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Coordinator:
Welcome and thank you for standing by. All participants will be in a listen-only mode throughout the duration of the conference. This conference is being recorded. If anyone has any objections, you may disconnect at this time. I will now turn the conference over to Mr. (Leonardo Rowe). You may begin.
(Leonardo Rowe):
Thank you. Good morning to everyone. Thank you for joining us today. Today’s workshop is on workplace bullying and the intent of this workshop is to increase awareness of this topic and to empower both managers and employers to recognize workplace bullying and to deal with it constructively. I want to make this as interactive as possible. We have a microphone here.

If anyone has any questions, just raise your hand and we can get the mic to you. Make sure you speak into the mic so everyone can hear you that’s located wherever else that they are and I’m somewhat kind of confined to this area. I like to walk around when I’m speaking so I’ll do the best I can to try to make it work for us.

Is that the - I’ll be one out - okay.
Woman:
(Unintelligible).

(Leonardo Rowe):
Okay, while the computer - the slides went out for right now - so just until it comes back up, I just want to ask the question just by a show of hands has anyone experienced any type of workplace bullying that you know of?

Okay, for those of you who are listening, there are a lot of hands that went up and I’m sure the same probably would be where you are where there are also workplace bullying in your different agencies.


This is a topic that we actually discussed last year and some of the things that came out of last year were we were able to, you know, come up with some plans, some people kind of shared their stories.

And I’m hoping today throughout the presentation that at any time just say, you know, you want to just this is kind of informal so if you want to ask a question or give an example, please do because this is we find it very helpful when you all are sharing your information and your stories, other people can also relate.


And you know, it probably would never completely be erased from the workplace but there are avenues that you can take to control it and there are things that you can do as employees also to take a more proactive approach when you’re dealing with bullying.


I could actually I can get started until you can catch up. Everyone does have a copy of the presentation, okay, good, okay. Okay, we’re at the objectives, okay, this is where we are.


So some of the things that we’re going to learn today, we’re going to identify some of the indicators of the bullying problems and we’re going to understand the differences between bullying and harassment.

There are some differences and sometimes you might think they’re somewhat the same but there are some differences. Perhaps it’s going to help you understand some of the steps in an action plan and identify the elements needed for a follow-up plan and most importantly you’ll know where you can find help.


So take a look at this picture. What do you see? Is this - can you identify the people - that’s in this photograph? Don’t raise your hands but are there any bullies in the room? Got some bullies in the room, okay. Well, raise your hand the bullies now just to get but if you can see the photograph here and can you empathize with the person that’s the subject of this tirade?

It appears to be a tirade. Let’s say that for all appearances sake but the U.S. study was conducted in 2007 and in that study the findings were an estimated 54 million people have been bullied in the office or repeatedly mistreated in a health-harming way according to Zogby International. It was a survey that was done.


And this but the percentage it balloons to 49% of workers or 71-and-a-half million workers where witnesses are included, the problem is however unless you were at the receiving end of this severe abuse, you’re pretty much unlikely to recognize it.

So to define some of the workplace bullying, is it a repeated and unwanted action by an individual or group with the intent to intimidate, to harass or degrade or to offend. We don’t expect to have to deal with it here at work but it actually does happen as you all know it does happen at work and it’s somewhat becoming a commonplace occurrence.


It’s not very hard - it’s kind of hard to or it’s not - I’ll say it’s not hard to identify a bully. If you’re getting complaints of screaming, tantrums, public humiliation, sabotage and verbal abuse, those are pretty much easy to identify a bully but most bullies don’t - that’s not how they operate - theirs is somewhat subtle.


They’ll do things that’s not in front of the supervisors or no one else is really around so those are kind of the areas in which a bully kind of operates in so therefore you have to rely on other employees to kind of to have your back on a lot of situations.


So be watchful for these certain signs, these subtle signs for example if a person always takes the credit for things that other people do and obviously they didn’t make a great contribution to the project or if they dominated meetings or with sarcasm, interruptions and insults, those are some of the examples.


But keep an eye out for people who are kind of afraid or they’re afraid to speak up. Those are signs that there may be something wrong if a person is afraid to speak out in front of the bosses, in front of a group setting, there may be some issues there that they don’t want to talk about so those are some of the things that they would need to talk about.


Some other examples, I asked the question well what pushes your buttons? What is it that pushes your buttons? Is it, you know, how do you feel when you’re like if the photograph that you photographed back? When you’re that person that’s being shouted at or screamed at or embarrassed or humiliated, how does that make you feel? How does that make you feel, anyone?


Defensive, oh yeah, it makes you feel defensive, yes it does. It, I mean, that’s not a good area for communication. A person more or less will shut down when they’re made to feel that way, when they are the object of this tirade.

Does anyone have an example of when they were bullied or you want that’s something that you want to share for the group? Does anyone have anything? You have one? We have a mic back there. Hold on. Mic’s coming for you. Just if you come up front here first so they can hear you. That’s okay.
Man:
Okay, I think this is an example of what you just said, dominate meetings and sarcasms and interrupting. This other individual is very friendly when he meets you in the hall and or going around but as soon as he’s in a public forum, he’s just a changed person.

For example in a seminar, we will kind of ask questions not like constructive criticism but for example just to kind of demeaning and demoralizing questions and so that’s my example and it’s always - and it has happened to me here - two or three times and so that’s why I came here to see what can be done about it.
(Leonardo Rowe):
Okay, thank you for sharing. Yes, well that’s commonplace. A lot of times that does happen when there are meetings or there’s a form where someone’s put on a display and unfortunately that’s the form that people use sometimes to empower themselves.


So again some of the commonly-held feelings from workplace bullying are some of the things you feel abused and threatened, intimidated, embarrassed and undermined so but first there’s this sense of (sane) and this disbelief like, you know, I don’t believe that this is happening to me or this person is talking to me this way.


And sometimes you still need to make it kind of difficult for you to report, you know, that that’s your boss. You know, a lot of people, they don’t want to report their boss. You know, say maybe they just had a bad day but when that bad day becomes a bad week or a month or a bad year, maybe there is something that needs to be done.

There’s something that you would need to do as an employee is you have a right to come to the workplace to be free of intimidation. This is America. This is not Russia or some other country where there’s a different mindset.

This is America so we if there is an issue, you can’t bring it forward and you don’t have to come to work and be intimidated by anyone, your boss or your coworkers so what about bullying?

Well workplace bullying has been on the rise lately. If you noticed there are a lot of things you see on the news about different events that’s going on, I mean, when workplace bullying sometimes leads to violence and it does.

Sometimes bullies are clever and they have this different type of personality. It’s like the gentleman here was explaining that you see them and they’re pleasant and they’re nice and you would never expect that they would be this person that would turn into this Dr. Jekyll and Mr. Hyde type personality but it does happen.


But whatever reason that a person changes and feels the need to invoke their power on someone is there’s different reasons why bullies are bullies but we’ll talk about those but well I can just mention some of them now that bullies they have a strong need to be in control and exert their dominance over others.


Bullies are rewarded for their bullying behaviors. Bullies like empathy and they may even get pleasure out of people’s pain, believe that or not. Bullies lack the ability to self-regulate emotions and lastly bullies are heavily influenced by their family background so it could be a variety of these reasons or a combination of all of these reasons are the reason that bullies are bullies.


Some more background on the bullying is it can take on many different forms. The physical violence that I spoke about earlier, it may not be as common in offices as if like at school or a school setting but it does happen. The mic is working now, okay. Thank you. The mic is working.

And physical violence is not prevalent in the workplace but it is at a lot of schools after you’ve heard when a different event has happened, the Columbine shootings and other shootings, West Virginia and different types of places so it does happen.

