurred almost equally
between the sexes ()(2 =185 df =2, N =
1,593, p = .40) and about one third of both
males and females claimed to be victims of
school bullying (see Table 3). These figures
are higher than those reported in 2012 (“The
Crime of Bullying,” 2014); however, that
study reported on physical bullying.

Table 3
Respondents’ experience of bullying at school, %
within sex

Bullied at school Male Female
Yes 36.8 335
No 55.9 58.2
Not sure 7.3 8.3
N 478 1,115

Similarly, both male and female participants
emerged from homes where their mothers

were equally likely to have be abused (y° =
2.76,df =2, N =1,612, p = .25; see Table 4),
and about one third of both males and females
claimed to be victims of bullying.

Table 4
Respondents’ recalling their mother being hit by
her imitate partner, % within sex

Mother hit Male Female
Yes 13.0 16.3
No 84.2 81.2
Do not remember 2.7 2.6

N 476 1,136

Of those participants who had engaged in
sexual intercourse, women were more likely
than men to have been hit by their intimate
partner (27.3% cf 15.5%; ¥~ = 16.5,df = 1, N
=1,022, p =<.001).

Respondents’  perceptions  of  their
workplace bullying

In Tables 5 to 13, we report workplace
bullying as perceived by the respondent, not
through the NAQ-R scale. Women were
more likely than men to feel they had been
ever bullied in the workplace (y° = 16.2, df =
3, N = 2,058, p = .001; see Table 5),
demonstrating that women are more likely
than men to emerge from a violent home to
work in what they perceive to be a hostile
work environment.

Table 5
Respondents’ perception of being ever bullied in
the workplace, % within sex

Ever bullied Male  Female
Yes 30.2 38.0
No 61.8 52.3
Not sure 4.3 5.9
This is my first job 3.6 3.9
N 605 1,453
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As noted in Table 1, females in the study
reported more education than males. As
education is associated with employment
opportunities, it is useful to examine the link
between education and bullying. Table 6
indicates that women with higher levels of
educational attainment are more likely to

report being bullied than men with the
corresponding level of education. Therefore,
education does not appear to be a protective
factor for women from bullying. For both
men and women, bullying rates differed with
the level of education attained.

Table 6

Percentage of respondents, by sex, being bullied with highest level of education completed.
Highest level of education completed Male Female X2p =
Less than high school* 0.0 66.7 -
High school 22.0 20.5 .89
Post high school vocational training 24.7 23.5 .67
Associate’s degree 28.7 25.6 .48
Bachelor’s degree 10.5 25.9 .006
Master’s degree or higher 233 38.6 .040
Professionally recognized qualification (e.g.: CPA, etc.) 9.1 32.0 .003
N 509 1,452

Note: *Percentages in this group are based on four observations for men and six for females.

Men were more likely than women to work
in multiple workplaces (y?> = 14.2,df =3, N =
2,042, p = .003), Table 7. It was in
anticipation of such a result, based upon other
studies in The Bahamas (for example,
Fielding et al., 2019) which indicate that
people have more than one job, that when
participants were asked about their negative
workplace experiences in their current work
place, they were asked to select just one
current workplace and report on that one job
only.

Table 7

Number of places of work, % within sex
Number of workplaces Male Female
1 67.6 75.4
2 20.2 15.0
3 4.7 3.1
More than 3 7.5 6.6
N 599 1,443

When asked about their perception of
bullying in their current job, females were
slightly more likely than men to consider
themselves bullied; however, the difference
just failed to reach a formal level of statistical
significance (X2 =5.74,df=2,N=1,698, p =
.057), about one in four respondents felt
bullied (Table 8).

