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Introduction 
Bullying is a global mire. The phenomenon exists across cultures, societies, and even species 

(Kinsey et al. 2007; Sherrow 2011; Vidal, Buwalda, and Koolhaas 2011). For people, it causes 

stress and exhaustion, anxiety and depression, affects job satisfaction and performance, and 

can even lead to suicide (Namie 2012). It can be found in every corner of our institutions, even 

the workplace. In academe, “bullying is alive and well” (Sallee and Diaz 2013, 47).  

The unfortunate universality of bullying, however, does not imply uniformity. Different people 

in different contexts experience bullying differently. Its severity and specificity differ across 

demographic groups, such as gender, race, ethnicity, age, and sexuality. Mirroring society at 

large, historically marginalized and minoritized groups are the most vulnerable targets of 

bullying. Academic librarians—independent of individual identity—are subject to a unique set of 

environmental and social circumstances that are conducive to bullying in the workplace. When 

individual identity is considered, how do experiences vary? The present study investigates the 

relationship between workplace bullying as experienced by academic library workers across 

age, gender, and race, as well as workplace-specific factors, including librarian status, tenure 

status, and years in the library profession, among a population of Louisiana academic library 

workers. 

The authors of this article utilized both a survey instrument and a definition of bullying from 

the Norwegian Bergen Bullying Research Group and bullying researchers Einarsen, Hoel, and 

Notelaers. They define bullying as “persistent exposure to interpersonal aggression and 

mistreatment from colleagues, superiors, or subordinates,” which can include acts of 

humiliation, threats, exclusion, rumor spreading, or being delegated work that is undesirable, 

demeaning, or impossible to manage, to name some examples (2009). 
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Literature Review 
The work of Brodsky (1976), Leymann (1990), Einarsen (1999), Keashly, Trott, and MacLean 

(1994), Namie and Namie (1999), and Westhues (1998) in the 1970s through the 1990s 

described the negative impact of bullying both on individuals and organizations. Beginning with 

this work and through the early 2000s, multiple measures and constructs were developed to 

examine workplace bullying and related phenomena, including counterproductive work 

behavior, mobbing, workplace incivility, and others (Baird, Hebert, and Savage 2023). While 

each of these terms describe harmful behaviors that are damaging to both workers and the 

workplace, they vary in their characterization. For example, mobbing focuses less on physical 

bullying acts, but rather the psychological harassment of a targeted individual (Leymann 1996). 

Counterproductive work behaviors (such as withdrawing/being late) may not be carried out with 

intention to harm, but nonetheless are damaging to the workplace and to workers (Fox and 

Spector 2005). Workplace incivility includes rude and disrespectful behaviors that do not align 

with workplace norms and which can eventually escalate into more damaging behaviors 

(Andersson and Pearson 1999).  

A number of frameworks and theories have been identified and used to explain workplace 

bullying, addressing the complex system, alongside the interrelated roles that individuals, 

groups, organizations, and societal forces play (Branch, Ramsay, and Barker 2013). For a 

thorough review of these theories, see Branch et al. (2021). 

  

Forces Impacting Individuals 
The bullying literature details workplace stressors as a factor that supports bullying in 

workplaces (Nielsen and Einarsen 2018; Penney, Martir, and Bok 2017). Academic libraries, 

which for years have been experiencing defunding, decreased staffing, immense organizational 

change, role ambiguity, resilience narratives, and devaluing within their broader university 

organizations, are replete with such stressors (Berg, Galvan, and Tewell 2020; Farkas 2017; J. 

Kim 2023). This scarcity rhetoric positions time at its center—in short, there is never enough 

time. And so, academic libraries have embraced “time-saving” ideas, such as demand-driven 

acquisitions, bite-sized information literacy videos, and 24/7 on-demand chat reference 

services, under the guise of “transformational change” (Nicholson 2015). Library workplaces 

structured like businesses result in more competition for resources, increasing friction between 

individuals, exposure to more organizational stressors, and a corresponding increased risk for 

bullying behaviors. In this environment, individuals likely experience a loss of trust in their 
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organization; when an organization does not support and resource its workers, trust erodes and 

burnout thrives (Nardine 2019). 