But it does happen in places such as restaurants and where victims are being locked in wall closets, freezer closets, even at work it can happen and the type of examples I’ll give that happens at work is the subtle form of which would be, you know, they’re locked in or out of their office.


They’re being gossiped about. They’re having their work sabotaged or stolen. They have their lunch tampered with. The chairs are glued. The lockers are glued closed, you know, they glue the lockers closed where they can’t put the keys in. Pencils and pens are glued to the desk, that type of thing.

They’re being laughed at, sneered at, I mean, the list is long and it sounds - I hear the oohs - because it sounds like this is elementary school. It sounds childish, doesn’t it, but believe it or not it does happen. These are cases that have actually happened in the workplace where adults are acting like children.


Some of the stats on the bullying are 37% of the workplace have been bullied. Seventy-two percent of bullies are bosses. Fifty-seven percent of targets are females and bullying happens four times more than illegal harassment.

Sixty-two percent of employees just ignore the problem, you know, it happens and they just ignore it or they’ll say well, you know, there’s nothing I can do about it. That’s just the way that they are but that’s not true.

Some more signs and indicators of this abusive behavior have ripple effects beyond the immediate target. Some examples are a coworker or supervisor constantly complains to other team members that you’re not pulling your weight.

Has anyone ever heard that story or the body language is graphically offensive or another example is when an employee doodles, rolls his eyes or her eyes, squeaks the chair when another coworker speaks that only that employee notices so these little subtle things that they do when no one else is really looking.


Or this mobbing type conduct which is a group of people would gang on one employee just, you know, to talk about just one employee and it often it hides under humor but really (unintelligible) they use humor as a way of intimidating now so what does the law say about that?


Well, you can go to EEO and it talks about the EEO protection such as harassment (in house) that work environment, retaliation and workplace violence issues so but harassment is unwelcome conduct that is based on race, color, religion including pregnancy, national origin, age (for year older), disability or the generic information.


Harassment becomes unlawful when Number 1 enduring the physical conduct becomes a condition of continuing employment and Number 2 the conduct is so severe or pervasive enough to create a hostile work environment that a reasonable person would consider this intimidating, hostile or abusive so but there are legal protections for that.

Some of the legal protections are right here and which are, you know, Title VII the Civil Rights Act of ’64, Age Discrimination Act Empowerment Act of ’67, Title I and Title V of the Americans with Disabilities Act and Sections 501 and 505 of the Rehabilitation Act. Those are some of the protections legally from harassment.


So also if a behavior can create what employees deem to be a hostile work environment but in the legal sense a hostile work environment is caused by unwelcome conduct in the workplace.

In the form of discrimination, the discriminatory harassment towards one or more employees. Other names for hostile work environment include intimidating work environment, offensive work environment or an abusive work environment in the hostile workplace. Those are other names that is also used.


The harassing workplace bullying might be an employee such as a bad boss or a coworker or even a non-employee such as a client or independent contractor but who the workplace bully doesn’t matter as much in the legal sense as does the conduct or the words create an intimidating, offensive, abusive or hostile work environment so it doesn’t really matter who it is.


It’s just if this happens, when their words would create an intimidating, offensive abuse of a hostile work environment so this happens at various levels in the workplace and it happens at small offices and it happens in large offices.


So bullying as an EEO discrimination retaliation, there are three central elements of a retaliation claim. Number 1 would be the protected activity and the opposition to discrimination or participation in a statutory complaint process. Number 2 is an adverse action and Number 3 would be the casual connection between the protected activity and the adverse action.

So this chart right here it shows the correlation between the two with harassment and bullying and if you’re seeing that harassment there has to be a strong intense component including physical contact such as invading your physical space including your personal possessions and damage to possessions.


And one point bullying is almost always psychological so it’s nothing physical per se with workplace bullying when you make those comparisons and also another comparison would be a victim of harassment knows that he or she is being harassed immediately.

If someone is touching you or licking at you in a suggestive way or saying things, you know, in a suggestive way, you know those are harassment but for bullying it’s frequently linked to a space attack on a component and popular individual.


So it’s more progressive with bullying, it’s not always as prevalent as you can see with harassment and also another comparative is it’s usually as a company by offensive, aggressive vocabulary, I mean, you know when you’re being harassed by what you’re hearing and with the workplace bullying, you can see bullying because it is usually perpetuated behind closed doors.


So you have this closed-door meeting and you get the picture we saw before, this tirade of your boss or your coworker or whoever this person is so that’s normally done where other people are around or other people can see it.


And lastly it’s usually linked to sex, race, prejudice or discrimination for harassment and for bullying it shows its face through trivial, untrue criticisms of underperformance so those are some of the comparatives between the two.


But some of the myths are you don’t need to find out about workplace bullying because it may never happen to you. Well, that’s a myth. Well, it may not never happen to you but then again it may happen to you.

It may never happen to you because it could because everyday it does, it happens to someone. You may not like to think it would happen but what if you do or if it does, so what if it does happen? What would you do? What would you do?

So to evaluate the situation about what’s really going on, kind of going over some of the things that covers the workplace bullying so now we need to ask ourselves okay, so now what’s going on? What’s really going on?

One should never assume that anyone could not be capable of abuse based on their looks or charming demeanor, never mind their education, it doesn’t matter how many alphabets are behind their name, that’s irrelevant.

Some of the worst abusers are the ones who appear to be pillars in the community or respected members of the agency. To evaluate the behavior and determine how it makes you feel, do you feel threatened, belittled or embarrassed by any of the perpetrator’s words or conduct?

So some of the dynamics of conflict that would with a great set weigh into this is what happens if conflict goes unresolved? Well, when conflict goes unresolved, these are some of the things that happen. You have these intense feelings, you know, you have, you know, you come to work with this feeling you’re afraid to come to work sometimes.

You know, and your positions harden when the dehumanizing occurs or when the desire to punish others emerges, the communication deteriorates and it’s physically affected, I mean, which means you may have high blood pressure, your blood goes up or your heart murmurs, all kinds of stress starts happening because these are some of the dynamics of conflict if it’s unresolved.

If you don’t address it, these are some of the things that internally happens to your body and it’s not really a good situation to be in and as a result of that, some of the effects of that is there will be high absenteeism.


I mean, people will just feel that they won’t come to work. The productivity decreases, you know, people won’t - they’re not there to do the work - so, you know, so you’re not getting your product out and there’s all types of illnesses and high turnovers. No one wants to work for this office. No one wants to work for this person so they’ll look for another job.


You’re always looking for something else when there’s a bully. You want to get away. I want to move. I want to just move anywhere, anywhere. There’s increased accidents on the job and then there’s that violence and, you know, a person may get pushed to the limit and where they say I’m not going to take it anymore and, you know, some of violence occurs.


So here’s a couple of situations I’m going to talk about of coworker bullying so we kind of put it on like there’s I know the statistics say there’s management or it’s mostly are the ones that bully but there are coworkers that bully as you all are aware of that as well.


So an example if Coworker A was picking on Coworker B and expressed fear that something serious might happen to Coworker B, for several weeks A has been making statements such as you took credit for my work and you spread rumors that I’m no good. Has anyone ever heard that before?


If you ever get credit for my work again, that will be the last time you take credit for anybody’s work. I’ll make sure of that so these computer files have been altered on several occasions and she suspects that it’s Coworker A so in this scenario, if anyone want to share, what would you do if this were you? What would you do?

If you were the person - in what - speak to a supervisor? Okay. Someone else? You would get the security on your computer fixed. Yes, make sure you secure your computer, okay. Those are some of the things that you could do and we’ll talk about the supervisor bullying. It’s a little different and the supervisor has been demonstrating demeaning behavior towards you.