Table 8
Respondents’ perceptions of being bullied in
their present workplace, % within sex

Currently bullied Male Female
Yes 20.6 25.9
No 69.4 64.1
Not sure 10.0 10.0

N 510 1,188

The consequences of this bullying can be
appreciated in that both and males and
females were more likely to be thinking of
leaving their workplace than if they had not
been bullied, and not even just change jobs
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within the same workplace (Table 9).
Bullying had an even greater impact on
respondent happiness in the workplace, with
a lowered likelihood of respondents being
happy when they were bullied. Females who
felt bullied were even less likely than males
to feel happy in their jobs. This attitude
reflected in them being more likely to think
of changing their job. Consequently,
workplace bullying has the potential to
produce greater instability in the female
rather than male workforce. This may mean
that in those areas of the workplace
dominated by females, such as nursing and
education, the effects of workplace bullying
might be most marked. In addition to wanting
to leave the workplace, as illustrated by one
participant, being bullied can result in
reduced creativity:

My superior was very controlling, gave
impossible deadlines, always said no, shut
you down if you tried make suggestions,
really stifled creativity and independence.
The worst was they never defended the
staff, preferring to ally themselves with the
senior management. As a result, I simply
stopped offering suggestions because they
would not be accepted. It got the point
where | wanted to quit. | took my personal
effects home and prepared a resignation
letter. In retrospect, | suppose the superior
was afraid of being shown up as
incompetent, so that is why they exhibited
that imperious behaviour. But not taking
the staff's side made the work environment
intolerable. (Participant B, 2020)

Table 9

Association between bullying and turnover intentions, % within sex
Those agreeing with: Male Female

greeing with: Bulied  NotBullied Bullied  Not Bullied

Wanting to move jobs, but remaining in the 48.7 28.9 48.2 293
same workplace
Thinking of about leaving this workplace 60.1 35.9 68.8 33.2
Overall feeling happy with this job 48.1 72.0 36.7 73.5
N = 100 350 300 740

Note: All differences between the bullied verses not bullied figures have a ¥? test significant at p < .001

Employees on a fixed contract were at
greatest risk of feeling bullied, but this
difference was not statistically significant for
males. However, women on fixed term
contacts felt most likely of all female
employment groups to be victims of bullying
(see Table 10).

Table 10
Percentage of respondents by sex, within terms
of employment, who reported being bullied

Terms of employment  Male Female
Permanent contract 18.6 27.0
Fixed term contract 24.7 30.5
No contract with

employer 17.4 18.9
Self employed 21.1 16.0
Other 14.3 314

X2 p = .1 for males, and p = .029 for females.
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For both males and females, employment by
the government puts them at greater risk of
being bullied than working elsewhere (see
Table 11).

Table 11
Percentage of respondents by sex being bullied
by nature of employer

Employer Male Female
Self employed 16.8 20.0
Government 30.3 334
Private sector 18.4 25.4
N 458 1062

x% p =.011 for males, and p = .011 for females.

Even at the senior levels, women at
management levels reported being just as
likely to be bulled than women at non-
management levels (x® = 15.14, df = 12, N =
1,171, p = .234). This was in contrast to the
pattern of bullying in males (x* = 29.3, df =
12, N = 510, p = .004), where managerial
positions appear to protect them from being
bullied (see Table 12). As might be expected,
managers tended to be less bullied than those
in less senior positions.

Table 12
Percentage of respondents reporting being
bullied by position and sex in the workplace

Position in the workplace Male  Female
Senior manager 12.7 20.7
Manager 16.4 26.5
Supervisor 24.7 29.7
Technical support 12.0 19.7
Secretarial/clerk 31.6 28.0
Manual staff 30.6 28.1
Other 11.5 22.7

Although not the focus of this study, one
participant provided an insight as to how
managers can bully through the imbalance of
power:

My direct line of report includes bullying
from two persons: One is incompetent but
is unaware of said incompetence which
results in her tyrannical style of
management. This person’s ‘leadership’
style includes shouting, humiliating
employees, threats of termination, etc. The
other is an absolute bully and is allowed
to continue this behaviour because of
some perceived special skillset that she
possess. This person exhibits bullying by
shouting, lying, withholding pertinent
information. It is widely known and
accepted that if she is mad at you there
will be adverse consequences as she will
use her influence to your detriment.

