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The Research
• British Workplace Behaviour Survey 2008:
representative sample of 4000 British employees
• Case studies of four large employers





Engineering
Logistics and communications
Financial services
NHS trust

• The ‘Negative Acts’ questionnaire

• Pilot work

Unreasonable Management

Incivility and disrespect

Violence

1. Someone withholding information
which affects your performance

9. Being humiliated or ridiculed in
connection with your work

20. Actual physical violence at work

2. Pressure from someone else to do
work below your level of competence

10. Gossip and rumours being spread
about you or having allegations made
against you

21. Injury in some way as a result of
violence or aggression at work

3. Having your views and opinions
ignored

11. Being insulted or having offensive
remarks made about you

4. Someone continually checking up
on your or your work when it is not
necessary

12. Being treated in a disrespectful or
rude way

5. Pressure from someone else not to
claim something which by right you
are entitled to

13. People excluding you from their
group

6. Being given an unmanageable
workload or impossible deadlines

14. Hints or signals from others that
you should quit your job

7. Your employer not following
proper procedures

15. Persistent criticism of your work
or performance which is unfair

8. Being treated unfairly compared to
others in your workplace

16. Teasing, mocking, sarcasm or
jokes which go too far
17. Being shouted at or someone
losing their temper with you
18. Intimidating behaviour from
people at work
19. Feeling threatened in any way
while at work

Headline findings
 Three broad categories of ill-treatment at work:
 violence and injury;
 unreasonable treatment;
 incivility and disrespect
 About 5% of workforce reported physical
violence
 Nearly 50% reported unreasonable treatment
 About 40% had experienced incivility and
disrespect
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Headlines For Protected
Characteristics
 Employees with long-term health problems or disabilities

and LGBT employees were significantly more likely to
experience ill-treatment at work
 Ethnicity: Looking at labour force as a whole, employees
from BME groups no more likely to experience illtreatment
 Age: Employees from younger groups more likely to report
ill-treatment
 Gender: Men and women equally likely to experience illtreatment

Workplace Violence
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violence and injury: specific items
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Workers at risk of violence
• Employees with a psychological or emotional condition

or a learning disability (7x more likely to experience
violence)
• Controlling for perpetrator types, LGBT employees 5x
more at risk of violence at work compared to
heterosexual respondents
• Those with managerial or supervisory duties, FT
workers and TU members
• Personal service occupations more at risk of violence
(also significant for injury)

Workplace violence: Who does it and
where?
 Perpetrators mostly clients/general public (75%)
 Higher in public sector and third sector (both 9%)
compared to private sector (3%)
 Highest rates of inter-worker violence in private
sector
 Health and Social Work – 3x average rate of

workplace violence
 Public administration and defence (including ‘bluelight’ services) – 2x average rate of workplace
violence
 Education was the third worst industry
 Highest rates in more ethnically diverse workplaces
and those with under 250 employees.

Unreasonable treatment
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Which workers are most at risk of Unreasonable Treatment?
 Employees with impairments, including learning difficulties, or had a







long-term health condition
Younger workers more at risk
Higher earners more likely to experience UT
Having less control over your work increased the risk of seven out of
eight types
Employees who said that the nature of their work had changed, and/or
the pace of their work had increased more likely to report UT
The biggest risk was working where you felt the needs of the
organisation always came before the needs of people, you had to
compromise your principles and people were not treated as individuals
(the FARE questions)

Unreasonable treatment: Who does it and where?

 Perpetrators: Just over two-thirds of incidents were
blamed on employers, managers or supervisors
 As with workplace violence, unreasonable
treatment more common in health and social
work, public administration and defence
 Unlike violence, it was also more common in the
utilities and financial intermediation
 More likely in a small-to-medium-sized workplace
which was part of a larger organisation with human

resource functions, union recognition and highlyskilled and well-paid workforces

Patterns of risk of unreasonable treatment
 Employees with ‘other’ disabilities or conditions, and those

with psychological conditions, were 3 times as likely to say
their employer had not followed proper procedures.

 Employees with impairments put at risk because of the

manner in which employers deal with sick leave, returning
to work after sickness absence, the management of ongoing
conditions and ‘reasonable adjustments’.

 White employees were more at risk of unreasonable

treatment because they were more likely to work in
workplaces that were hotspots.

 Even within those hotspots, White employees were more at

risk of their employer not following proper procedures.
Women who worked in hotspots were more likely than
men in those workplaces to be unfairly treated.

Incivility and disrespect

Percentage of respondents experiencing
incivility & disrespect: specific items

10.9%

Feeling threatened in any way while at work
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Being shouted at or someone losing their temper
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Being treated in a disrespectful or rude way
Being insulted or having offensive remarks made
about you
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Gossip and rumours being spread about you or
having allegations made against you
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Which workers are most at risk of incivility and
disrespect?
• Disabilities and LT health conditions are important risk factors for

•
•

•
•


incivility and disrespect
The psychological/learning disabilities sub-group were most at risk
Roughly half of the types of incivility and disrespect experienced by
people with psychological problems or learning disabilities were of the
type which were more likely to come from clients, customers or the
general public. The other half were of the kind more likely to originate
with co-workers
People with physical impairments barely experienced more incivility or
disrespect than employees without disabilities. They did not experience
more insults, ridicule, humiliation or teasing; only more shouting
The risk of incivility and disrespect for LGBT employees was almost as
great as it was for employees with disabilities
Beyond protected groups, no clear indication of vulnerable, or
marginalised, workers being more at risk. Significant risk factors were
having less control over work, and finding the pace of work too intense.