He or she has been constantly speaking with you in a rude manner and criticizing you publicly in front of other employees. For several weeks the supervisor has been making statements such as you can’t get things right. You’re really stupid. You’re always making stupid mistakes.


I asked you to make that correction already and why don’t you ever listen to me? What would you do if this were you and this supervisor is talking to you like this? How do you handle that? Pass the mic back.


You called him on it immediately.
Man:
Set your tone and can you be more respectful?

(Leonardo Rowe):
Absolutely. You want to address it immediately. You don’t want it to (fix) together. Comment?

Man:
(Unintelligible).

(Leonardo Rowe):
Okay, impromptu that, thank you, impromptu that, a follow-up because normally scenarios like that sometimes a leopard never changes his stripes, right, so progressively you want to if you approach it the first time you document it and then you escalate it to the proper chain of command. Yes. Very good. Anyone else?


Hold on one second, the mic’s coming so they can hear you.

Woman:
I would say I don’t mind criticism to improve myself but it needs to be positive criticism. The criticism that you’re giving me is negative and it’s not helpful for me to be a productive employee and to be a better employee and I don’t appreciate you being negative in front of my other coworkers.

(Leonardo Rowe):
Okay, very good. Yes, I can, it’s like I could take negative criticism. It’s not the criticism, it would be the tone and the tone of which they’re delivering the criticism. If it’s something I need to improve on, okay, that’s something I need to improve on. That’s a different between I need to improve on something or I’m being belittled. Those are totally different.


So when you understand the two, then you can call them on that so but you do want to just like you were saying, you want to regain control of the situation. You want to have a plan for action, take action and also get help so I want to catch up with you here.


There is a because I wanted to read this comment here that was by Edmund Burke, a philosopher from the 18th Century which you can actually apply it to. This was said in the 18th Century but we can apply it to the 21st Century which says all that is necessary for the triumph of evil to prosper is for good people to do nothing, right, so you have to do something.

You can’t not do the thing - it’s a double negative - you can’t not do anything. You have to do something. You have to tell someone or share that with or either just have there’s some other things that we’ll be talking about a little bit later in the slides that will allow you to actually sit down with your boss if you’re not comfortable speaking with your boss by yourself.

But you do need to regain control which will change the dynamics of the interaction between the bully and the intended victim as well as those within the workplace who although not directed towards them must endure the behavior.


So even if it’s something going on in the area and I’m a witness to it, as if I’m still part of it because I’m hearing this. I’m watching you get belittled. I’m watching you, I’m looking at your body language and as you’re slumped down after you’ve been embarrassed.

I mean, I know people do that. People will use that for whatever reason it is. They’ll use their position to intimidate you but there are according to (Loretta Lufhuf) in executive approach, there are six keys of resolving disputes which will distinguish the facts from fiction.


So for those not on the slide here but there’s a few things that you can do. There are six keys to resolving disputes when there’s a book called When Off With Their Heads Won’t Work, we all think that our view of the world is the right one, recognize that you have a piece of the truth.

Create a story which captures both your view and the possible view of the other person. Most importantly focus on what happened and not how you interpreted the circumstance. This will aid in sharing the conflict with the alleged perpetrator and with others.


She also writes that we often assume that we know what the other person was intending to do to us. The only thing we really know is the reaction we had to the other person’s behavior. Recognize that they may not have meant to disrespect or hurt or control you.


Also recognize that if you are the perpetrator just because your motive was innocent, that doesn’t negate the feelings of the other person and the experience that they’re going through.


So basically you’ll stand up for yourself. Don’t play their game. Don’t stoop to their level, you know, don’t get into this shouting context. That’s not going to do any good. You’re screaming, they’re screaming, no one’s listening and that could escalate into something totally different.


But don’t let someone just walk on you. Keep your interactions professional and respectful but you need to find your voice because you do have a voice. You have a right and you have a voice.


Tell them how their behavior makes you feel. Tell them what the consequences are if it continues and say what you mean. There are consequences for this behavior. It should not be tolerated in the workplace. Sometimes it is but it should not be.


But do your homework. Find out everything you can about bullying. Overcome the misperceptions is a tough manager or rough around the edges. You know, you hear that. Aw, they just kind of tough or rough around the edges but they can be rough around the edges but not rough around the edges with me. You know what I’m saying?


I’m not your child so, you know, that’s what you have to - that mentality is there - practice self-affirmation and self-assertion. It’s possible to speak to open channels of communications with the bully. You have to face them. You have to face your fears because if you don’t, the beatings will continue.


So here’s some of their useful phrases you can try these. Now when we came up with these phrases, just keep in mind that these are suggestions so it’s not verbatim but you kind of get the idea of how this can play out.


So for example when you say whatever the action is, I feel that you’re attempting to prevent myself and others from filling our duties or you can say by the way you choose to behave, I feel that you put the staff, the department and the agency into disrepute. That’s another way of telling them, you know, you need to change the way that you’re speaking to me.

I feel that your criticism and allegations lack the standards and qualifiable evidence. Help me understand what is happening. Yes, people will, you know, you do have to address those in that way. You have to address the person and kind of put it in another way.

Put it back on them. Get it back to them in a different way that they can understand that their actions or the way that they’re coming across is not appreciated nor does it - is it helpful - in the workplace and their action is causing dispute within your workplace and that should not be if they are the supervisor.


Well some of the plans for actions and resources. Inform your supervisor or the upper level of management about what’s going on. You want to discuss this situation with HR and/or with EEO constantly if you need to or with the early resolution and counsel them in conciliation which is the big division that this office put this program together is from.


You want to speak psychological counseling or you may want to consider ADR methods so a lot of times what kind of goals are those with the different methods that you can do with ADR, there is a national opportunity that you would have.

You would have a person that would come in - a neutral person - that will come in to help bring the parties together and kind of can discuss the issues about what’s going on.

That would be a great opportunity to have an audience with that person and let them know how you’re really feeling and let them know what it is that you’re expecting of them and how you would like for it to stop so there’s a variety of methods for resolving conflicts which kind of helps the parties to develop their own ways to resolve it. Do you have a question, yes? Yes, I’ll repeat it there, I’m going to repeat the comment.

Man:
Also the union grievance process if you remember the bargaining unit.

(Leonardo Rowe):
If you are a member of the bargaining unit, there is a process, a grievance process that you can use so as you see there are some things that you can use. Never think that you have to just take it and there’s no way - there’s nothing for you to do - or you just have to endure it and so there’s a variety of things that you actually can do. You have a question in the back? We have a question in the back. Hold on one second, please.
Woman:
Good morning all. What if you have actually exercised some of those opportunities to take your complaints to ADR and so forth but you’re still not getting any resolution. You’ve taken it to management, over top of management and you’re still not getting any, I mean, there’s been turnover in management and to me I feel like management works together.

We as the subordinate, it’s an unfair opportunity. You say that these things are in place and I hear you. I’ve gone through seminars. I’ve even participated in some of them, team role-playing and all that just so that you can get these messages out.


I really don’t feel that it’s working because we still have people complaining about the same individuals and just because they are management, nothing is being done.

(Leonardo Rowe):
Yes, I hear that a lot and well, I definitely hear what you’re saying but what happens sometimes is the enforcement of certain things that happen, different agencies kind of deal with different managers in that respect different types of ways.

Some agencies are more they’re I won’t say they’re more subtle but they are more forceful when it comes to not allowing this type of behavior to happen in the workplace.