Associations between negative experiences
in the life of the worker and workplace
bullying

The effect of earlier violence in the lives of
participants was associated with different
impacts on their risk of being bullied in the
workplace (Table 13). While men were more
resilient to being hit at home or seeing their
mother being hit by her intimate partner
compared to females, bullying at school was
associated with increased workplace bullying
for both males and females. While the
percentages of men who were bullied in the
work were higher than when they have been
exposed to childhood violence compared to
not being exposed, the increase was less
marked for men than for women. So
typically, violent experiences outside of the
workplace are more likely to be associated
with increasing rates of bullying. Therefore,
the possible effects of violence outside of
work are important in the work life of both
men and women.
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Table 13

Respondents’ experiences of childhood violence and being bullied in the workplace, % by sex within level

of childhood violence

Childhood Male Female
experiences Bullied Not bullied X:p Bullied at  Not bullied X2 p
of violence at work at work work at work
Hitting at home was abusive 9.4 3.1 .028 12.4 5.0 <.001
Bullied at school 54.2 30.8 <.001 51.9 23.6 <.001
Hit by respondent’s intimate 5 13.1 145 31.8 23.6 .008
partner
Mother hit by intimate 13.7 12.7 0.82 21.1 14.1 <.001
partner

Note: *Hit as a means of discipline

Experience of bullying measured by NAQ-R difference should not be overlooked

The NAQ-R is a validated measure for
assessing workplace bullying. Thus, while
the respondent’s perceptions of bulling are
important, this scale allows for those who
may have been bullied, yet deny it, to be
correctly identified. Notwithstanding the
limitations of this study (discussed below),
the use of this scale also allows for the results
from this study to be compared with other
studies which have used this scale.

Cronbach’s alpha for the NAQ-R scale was
good at .94. The most widespread experience
of bullying related to having opinions
ignored, withholding information and
spreading gossip, which were experienced by
about 60% of respondents (Table 14).
Excessive monitoring of work and being
asked to do work below the level of the
respondent’s competence were reported to
occur on a daily basis by about 10% of
respondents. Overall, there were few
differences in the experiences of males and
females. Being humiliated or ridiculed in
connection with work was a little more likely
to be experienced by females (46.3%) than
males (41.5%). Although this difference was
not statistically significant (y~ = 5.09, df = 4
N =1,719, p =.278), the Binomial Effect Size
Display is 5.4% with an Effect Size of .1109.
As Cohen’s d = .12 is relatively large, this

(Lenhard & Lenhard, 2016). Overall, 7.8% of
male and 5.7% of female respondents have
never experienced any of the actions listed in
Table 14 which indicates that most members
of the workforce suffered some form of
workplace bullying. Table 14 also indicates
that the most common elements of workplace
bullying are associated with work-related
bullying (WR) and that physical intimidation
(P1), while relatively rare, occurred between
one in five and one in ten participants. The
quotation above from a participant also
illustrates what can be appreciated from
Table 14.

The bullying scores from the NAQ-R can be
used to determine the level of bullying
experienced by respondents (Notelaers &
Einarsen, 2013). It is evident that there is
little difference in the exposure of males and
females to bullying (x> = .82, df = 2, N =
1,619, p = .67), which is at variance to the
perception of respondents and their self-
reported perceptions of bullying (see Table
15). This suggests that respondents may be
including behaviours which are not included
in this scale, or there are deeper
dissatisfactions with the workplace which are
not actually bullying actions.
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Table 14