Incivility and disrespect: Who does it and where?
 Employers, managers or supervisors were main perpetrators

(40%); clients/customers and the general public accounted for 27
per cent and co-workers for (22 per cent)

 Typical workplace has 50-249 employees and incivility and

disrespect goes up as size increases

 Incivility and disrespect also share some patterns with violence

and injury, for example both were more common in the public
sector. Hotspots in public administration and defence, health and
social work

 As with unreasonable treatment, incivility and disrespect is more

of a problem in highly visible organisations with HR functions,
union recognition and highly-skilled, well-paid workforces

Patterns of incivility and disrespect
 Bisexual employees significantly more likely to experience hints they should

quit, and intimidation, and in both cases the effects were massive

 Younger workers slightly more likely to experience gossip, rudeness, hints to

quit, persistent criticism, teasing and being shouted at

 Employees with Asian backgrounds much less likely to report insults,

rudeness, persistent criticism, shouting, intimidation and feeling threatened

 Looking only at employees in hotspots, BME employees 4x as likely as non-

BME employees to receive hints to quit their jobs, and no less likely to suffer
other types of ill-treatment than anyone else.

 Women who worked in hotspots more likely than men in those workplaces

to be insulted and intimidated

 Women 4x as likely as men in the hotspots to be insulted (but less likely than

men to be threatened).

Why Is There More Ill-treatment
In The Public Sector?
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The FARE Questions
Other community/social/personal services (n=213)
Health and Social Work (n=522)
Education (n=370)
Type of industry

Public administration and defence (n=318)
Real estate / renting / business (n=344)
Financial intermediation (n=137)
Transport, storage and communication (n=322)
Hotels and restaurants (n=225)
Wholesale and retail trade (n=589)
Construction (n=234)
Electricity, gas, and water supply (n=65)
Manufacturing (n=443)
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Risk Factors for 3 Kinds of Ill-treatment
 Risk factors for all three:
 Employees with impairments, including learning

difficulties, or had a long-term health condition
 Employees for whom the pace of work was too intense
 Risk factors for unreasonable treatment and incivility
and disrespect:
 Having less control over your work increased the risk of
seven out of eight types of unreasonable treatment
 The biggest risk was working where you felt the needs
of the organisation always came before the needs of
people, you had to compromise your principles and
people were not treated as individuals (the FARE
questions)

 Risk factors for unreasonable treatment alone
 Employees for whom nature of work had changed and/or

the pace of their work had increased
 Risk factor for incivility and disrespect alone:
 Public sector employees at greater risk, particularly from
humiliation, insults, rudeness, teasing, shouting,
intimidation and threats
 Most of this is down to clients or the public
 Once you control for this, the only extra risk from working
in the public sector is from humiliation
 Risk factor for violence alone:
 Not only are those who provide a public service more at risk
of violence but health and social work even more at risk
than public administration or education.
 Health and social work has greater risk of injury as well.

Health and Social Work at Risk
 All three types of ill-treatment were more common in

health and social work (and in public administration and
defence)
 Some but not all of this is due to clients and the general
public. In the whole study
 Three-quarters of violent incidents down to clients and
public
 Just over two-thirds of all incidents of unreasonable
treatment were blamed on employers, managers or
supervisors
 Employers, managers or supervisors were mainly
responsible for incivility and disrespect (40%);
clients/customers and the general public accounted for
27 per cent and co-workers for (22 per cent)

• For a good example of the way in which some risk factors

affect the behaviour of all three groups, lets take employees
with disabilities
• Employees with ‘other’ disabilities or conditions, and
those with psychological conditions, were 3 times as
likely to say their employer had not followed proper
procedures.
• Employees with impairments put at risk of unreasonable
treatment because of the manner in which employers
deal with sick leave, returning to work after sickness
absence, the management of ongoing conditions and
‘reasonable adjustments’.
• Fair enough, but roughly half of the types of incivility
and disrespect experienced by people with psychological
problems or learning disabilities were of the type which
were more likely to come from clients, customers or the
general public.
• The other half were of the kind more likely to originate

with co-workers

 Or for another example of the impact of the risk factors lets

take the FARE questions
 Equally important for explaining incivility and
disrespect from managers and co-workers and clients or
the general public.
 The FARE questions point to workplaces which have (a)
been less able to protect employees from incivility and
disrespect and (b) actually generated incivility and
disrespect from clients, employees and managers.
 The important point to take from all of this is that the risks
which Health and Social Work faces do not come from one
direction at a time.
 Less control, super-intense work, compromised principles
etc.,. lead to 360 degree challenges from ill-treatment
coming from managers and co-workers and clients (or the
public) and experienced by all three groups.