Some agencies are a little more lenient for whatever reasons but it doesn’t give you the employee any graciousness because the agency is leading it and you’re still being have to endure these actions that’s going on from management. Did you have a follow-up question?
Woman:
Yes, because I was going to say when you’re told, you know, when you bring these things to their managers and it’s being told back to you, well, you know, I understand you went there but managers, we talk so basically it’s like saying to me in my face we’re not doing - nothing is going to be done - because what I say is what it’s going to be. That were the words that were actually said to me.

(Leonardo Rowe):
Okay, next comment?

Anita Pitchford:
Well, what I was going to say is that follow-up with you (Leonardo) and I’m Anita Pitchford with the early resolution and conciliation division and what I was going to say is that we are for the department, we work with the department.


Now some agencies like Mr. (Rowe) said do have a little bit more lenient. Some are really supportive of dealing with this. What I’m asking everyone if you dealt with this in your agency because we are the office that oversees all of the other agencies and their ADR offices.

If you’ve indicated you’ve done that and there’s no work, come see us. We need to know this because then we report that to our higher-ups. We do have a connection to Dr. (Leonard) and if that’s going on and there’s a number of employees say yes.


In fact we have one with 150 employees now we’re doing this. There are resources for you. You don’t have to stick with your agency. We partner with them to find out exactly is going on but you have another avenue, okay? I’m not saying that it’ll be oh, we’re going to fix it but you at least have someplace else to go. You’re not in it by yourself, okay?

Woman:
Okay. I’m just wondering. Are there any - do you have to go through - a certain procedure before you can just file a legal claim and just sue for discrimination, I mean, do you have to go through a process?

Anita Pitchford:
Yes, you do. You have to file an EEO complaint with your agency and then we’ll assist them throughout to go through the process and depending on what the issue is, if you believe that you’ve been attacked or there’s violence involved, then you can call the USDA security office and go that process also. There are avenues.

(Leonardo Rowe):
Well, I would say if anyone puts their hands on you, that’s called assault.

Anita Pitchford:
Right, exactly.

(Leonardo Rowe):
So...
Woman:
Isn’t sort of like bullying almost an assault in itself?

(Leonardo Rowe):
It’s assault in itself but it’s more psychological assault than physical assault, yes, but it is assault on your intellect, yes it is. Anyone else had a comment and for those of you who are listening, you can send your e-mails - e-mail your questions - and I’ll be sure to address those as well.

Woman:
Good morning.

(Leonardo Rowe):
Good morning.

Woman:
For instances where you may have pursued a supervisor or whatever the situation is have pursued all those avenues and you start to recognize that this person’s behavior is not being modified and maybe it’s an organic issue. At what point is a management referral to EAP a warranted next step?

I see in your resources you identified that a little bit but at what point in the procedural steps would a management referral or something like that help shift that away from the work relationship because the modification is not occurring to something that is more a physical, you know, medical manifestation?

(Leonardo Rowe):
Do you want to address something, Anita?

Anita Pitchford:
Well, when you mess with EAP you have to be careful when a manager is referring someone to EAP because when you - EAP is for individuals - who are experiencing something outside of the office and it’s affecting them at the office.


If you’re being bullied at work, that’s not an outside situation happening so what you do is you refer them to someone like ADR or HR to find out what we can do to address that and as a manager, what you can do if you feel as though someone is bullying your employees, you can address that.

You have that power and then move that along but if you’re a coworker and another coworker is bullying you, then you go up that chain of command. If that first-line manager doesn’t do anything, the second-line manager doesn’t do anything, guess what?


We have a department and believe it or not the Secretary believes in that so you have a voice. You have somewhere to go. It’s just unfortunate that many don’t want to go because they don’t want to become what they say labeled that they’re a problem employee. They just try and deal with it and what we’re saying is there is a confidential way to deal with it.

There are ways that you can deal with it and in your ADR office or in with our office, when you come to us it’s confidential and what we do is we ask you - we won’t share anything with you - we’ll ask you before we share, is there anything today we’ve discussed that you wanted to keep within this room or can we discuss everything that’s been discussed here and then you’ll let us know what that is. You set the rules, okay?
(Leonardo Rowe):
So as you can see that the aim if you - I’m sorry - you had another question, I’m sorry, go right ahead.

Woman:
I had a question for you on the area of sexual orientation and bullying in that USDA has created the culture transformation process and has developed a few policies. I noticed that your presentation you identified race, gender and religion but you never said anything about sexual orientation, that process and we don’t have any.

(Leonardo Rowe):
Well, that may have just been an oversight for not mentioning that but that’s also because as you know that’s become more in the government where that is now part of something that you definitely want to pay attention to.


How we handle it now would be that there’s still protections as far as the EEO process is still there, I mean, there’s still you were talking about sexual orientation as opposed to sexual harassment, is that what you’re thinking about or sexual orientation? It’s the same so you still have avenues to go with, yes.

Man:
(Unintelligible).

(Leonardo Rowe):
Okay. Okay, hold on one second. We need to get the microphone. I want him to repeat that...
Woman:
Ladies and gentlemen...
(Leonardo Rowe):
...just so you can hear the people that’s (a bar can hear).

Anita Pitchford:
I just asked that everyone please be patient because we do have individuals on the phone. We have 700 lines and within those 700 lines there are individuals up to 50 in a room trying to learn and whatever you are saying in this room may be relevant to them and is very important so I ask you to please be patient as I try to work around the room to get to the mic.
Man:
What I said was that the Secretary’s policy (similar) policy that there won’t be any discrimination, hostile work environment, etcetera, covers all areas, sexual orientation, race, gender, national origin, disability, parental status, etcetera, etcetera.

So basically that’s the agency’s policy and therefore you’ve got all - you’ve got the agency grievance process - HR, ADR, EEO complaints, your union grievance process all available to resolve workplace issues so nobody should be tolerating any harassment based on any of the items identified and the basis identified by the Secretary’s policy.

(Leonardo Rowe):
Right. Over to the left for another comment, hold on.
Woman:
Just within like last year, that happened in the fellow observation of LGDT where the Secretary actually signed it in where no one with sexual orientation would be discriminated within USDA, not within the federal government but within USDA so they would get the, the same protections that everyone else would get, and so that took us that last year during the observation about I think that was June 2011.

Yeah he sent the memo out and signed it where everyone could see it.
(Leonardo Rowe):
So the EEO process was will still be the same so it’s the same EEO process if there’s a sexual orientation. So all the timelines and all, everything that you still covered.

Someone else has a comment?

So again like I was saying you want to with the aim of using the mediation processes you’re not trying to change a bully because you’re not going to change the bully but you want to change the behavior. Sometimes the bullies are going to be who they are but while they’re at work they need to change their behavior so that would be the aim of having a mediation with an employee that’s the, that is the bully.

Here’s some of your resources that we were talking about before, kind of talks about so you can, you have your hand out so I won’t have to read all of those but these are some good resources that you can actually use and go through to be able to help you get your more information on bullying and what you actually can do, okay.

So again I’m going to have this other, a few other things and I’m going to take some more questions if you could, the work place bullying can either effect your home life or your work place, but you want to take action and you want to get help and a bully without a victim is powerless, just remember that, if they don’t have a victim they can’t be a bully if they don’t have a victim because that’s what they do need.

So, and this will conclude my presentation but do you have any questions or more, or does anyone from e-mail questions in? Okay. Okay hold on, we have a microphone over here.
Man:
What is the process for a supervisor? If the employees had (unintelligible).
(Leonardo Rowe):
What is the process for a supervisor if an employee has come to you with...
Man:
(Unintelligible).

(Leonardo Rowe):
...well first of all if an employee comes to a supervisor to complain that they’d been bullied by another co-worker?
Man:
Yes.