Respondents’ experiences of bullying activities, in the NAQ-R % by sex

Experienced daily Ever experienced

Factor Bullying action Male  Female Male Femal
WR Having your opinions ignored 6.9% 6.3% 60.3% 60.4%
WR Someone withholding information which affects 8.0% 6.6% 59.9%  60.9%
your performance e o7 = =
PR Spreading of gossip and rumours about you 7.4% 6.2% 59.2% 61.3%
WR Excessive monitoring of your work 10.2% 10.4% 56.2% 56.3%
PR Being ignored or excluded 3.7% 6.3% 55.6% 60.2%
WR  Being ordered to do work below your level of 0 0 o 0
competence 103% 8.5% 53.9% 52.3%
WR Being exposed to an unmanageable workload 7.7% 8.6% 50.4% 54.9%
WR Being given tasks with unreasonable deadlines 6.3% 5.6% 50.3% 53.1%
PR Having key areas of responsibility removed or
49 4.89 49.09 43.89
replaced with more trivial or unpleasant tasks >-4% 8% 9.0% 3.8%
PR Having insulting or offenswe remarks made ébout 5.9% 4.6% 45.0%  47.6%
your person, your attitudes, or your private life
PR Repeated reminders of your errors or mistakes 4.7% 2.9% 44.7%  45.5%
PR Being humiliated or ridiculed in connection with 3.1% 3.3% A15%  46.3%
your work
PR Having allegations made against you 5.3% 3.0% 41.2%  40.9%
PR Pressure nqt to claim S(?methlng to Yvh|ch by right 5.1% 5.5% 38.4%  39.9%
you are entitled (e.g., sick leave, holiday)
PR Being shouted at or being the target of 2 7% 3.4% 35.8%  37.5%
spontaneous anger ) ) ' )
PR :s::)rli;gcr;]ored or facing a hostile reaction when you 5 3% 3.9% 345%  38.3%
PR Persistent criticism of your errors or mistakes 3.3% 3.7% 34.1% 35.9%
PR Practical jokes carried out by people you don’t get o o o 0
along with 3.3% 4.1% 30.6% 30.7%
PR I;(l)rl:trsjgl;ygnals from others that you should quit 4.3% 3.4% 28.7%  29.9%
PI Being the subject of excessive teasing and sarcasm 3.1% 2.5% 24.7%  21.8%
Pl Intimidating behaviours such as finger-pointing,
invasion of personal space, shoving, blocking your 2.3% 2.2% 20.1% 22.9%
way
Pl Threats of violence or physical or actual abuse 0.8% 1.1% 9.9% 8.5%

Note: WR: Work-related bullying, PR: Personal-related bullying, PI: Physically intimidating bullying
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Table 15
Classification of respondents by exposure to
bullying by NAQ-R, % within sex

Exposure to bullying Males Females

Bullied 22.7% 20.7%

Bullied occasionally 25.2% 26.0%

Not bullied 52.2% 53.3%
Table 16

Being self-employed appears to provide
protection from bullying for both males and
females (see Table 16). Working in the
private sector was associated with reduced
bullying for males compared to government
employment, but this was not seen for female
participants. In the government sector, men
were more likely than women to be bullied.

Classification of respondents by exposure to bullying by NAQ-R, % within sex by employer

Males Females

Males Females Males

Females

Exposure to bullying Self-employed

Government Sector

Private Sector

Bullied 10.7% 6.7% 26.9% 18.1% 20.9% 23.4%
Bullied occasionally 21.4% 23.3% 28.9% 28.8% 22.8% 23.7%
Not bullied 67.9% 70.0% 44.2% 53.1% 56.3% 52.9%
X’ p= .86 .024 .63

Table 17 indicates that across areas of work,
the level of bullying varied (x* = 43.5, df =
14, N =1,136 p <.001) with law enforcement
and tourism/hospitality having the highest
levels of bullying. This contrasted with
ICT/telecommunications having the lowest

Table 17

Exposure to bullying by NAQ-R, % within area of work

levels of bullying. This variation in bullying
across different sectors of the economy may
be a concern when a mainstay of the
economy, tourism/hospitality, has one of the
highest levels of bullying.

Exposure to bullying

Area of work

Not bullied Occasionally bullied Bullied N
Tourism/hospitality 48.0 21.4 30.6 229
Law enforcement 333 36.2 30.5 141
Finance 56.2 21.2 22.7 203
Law 52.3 26.2 215 65
Health 56.8 23.2 20.0 125
Sales 57.5 23.9 18.5 113
Education 57.6 26.9 15.6 212
ICT 62.3 27.1 10.4 48

This table is not disaggregated by sex as no
sex  differences  between bullying

classifications by area of work were found, y?
p > .05.
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Discussion

This paper details the first known study to
report on bullying in the Bahamian
workplace. As such, it enables us to recognise
that bullying occurs in the Bahamian
workplace and to start to assess its extent.
Some participants appeared to appreciate that
there was a “normal” atmosphere of
workplace bullying, “Nothing extreme from
managers outside the normal Bahamian
system”, and this may be indicating that
bullying is more prevalent here than
elsewhere. Overall, the self-perception of
bullying suggests a higher level of bullying
than elsewhere, say in Great Britain, where
across various sectors of the economy,
between 83-95% reported not being bullied
(data from a 2000 study reported in Illing et
al., 2016). llling et al. (2016) also cited a
2000 study from the United Kingdom in
which 15% of participants reported being
victims of bullying. Nielsen et al. (2010)
reported results from various countries which
indicated bullying occurrences of between
11-18%. The NAQ-R provide data which are
comparable to studies across countries. These
figures suggest that, in general, the figures
from this study are higher than those reported
elsewhere. For example, in the study of
Lewis et al. (2008), 88% reported never or
rarely “Being ordered to work below your
level of competence” compared to our figure
of just over 52% (Table 14).