(Leonardo Rowe):
It’s, a good idea will be to call, if the supervisor’s comfortable doing it call the parties in together, call the two parties in and kind of discuss what’s going on. Sometimes, as I was saying before, sometimes a bully may not realize what they’re doing is like, a lot of times communication is possessed in how you perceive the information I’m giving you, I didn’t know that, you know sometimes when I talk I use my hands but to someone else that might be intimidating.

You know I don’t know that I’m doing that because though it may be something that I’m doing without thinking about it or it may not be meaningful or it could be that I’m trying to do this, so those need to be fleshed out, but I will say the supervisor would need to meet with those parties and try to find out what’s going on and why it is and you as a supervisor would give your expectations in the work place about what’s not going to be tolerated.

See and this, the good thing about supervisors and if we have employee/employee bullying you have the power as the supervisor to shut it down, you know this is not going to be tolerated and if it is tolerated, you know there’s several steps you can take as a supervisor, you know, you document everything that goes on and if it takes a discipline as a way to correct it that’s what you have to do but to not do anything only makes it, it takes away the whole situation and makes it worse.

Man:
One more just to follow-up, is it possible for supervisors to be bullied?
(Leonardo Rowe):
Absolutely. Oh absolutely, yeah there are employees that know that they can bully supervisors and supervisors that, okay let me, let me, let me pick my words correctly. Supervisors that are timid, I’ll say that, or afraid to speak out because an employee, say okay say a guy that’s my size and a small young supervisor that’s smaller they may be intimidated by my size, well for those who are over, over who listen on the phone I’m 290 pounds, okay, 6’2”, yeah.

So a person may be intimidated by a person’s size and they may not want to say anything or may be afraid to say something, but you as the supervisor it’s your supervisor it’s your job to correct my behavior if I’m doing something that is contrary to the agency’s policy.

If I’m bullying you how can me as a, as a subordinate bully my supervisor, wait a minute I’m the supervisor, so you have to take charge and not allow that to happen, but as soon as you allow it to happen it’s going to continue because you know you’re not going to do anything so I’m going to pretty much have my way with you unless you shut it down.

You got another question at the microphone? Yes ma’am.
Woman:
Thank you Anita.

Anita Pitchford:
You’re welcome.
Woman:
Can you tell me now the Employee Assistance Program could help managers deal with bullying in their work place?
(Leonardo Rowe):
The EAP is a little different see. You want to get to the mic there?
Woman:
Is there such a thing as a management consultation for them?
Woman:
It is but the supervisor would have to identify that it’s something on the outside that’s, that is...
(Leonardo Rowe):
Yeah.
Woman:
...causing them to feel like they’re being bullied. It may be something that’s going on in the outside and there’s this, the employee is taking it and so it’s something on the (unintelligible) but you’d have to be careful with that, you’d have to be really careful as a supervisor to even refer someone to that because it can be sensitive.

Because it, what your employee will say, and the reason why I know this is because they come to us irritated, what are they trying to say, I got, that I’m crazy? I mean that’s not what they’re trying to say they’re just, they’re emanating some type of behavior that may be I’m trying to get you some help.

What happens is the employee starts, want to file a complaint because they may have a legitimate before that complaint but they can’t file a complaint, and some supervisors don’t want to file a EEO complaint against them so you have to be really careful when you’re referring them to that, but the manager can go to a EAP person and talk to them and say what can I do, this is what I’ve seen.

And sometimes a manager, a lot of individuals the employees talk to their managers about outside things that are going on and if that manager feels that way they can go to the EAP assistance and say these are what’s affecting them, they haven’t said that, what can I do.

And the same with the (ADR) office, the managers can come...
(Leonardo Rowe):
Right.
Woman:
...and it’s confidential again. Don’t feel as though your second line supervisor or the upper management’s going to know about it, because some managers think that if I come to you all I’m indicating to my higher management that I can’t handle my employees, I can’t (unintelligible) confidential. We don’t say anything, we don’t tell (unintelligible).
(Leonardo Rowe):
Well it’s, I would piggyback on that it’s not only that it’s indicating that you can’t, that you can’t handle it but a lot of the times that managers would just rather be proactive and bring it to the (ADR) office because they’re trained to deal with people like that, they’re trained to deal with those situations.

And because they are trained to deal with those situations it is really helpful when you’re not comfortable with doing that part as far as that, making that connection with that employee or that person that’s had this bullying issue.
Woman:
And we have some...
(Leonardo Rowe):
Yes.

Woman:
...questions from the (unintelligible) on the phone. What determines the difference between giving an employee an order to perform a task and an employee being bullied to perform a task? What details protect a supervisor from being accused of bullying versus giving instruction? If it is a matter of perception what criteria are there to determine if it is justified?
(Leonardo Rowe):
Okay. So you’re talking about when you give an order to perform a task and they want to know what’s the difference between you’re bullying someone or you’re just giving an order for them actually to do, do their job.

A lot of times like I was saying about perception, and how you perceive something, I could say something and I mean it one way but you would receive it totally different and you may think that I am, I am it’s coming out differently than the way that I presented.

So you know, because perception is one person is their reality, that is their reality is the perception. But I would address it in a different way, I would address that, that person and just directly so I won’t have to guess if they give you an order as a supervisor you have to follow your instructions, yes, but is it in a way that is demeaning, you addressed it.

If it’s a demeaning way that’s the time that you would probably want to pull that person aside and kind of go through some of the stuff we talked about, well when you said this, this is how you made me feel. They may not know that, you know this is what I, all right this is how I, you know I felt when you said that, I felt that you know you were intimidating.

So you have to address it at some level but to not address it would be detrimental because it would it probably continue and you won’t even realize it and it just will continue unless you, you would, have you ever heard the saying when you keep blowing up a balloon you have to let out some of the air or it’s going to explode.

Well that air would be addressing the issues because if you’re just constantly getting this air blown into you at some point you’re going to explode so you need to release some of that so you need to have that conversation. Those are called tough conversations sometimes. Do you have another question?
Woman:
What do you do if a supervisor bullies you in a non-verbal, non-engagement or passive manner? For example, if the supervisor ignores you, excludes you from meetings or simply doesn’t engage you as a subordinate employee.
(Leonardo Rowe):
Well I would, I would say to that person they would need to address that directly and if that’s the behavior that the supervisor is illuminating you want to address it directly and find out why that is happening, you want to find out why they’re being treated that way or what is going on. But that’s my advice I would say.
Woman:
But you also want to encourage the individual if they have, if there’s someone who is not comfortable with approaching their supervisor they can have a third party go in there and be a part of the conversation just to make sure that they feel safe, so that is out there for you all. Okay.
(Leonardo Rowe):
Hold on. Got another question.
Woman:
I would have a question for that person if they actually filed a complaint because to me that sounds like retaliation, excluding them from meetings, not wanting to engage them, I don’t know that their situation is but that’s kind of a form of retaliation.
(Leonardo Rowe):
It’ll be retaliation if they filed a previous complaint.
Woman:
Right. That, right, that’s what I, yeah that’s what my, yeah would be my question if that actually happened is the retaliation harassment, I don’t know what the situation is, if that’s actually going on if something happened like that, if that is it’s a form of retaliation and that would be something that they would need, just so that person knows that that happened.
Man:
Yes.
(Leonardo Rowe):
I think a concept that, we, there has to be some balance here because the intent of individuals at times you know may not be righteous in some cases, so what I, what has to be over time is the development of the relationship between the, the employee and the supervisor and in exchange in the open dialog.