Using data from the 2019 Labour Force
Survey (Bahamas Department of Statistics,
2019 December), we can use the figures from
this study to get an overall figure of bullying
in the workplace. Weighting our figures by
the numbers of males and females in the
workforce, we can estimate that the
prevalence of bullying is 21.7%. This
suggests that if the results from this study are
indicative of bullying in the wider workforce,
then The Bahamas suffers from a relatively
high rate of bullying. Further, given that the

tourism/hospitality industry appears to have
one of the higher rates of bullying, this may
help to explain the concerns which are
expressed about customer service, etc. by
visitors (Hartnell, 2015). If, as Table 8
suggests, 60-69% of those bullied want to
leave their job, it is understandable that
customer service suffers and, consequently,
the economy.

While the study indicates that negative
workplace  behaviours are  relatively
common, overall women are no more at risk
of being bulled than men. This is despite
women having more education than men,
which might be thought to be a protective
factor from bullying. However, the data
indicate that men’s and women’s experiences
of bullying are not necessarily similar. The
experiences of violence of men and women
outside of the workplace appear to differ in
the way they alter the risks of being bullied in
the workplace. This is explicitly so
particularly in the case of female victims; for
example: “I have been sexually harassed. it
made me very uncomfortable”. Another
participant reported, “My supervisor wanted
to sleep with me and because I refused he
would deny me days off and talk about me
with my co-workers.” Thus, workplace
bullying can be added to the list of gender-
based violent behaviours as well as the
expression of homophobic attitudes. As one
respondent said, “I'm Gay and it makes me
feel unsafe and humiliating because they
gossip about my sexuality and makes threats
to me.”

However, it should be noted that while this
study did not investigate who the victimizers
were, as it was focused on victims of
workplace bullying, some of the participants’
responses indicated that managerial styles
may contribute to bullying. As one
participant reported, “I have had a supervisor
who shouted at me and then spoke about me
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as though 1 was not there, and then she
purposely ignored me. But it just shows that
not everyone who has qualifications has the
people skills to be a manager.” However, co-
workers were also bullies: “I have had
rumours spread about me by colleagues
because of the praises | got from my CEO for
being a great employee. Therefore, rumours
were made that | was sleeping with the CEO,
which is why I get so much praises.” These
comments were consistent with the results in
Table 12 which showed that those in lower
positions of authority were more likely to be
bullied. This would suggest that mangers
may be drivers of workplace bullying and
may further suggest that those who are
currently promoted to managerial roles may
lack the skills and training to effectively
manage those who report to them.

The data indicate that higher levels of
bullying are experienced in the tourism and
hospitality sector (Table 17). As tourism
related activities are of prime importance to
the country (Bahamas Investment Authority,
2011), the result requires  further
investigation. Tourism/hospitality is
supported by a wide range of employment,
and so future research could focus on the
different constituents of the tourism sector.
Around 21% of the workforce is employed in
the  government  sector  (Bahamas,
Department of Statistics, 2019 December).
This study indicated that, in this sector, males
were more likely than females to be subjected
to bullying, so this may be a finding that
warrants further study due to the fact that one
in five workers is employed by government
agencies, etc.

The more common bullying activities in
Table 14 indicate that work related bullying
actions are most common, followed by
personal related bullying and then physically
intimidating bullying. This suggests that
bullying in the Bahamian workplace revolves

around power related aspects of workforce
management. However, as one participant
indicated such elements can become personal
and gendered:

It feels like modern day slavery or at
times sexism when issued top down or like
gender bias when it’s from an opposite
gender. It feels like the person is
insensitive of the cultural struggles or
that of females. When this happens it
leads to district [conflict?] and this does
not allow the company to flourish. At
times there’s lack of understanding by
single persons to married persons, same
as non-parents to fathers/mothers. Black
crab syndrome still pervades and the
custom of “curry favour” due to
background still exists and govern how
one is treated. To rise above and push
through is resistance and 2 or more who
do this is considered a faction and moves
against the grain. So often the
generalised bullying becomes amplified
and really turns into what | think are
school yard games. True feelings are
formed and the things expressed are
personal and injurious... emotional abuse
which I think is deeper and longer lasting
builds and as victim a wall and distrust
against the issuers build. Experiencing
this first-hand, | note the team, work
output, and organisation all suffer from
lack of synchrony. (Participant C, 2020)

The participant’s comments suggest that the
work atmosphere does not encourage
cooperation and collaboration between co-
workers, so lateral and vertical bullying occur
(Waschgler et al., 2013).

The results demonstrate that both males and
females can feel bullied in the workplace. For
some, workplace bullying is a continuation of
negative experiences at home, in school and
in adult social life. Also, those whose lives
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have involved moving from one negative
space to another may be at greatest risk of
exhibiting the  psychological  distress
associated with workplace bullying (Nielsen
et al., 2012). This, in turn, may suggest that
workplace bullying is a manifestation of
negative experiences early in life and so
again emphasizes the importance of positive
parenting practices, for example, Turns and
Sibley (2018). Parenting practices which
enhance violent tendencies of children when
adults can contribute to workplace bullying
(Notelaers et al., 2018).

Further, given the linkages between violence
in the homes and schools and workplace
bullying, the importance of addressing
domestic ~ violence  should not be
underestimated in order to not only protect
the immediate victim, but also to disrupt the
pipeline of children who may subsequently
become victims of bullying at school (Baldry,
2003) and then in the workplace. The fact that
no link was found between physical
discipline in the home and workplace
bullying for men, may arise from their
suffering such a high rate of violence that
violence is a norm in their lives to which they
have become accustomed. However, as
corporal punishment is linked with violence
in later life (Ohene et al., 2006) this violence
could also be manifested in the workplace.
This may explain why almost one in ten
participants had been the victim of threats of
violence or physical abuse or actual abuse,
Table 14. The mental effects of bullying were
also mentioned by participants who reported
“Mental, emotional bullying”, “Mentally.
I’'m depressed”, which is consistent with
Theorell et al. (2015) as well the Caribbean
as in Devonish’s 2013 study from Barbados.

While workplace bullying is apparently no
more common for females than males, the
patterns of bullying are different between the
sexes, for example, experiences of being

humiliated. In some instances, this may have
been linked to the examples of bullying of
women which included sexual harassment.
However, what may be of most importance is
that, as this study suggests, the level of
bullying in The Bahamas exceeds workplace
bullying levels elsewhere. This alone is a
concern.

Given the associations of workplace bullying
with behaviours of concern within the
participant’s  households and  school
experiences, it is apparent that the seeds of
workplace bullying are essentially planted in
the home. This is consistent with concerns
expressed in the Bahamian media (Martin,
2019) and elsewhere (Fielding et al., 2016).
This again suggests that negative parenting
practices and the associated upbringing of
children can have a negative impact when
adults are at work and can be detrimental to
the economy of the country. Altering these
practices is a long-term, but necessary,
project. In the short-term, this study suggests
that human resource personnel may need to
give greater emphasis to the training of
managers so that the workplace atmosphere
can become more welcoming and engaging.
As one respondent said, “Sometimes |
preferred to stay home because | felt like |
was under intense scrutiny. In order to cope |
conformed with my environment. | did what
they wanted. | come to work on time prepared
to work and then I go home when I am off.”

Limitations of the study

In interpreting these results, we need to be
aware that the dataset arose from a snowball
sample obtained using social media groups.
While this sample cannot be expected to
result in a sample which represents the
characteristics of the Bahamian workforce, it
permitted a relatively large number of people
to participate. This allows for linkages to be
established between the experiences of
participants. The complexity of our work

International Journal of Bahamian Studies Vol. 26 (2020)



W. J. Fielding. Bullying in the Bahamian Workplace. 27

lives, in that some people have multiple jobs,
means that these people inhabit different
workplaces and so may be subject to varying
degrees of bullying in these different places.
For this group, to speak of workplace
bullying as arising from a singular workplace
experience is clearly a simplification. Future
research could, amongst other avenues,
investigate selected segments of the economy
to examine the nature of workplace bullying
in greater detail which may be specific to that
particular segment.
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