And I know that sounds very idealistic but each of us in this room have a level of maturity in which we can express our opinion without being confrontational, without feeling that we’re being subjected to some demeaning or demeaning instance that will cause them to go back into their shell and not communicate.
Man:
Right.
Man:
So I think somewhere along the line we have to err in, err on caution to make sure that this communication is professional and proper.
(Leonardo Rowe):
That’s one, you’re 100% correct but the unfortunate thing is everyone, they don’t have that ability to address issues like that. A lot of people are intimidated, they’re just they’re intimidated, they’re not going to say anything or they feel that they can’t say anything but hopefully from this information today we give those persons who feel that way possibly another way, another avenue. Do you have another question in the back here?

Okay. Well one second here, we’re going to have another e-mail question.
Woman:
Well it says if you, it is very difficult to not shout when you are being shouted at. What examples can you offer to not.

(Leonardo Rowe):
Yeah. Okay. So you’re, yeah definitely your reaction, you’re talking about their reaction because someone’s shouting at you. Yeah it’s hard, it’s hard. I mean it’s, we’re human, you know and you have to, someone has to be the adult though, you have to, someone has to take the high road because if you have two people shouting I guaranty you no one’s listening. So it’s just causing a big chaos there in your office, in your work place.

There are some points, you know, you do have to have someone, if you need to have someone else to come in to have that conversation you do, you do what you have to do to do that.

Back to what Anita was saying that there are people that can come in and, or you can come to the office and actually bring those conversations to pass that you could address it directly when the person’s shouting at you, I mean what was their reason for shouting, I mean what are you thinking, I mean what’s going on?

You need to know that but don’t let them, I would always say don’t let, don’t let the words coming out of someone else’s mouth control your emotions because they’re just words coming out of their mouth, a bunch of alphabets formed into words that’s all it is, and you let someone speak and just watch you just squirm they have, you have just empowered that person because all they got to do is just say something and it was watch you squirm.

So when you release that by ignoring the words, just because you say something about me and it’s not true those are your words, that’s your opinion, that doesn’t mean anything to me so those, it doesn’t affect me so I’m not going to let your words control me.

So when you gain control like that, that helps, that’s one thing that helps, but another thing is for you not to tolerate people speaking to you like you know you’re someone’s child, so you do want to address it definitely, but you don’t have to raise to their level of you might want to just say you know what, we’re going to, I’m going to come back when you cool down we’ll have this conversation again, just walk away, wait till cooler heads prevail and go back and try it again.

But don’t, in the heat of the moment, yeah there’s going to be some, you know your feelings are going to get hurt and you’re going to get this rise out of you and you don’t want that because if it’s not going to do any good, that’s not going to help you with the situation.
Woman:
Okay. We have what can you do with a bullying coworker who thrives on the conflict if you stand up for yourself the bullying just escalates? Is it better to ignore in this case?
(Leonardo Rowe):
No it’s never better to ignore, is the supervisor involved, has the supervisor been made aware of the situation? If the supervisor has been made aware of the situation and they’re not doing anything about it, so now there’s other issues, now the supervisor is causing a hostile work environment because they’ve been told about a behavior of one of your coworkers and they’re not taking any action to correct it.

So the supervisors are going to be held accountable, well they should be held accountable for controlling their office when those issues are happening like that and they’re being made aware of it, they, it’s their duty as a supervisor to address it, bring the people in or do something for them to not do anything they are creating that situation that they’re all, they’re helping the situation become worse.

Yes. Hold on we have a question, one second please.
Woman:
I’m saying that the employee needs to be mindful of the supervisors cannot become your enabler, meaning that every time a situation may happen outside of the realm or the outside of a supervisor you at some point will have to take the onus on it...
(Leonardo Rowe):
Yes.

Woman:
...because otherwise you put yourself in a I’m going to play wolf situation and you don’t want that to become your Achilles heel in the workplace either.
(Leonardo Rowe):
Yes. You’re right. And that’s a very, very good point and it’s not only that the supervisor yes, has a responsibility but you also have a responsibility as well of not only bringing the person to someone else’s attention but you and that person do need to have that conversation about what’s going on.

And you need to address it directly in front of the supervisor so they’re there and so they’re aware of it and any other, another witness or if you’re in a union, a union steward or whoever you would use someone else, because you want to try to prevent, the purpose of you having these meetings is to prevent any further type of actions from going on or something worse happening from this.

Then document it what we met you know this person was there, that person was there, we talked about it, it’s continuing so you have to do whatever else you have to do to take the next level.

Someone else had a question in back, might have had your hand up? Would you have any more?
Woman:
What are your options if you feel uncomfortable in your work environment after management has been notified of your grievance? Do you have an option to be temporarily reassigned while your case is under investigation?
(Leonardo Rowe):
It’s not, it’s not quite as simple as that. Yeah. No you really can’t, you know well and I’m, I’m presuming that you’re talking about somebody, an EEO case or a grievance case?

Yeah well you know, sometimes if you file a complaint and you would, you can ask that while they’re investigating the complaint that you can, you know be separated from the other person and whether it’s coming, changing hours or maybe you know, I mean they could allow you to do that to change hours or maybe just so you can avoid contact with the person while they’re working out or they do an investigation so.

But no it isn’t a real requirement, it’s a if you ask them they could, it would be great if they could but they’re not compelled to do so, they’re not compelled to do so. Are there any more questions?
Woman:
It seems to be this is a huge problem everywhere, why is the, why is this continuing to go on, especially with supervisors? If the supervisor’s the problem why can’t the management make it mandatory? I’m assuming the training or the...
(Leonardo Rowe):
Yeah. Well that’s, you know more training needs to happen and for, you know I would say for in many agencies there’s been the system you know that this type of behavior was allowed and it’s just been perpetuated through, I mean people just they don’t really address it.

But I think more and more now it’s starting to be addressed more often than not because of possible consequences of a person pushing, you know you get up in the morning, you’re having a really, really bad day the last thing you want to hear is a management berating you over something, and that’s, and you might snap at that.

It’s not because of what they said per say, it could be because of a combination of a hundred other things coming to work and that one time you do not want to hear this today and that’s the time that you might just kind of go off on that person.

So they have to if, it’s incumbent upon them if it’s a safer environment to address those issues, to not address them would not be a good situation, so I will say to the person who asked the question that there’s, there’s more attention being paid on as far as getting more training and bringing these issues to light.

But they need to constantly be held to light and continue talking about these things so to make more and more people aware of what you can and cannot do and what you as employee what your rights are to not, to kind of work to not be intimidated or to feel harassed by any kind of way.
Woman:
Okay. The next question is since bullying is so subtle and often behind closed doors how can you prove bullying when it is your word against the bullies word, what is meant by consequences if it continues?
(Leonardo Rowe):
Yeah. Well those are always tough when it’s, and that’s what I was saying earlier, a bully would know that, a bully would know that it’s just me and you. So these words I’m saying to you it’s me and you, it’s your word against mine and they’re probably going to believe me because I’m the manager, that’s the thought process.

And so you feel that, okay well I don’t have anywhere to go because when this person behind these closed doors they intimidate me so you can ask for, you go to ABR and ask that you have some type of mediation with this manager, whereas in the case of these meetings you don’t feel comfortable you would rather have them in a open environment or you would rather have them with another person there.

So they won’t have that, so the manager or that person that’s doing the bullying won’t have that form that they so much desire, which is away from the public and where they can become empowered because now it’s just them as the manager and you as the subordinate and you, yours are not, they’re not going to believe you anyway, that’s the way that some of them think, so.

Do you have a question in the back?
Woman:
Yeah. You’re saying that a third party can come into the room but that third party is not going to come into the room each time you have a meeting with management and anybody can put up a façade for that moment and then it goes back to square one when that meeting is over.

So what are you left with then?
(Leonardo Rowe):
Well I mean, I would, I mean everybody has someone that they answer to, you know, if you’re, if you’re still being harassed in this way that you can meet with that manager’s manager or the manager’s boss and explain the situation and what’s going on, I mean meet with the manager right there and tell them this is what’s going on and it needs to stop.

You know there are other ways that you can do it I mean or if you bring someone else in and definitely bring someone else in and as a witness to what, to the behavior but most likely if you brought someone else in it’s not going to happen. Yeah.
Man:
I just want to make a comment. Basically...
(Leonardo Rowe):
Hold on, you got a mic again?
Man:
I got it. Is it working?
(Leonardo Rowe):
Yeah. Go ahead. I’m sorry go ahead. There you are.

Man:
When you’re with a bully in a room and nobody’s around basically when you’re done with that meeting you write, you document exactly what the individual said, the time, the date and you, and then you type it up and you take it to, you elevate it, take it to his supervisor, his or her supervisor and say this is what just happened and he may deny is but this is a fact and you begin, begin documenting this situation.

And then that person would then have to, you know, address it. I mean you are completely empowered to take control of your situation, you can’t let the bully take control of the situation and act like they are in control even though they may say it’s your word against mine, well on this day you said X.
(Leonardo Rowe):
Right.
Man:
And on this other day you said X and then on, so you just have to be vigilant about documenting what’s going on, date, time and elevate period. And eventually everybody’s going to know that the guy, the person is a bully.
(Leonardo Rowe):
Yeah.

Man:
And action will be taken against that individual.
(Leonardo Rowe):
Yes. Thank you for your insight. I tell you, I’ve heard some people that bring a tape recorder, believe it or not, and they’ll say okay I’m going to be taping this conversation so they’ll, it’s nothing that they know, okay let’s have our conversation, go ahead.

And the conversation goes different. It’s a little different because now you have a witness, which is your own voice, you know and if it, and I’m saying it does happen, I mean and it has happened so, or it’s not as odd as you think it is. People have done that because that’s what they felt they needed to do.

Okay. Well we have a few more things but just I guess we’ll start winding down but I wanted to say I don’t know whether, is this everyone’s first time having this work shop? Okay because I did it last year so I thought some people may be coming that were here last year.

I do want to say I hope that you, that this has given you some information on what you can do, I’m hoping you was able to grab something from this presentation that you leave here today knowing a little bit more than you did when you, before you got here, meaning that you have an opportunity or an avenue, you have somewhere, you have an advocate, you have somewhere that you can go.

Don’t feel helpless, don’t feel that there’s nowhere for you to go, you are an employee, you have a right, I will say you have a right to come to work and not be intimidated, you have a right to come to work and not be screamed and yelled at, that’s your right as a human being, okay.

So when, but when that happens you need to address it and address it immediately. Don’t allow it to continue because if you allow it to continue it will continue and the way that you’re feeling will, you will continue to feel that way, so you need to address it.

And I’m hoping that some of the things that you learned today you’ll be able to make some calls or you will be able to call some people in if you need to so you can help you address the situation.
Woman:
Okay. For those on the phone we’re going to try and keep the line open for questions that you have so that Mr. (Rowe) can address them, so please feel free to continue to send the e-mails in.

If a bully gains power by making you feel uncomfortable or causing you pain wouldn’t confronting them letting them know how you feel give them that much more power?
(Leonardo Rowe):
No it won’t, it won’t give them that much more power but it would, but you do need to address it, I mean just because you’re letting them know how you’re feeling it’s not really empowering them, it’s alerting them that this is going to have to stop.
Woman:
Okay this addresses union, he’s a supervisor and he said the union won’t even talk to him.

(Leonardo Rowe):
The union won’t talk to him?
Woman:
No.
(Leonardo Rowe):
Okay. Well, I’m not sure about what the situation is, why the union won’t talk to him is that, yeah what I would suggest would be to just contact the ADR office and ADR office and what they’ll do is they can try to find out what’s going on on your behalf and see if there’s something that they can do to facilitate the meeting for you.

And you do have the information that’s in your handout, the contact information?
Woman:
I have been told that legally I cannot tape conversations with the bully and supervisors. Is this true? The supervisor’s calling on my personal cell phone and is demanding that I turn over any phone records. What protection do I have?
(Leonardo Rowe):
Your personal cell phone? Your personal cell phone is your personal cell phone so they can’t, no one can dictate or any instruction for you and your personal cell phone, if it’s a government issued phone it’s different but it’s your personal cell phone, you can block the call if you want to, it’s your phone.

No. They, that’s something that no, no one’s, they don’t have a right to your personal records, I mean that’s, no.
Woman:
I’m not a supervisor but if I witnessed bullying, number one am I allowed to immediately step in and stop it, and number two, can I file a complaint with anyone based upon what I witnessed?
(Leonardo Rowe):
Well yes you can step in, number one, yes you can. And I believe it’s third party you’re talking about, you’re talking about when you witness some type of harassing behavior? As a third party you can file a complaint as a third party. Yes.

Anyone else? Another question in the...? Okay. Yes sir.
Man:
I just wanted to follow-up on the last e-mail question about the...
(Leonardo Rowe):
Sure.

Man:
...the taping, they asked if, they’re being told they can’t tape it, can you respond to that?
(Leonardo Rowe):
Well again I would say that in, and I was, in whatever state that they are I mean I believe in D.C., I know in Maryland you have to tell the person that you’re being taped and I don’t, in D.C. I don’t believe you have to tell the person that you are being recorded.

Well I mean, well that was the idea, I mean that was the idea I would just bring that as the idea that someone had did, I won’t say, I will suggest it all the time but if you wanted to do that it would have to be something that you both would mutually agree just, if sometimes it’s good to record it just so everyone would be clear on what’s going on.

There will be no doubt because it could benefit them as well because you know I said X, Y, Z and this is how you responded so it clears everyone, you know because it’s your own words, it’s your own voice.

So I would say that, and it kind of depends on the state that they’re living in but you can’t just record someone, in some states you just can’t do it, it’s actually illegal, but in Washington, D.C. it is legal that you can record someone without their knowledge.
Woman:
Okay. This is my question, you, I’m not even sure if you can answer this but...
(Leonardo Rowe):
Okay.

Woman:
...it’s just pretty much like my, what I think is going on, do you think that the bully is on the arise now because of the economy and people can’t jump jobs like they used to? You know apply for jobs with the possibility of being hired somewhere else so it’s increasing and people feel that you have no other choice but to accept the abuse or quit your job pretty much?
(Leonardo Rowe):
Right. Well I won’t, I don’t know whether it’s because of the economy per say but it’s regardless of the economy that’s irrelevant when it comes to you and what you accept as an employee, you don’t have to accept it as, you know regardless of the economy you don’t have to accept being bullied in the work place, I mean that’s the bottom line you don’t have to accept that.
Man:
I have a comment that you know we’ve got a diverse work force, we’ve got you know we have lots of people coming in from other organizations, the Department of Defense, nothing against anybody who’s in the Department of Defense, but you know, and you know USDA, Department of Interior there’s different cultures in different agencies so...
(Leonardo Rowe):
Right.
Man:
...when you have people coming into an environment they bring with them the style of the day, you know the style that worked for them when they were wherever they were at and what leadership was exuding on them, you know so people come to the work environment with a whole diverse group set of ways of, styles of behaving and exuding leadership.

So but the bottom line is inappropriate behavior, illegal activity, criminal behavior, all those things are not going to be tolerated in the work environment...
(Leonardo Rowe):
Right.
Man:
...USDA. So there are many ways to deal with everything that we’re talking about here in the room today.
(Leonardo Rowe):
Yes. Absolutely.
Man:
And you just have to empower yourself to take control of (unintelligible).

(Leonardo Rowe):
Absolutely. Empowerment is the key. Absolutely.
Man:
And elevate, document and elevate and resolve issues.
(Leonardo Rowe):
Yes.
Man:
And I’m sorry that might sound ideal but...
(Leonardo Rowe):
But that’s true.

Man:
...that’s what we got to do.
(Leonardo Rowe):
Absolutely. Thank you. Yes ma’am.
Woman:
What do you do if you already elevated the situation? They came in, they did a cultural assessment test on our environment and...
(Leonardo Rowe):
Okay.
Woman:
...they’re blaming it on the, they’re blaming it on the (unintelligible) background, I’m a veteran and there’s a difference between bullying and providing leadership. So this assessment came back and stated it was more or less related to the military background, although this person had a high level of, or a high rate of EEO complaints in a short period of time this just is military, what can you do at that particular point when you already elevated as high as you could within your agency?
(Leonardo Rowe):
Yeah well, yeah.
Woman:
(Unintelligible) in the agency or (unintelligible) you go even higher than that, they have a documentation that states that this individual had, they had done a survey, you take it higher, you take, if it’s in the agency or even if it’s in the department you have undersecretaries and secretaries take it to a higher level. You take it to (unintelligible) EEOC yeah.
(Leonardo Rowe):
Well it says I think (unintelligible) other service that the office, they offer are they actually can come in to the office and work with, work with the whole group and try to say something, kind of facilitate the whole working area maybe to try to get some parameters out there how to work together.

It’s, I know what you’re saying it’s probably difficult and frustrating because you constantly have to deal with it and it doesn’t help you any because you’re still dealing with it while the process is so long but I would say it would be more proactive and just bring in more people to come inside of your area to have more people to come.

Because once they do that there’s other ways that they can report out as well and try and look we have an issue, we’re trying to be proactive, X, Y, Z is going on in his office, we need someone to address it, so someone is listening but it may not have gotten to the right set of ears as of yet.

Yes. Oh you had another question? Yeah.
Woman:
I just want to comment on what you just said about the process is so long.
(Leonardo Rowe):
Yes.

Woman:
You know that’s just the point, the process is so long.

(Leonardo Rowe):
Yeah.

Woman:
Is that I’d rather take a shortcut and just e-mail the President, you know what I mean, I just to the point where I did that once and I got a response from them and they sent me information from the Department of Labor, which was great, it was educational.

So my point I’m just trying to say is how can we just improve the situation so it doesn’t have to be so long? I mean maybe this needs to be an overhaul like a lot of other things they’re trying to overhaul, you know?
(Leonardo Rowe):
Yeah well the EEO process itself is a very, very long process but I would, that’s why, that’s the beauty in the ADR process because it, it’s more direct and it’s, and the time is a lot shorter, you actually would have involvement in that whole process because it’s your issue that you will be bringing up.

See the EEO process, you know you have someone to make a decision and the ADR process it’s you and that person making an agreement and that’s the difference. So agreements are, that’s in that whole process are binding agreement so those, and that’s another thing that’s another plus to the ADR process is a lot faster to deal with your situation.

It’s not, and it’s a variety of situations that it deals with so it’s not just a work place thing but any other type of issue that you’re having as well. So they have people that’s trained to do that and you have somewhere to go or someone that you can speak with.

Any more? You all just stand to the end, wow.
Woman:
What actions are taken against a bully once it has been reported?
(Leonardo Rowe):
Yeah. It’s not a generic answer for that, it depends on the situation, you have, it can be anywhere from suspensions to terminations sometimes, it depends on the severity of what’s going on. But as long as, I mean if something’s going on you know, as long as something is, has happened or that can be documented and if it continues it can go back and see however it else it can be elevated to where it needs to be.

So as you’re going back to your offices and while she’s getting another question about, while you’re going back to your offices, just remember that about what I said about empowering yourself about standing up for yourself, about not allowing someone else’s words to control your emotions because that’s the puppet theory all you do is just pull the strings and watch you move.

And when you cut those strings a puppeteer can’t do anything without strings, so when you cut those strings and not allow those words if they’re not touching you and you know, and doing something physical to you a lot of times you can ignore things and it takes the wind out because you’re not, they’re not getting a reaction from you.

But if a bully is a true bully to the sense of a bully they look for victims, they look for someone weak because it does something for them to make them, empower them to feel, you know I’m the bully here so I can step on this person, and they need to feel that way for some, whatever reason it is.

But don’t empower them, empower yourself and stand up and address them directly or through another avenue, some of the avenues in which we mentioned and you have in your handout. There are ways that you can address it.
Woman:
This one is would the employee who files a complaint and is being bullied be allowed to telework so that they can be away from the adverse situation?
(Leonardo Rowe):
That’s a situation that they would have to work out with their manager as far as teleworking because not knowing the situation that they even have telework, but they would have to work that one out with their manager to telework in case they need to. So we wouldn’t really have an answer for that here, so thank you for your question.

Okay.
Woman:
Right so (unintelligible).
(Leonardo Rowe):
Okay. Well we’re getting some more questions in and I just wanted to tell, say to the people that are sending in your questions, please continue to send in your questions, if I don’t get a chance to address them now we’ll get a chance to send you back an e-mail response so that way your question can still be addressed.
Woman:
For those on the phone would you please make sure if you’re participating in a room where there’s more than just one individual that you provide a list of the individuals attending and fax that list to (202) 720-8848? If you have any questions you can also e-mail our office at ERCD@ASCR.usda.gov. Our telephone number is (202) 720-7664.

We will be trying to answer some of the questions that are on the line up until 12:00.
Woman:
Okay (unintelligible).

Woman:
Okay. Yeah (unintelligible). When you said that you could bring a third party into a conversation meeting who is that third party, what if you’re told you cannot bring anyone else to the meeting.
(Leonardo Rowe):
Yeah. Well if you’re told you can’t bring anyone in the meeting you can just tell the person that you don’t feel comfortable coming into the meeting without another person, even if that person is, I’m sorry?
((Crosstalk))

(Leonardo Rowe):
Yeah and basically you can just send them an e-mail that’s stating that. The third person would be if you needed to contact someone from, as not only as a witness but even someone from ADR as well and you want to have a meeting with the person and have someone else there as well, and a lot of times if the ADR person is there a trained person that could help you facilitate the meeting and if you don’t feel that you’re getting anywhere, you know that’s some of the things that we do to help you to get where you need to be.

Thank you.
Woman:
If a bully has been identified in the work place and management is overlooking the behavior what can protect the victim when they go to the next level?
(Leonardo Rowe):
When they go to the next level of the situation, I mean protect them physically or protect them from the, from more harassment? I’m not sure but I could address, I’m sorry?
((Crosstalk))

(Leonardo Rowe):
Yeah well I, what I, let me see we’d probably need a little bit more information but if there is a situation where you have a bully and you, and you’re waiting and you turn a person in and you wanted to get that situation and speak to someone else about it you just try to avoid the person.

And if you all haven’t resolved the issue while whatever else is going on, but you don’t want to get into some type of a conflict, you don’t want to try to get into any type of verbal altercation with this person at this point, until you can kind of resolve and see what the issues are about what’s going on and why it is that you’re having the situation with this person.

So you do want to address it just until that time comes still you want to just, maybe just meet with the supervisor to have them present when that person is around to have these conversations about what, you know the way that what you’re expecting as employees.

Okay. So thank you all for listening, we appreciate you; we’ll see you next time.
END