In environments where trust is low and stressors grow out of hand, and in which bullying 

behaviors are not addressed, people learn that bullying is an acceptable behavior and one that 

may even be helpful to increase individual status and power within an organization. In this 

environment, the accepted belief becomes that being a bully is personally advantageous and 

without consequence. Indeed, in some of the earlier library articles about bullying in libraries, 

bullying (and its cousin, mobbing) were framed largely as an individual or personality problem, 

de-emphasizing workplace stressors and toxic library work environments (Hecker 2007; Osif 

2010). Some even cautioned against informing or involving human resources and unions and 

instead suggested grassroots organizing with co-workers against bullies (Motin 2009). 

While workplace policies and training (e.g., bystander training, civility training, stress 

management) have been implemented to prevent and combat bullying behaviors (Gardner and 

Cooper-Thomas 2021), focusing solely on individual responses to bullying situations will fail if 

unjust structures, workplace environmental factors, and stressors are not addressed (Gillen et 

al. 2017; Praslova, Carucci, and Stokes 2022). 

 

Groups and Teamwork 
Academic library work environments are highly team-based. This influences the creation of 

groups within the library, revolving around a number of different roles and functions: 

librarian/library staff, tenured/untenured, management/nonmanagement, public-facing/non-

public-facing workers, etc. These groups exist in addition to broader social categories such as 

race, gender, and age. In-groups and out-groups develop as individuals sort and are sorted. In 

their discussion of group processes and workplace bullying, Ramsay, Troth, and Branch (2011) 

propose that in an organization where groups follow social rules that are “pro-social and 

respectful,” the likelihood of bullying decreases, whereas groups that follow negative social rules 

(e.g., aggression) increases the likelihood of bullying, especially if the group possesses a strong 

group identification (Ramsay, Troth, and Branch 2011). 

Glambek, Einarsen, and Notelaers (2020, 291) investigated the relationship between 

bullying and what they called non-prototypical versus prototypical work group members and 

found “exposure to bullying behaviours is significantly more common among non-prototypical 

work group members as compared to members with prototypically central positions in the 

group.” This significant finding underpins other research pointing to structural inequities. It is not 
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just bad luck or an individual personality trait that leads to being singled out and bullied; it is also 

a function of one’s insider/outsider status in the workplace social group system (Escartín et al. 

2013). 

 

Library Worker Groupings and Demographics 
Library and librarian positionality in academe is affected by the tenure practices in higher 

education. In many institutions, librarian faculty are subject to the same tenure processes and 

procedures as teaching and research faculty. Tenure affects the power dynamics within the 

organization, as it creates a parallel hierarchy (tenure versus tenure-track versus nontenure-

track) that exists alongside the hierarchy already established by the institution. The relationship 

between tenure status and workplace bullying experiences is complicated. Although clear power 

differences exist between tenured and nontenured faculty, bullying in the academic workplace 

cannot simply be explained through a tenured-as-bully, nontenured-as-target paradigm. A study 

conducted by Taylor (2012) found that nontenure-track faculty and tenured faculty experienced 

significantly higher exposure to specific bullying behaviors than tenure-track faculty. The fact 

that tenured faculty experience significantly higher rates of bullying despite their power status 

highlights how workplace bullying often manifests outside of traditional conceptions of power in 

academe. Although subordinate–superior structures are often illuminated in the bullying 

literature, it is not a universal framework for conceptualizing bullying in the workplace (Keashly 

and Neuman 2013). 

This abstruse dynamic is further complicated in the academic library space, which contains 

workers of various levels and statuses. Library staff—nonlibrarian workers with no option for 

tenure—are subject to unique circumstances that affect bullying experiences. In a study of 

1,185 university employees, faculty were more likely to identify fellow faculty as bullies (63.4%), 

whereas superiors were more likely to be identified as bullies by frontline staff (52.9%) (Keashly 

and Neuman 2013). Although Keashly and Neuman’s study is not focused on academic library 

staff specifically, it is clear that one’s status within the organizational hierarchy of academe has 

an impact on experiencing bullying in the workplace. Indeed, Sasyk notes that academic library 

staff “often have little agency to respond to acts of incivility, scapegoating, resistance, and poor 

communication from librarians” (2023, 251). 

Any discussion of bullying in the workplace must consider individual and specific contexts. 

Much like any society, every workplace environment is made up of a complex ecosystem of 

identities, social norms and expectations, and intersectionalities. Exploring the variety of factors 
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that make up one’s identity—gender, ethnicity, age, etc.—coupled with their workplace 

identity—time in the profession, job status, etc.—could explain why, in the workplace, some are 

bullied more, and some are bullied less. 

If bullying in the workplace is an understudied area, an examination of what demographic 

factors influence the prevalence, type, and severity of bullying in the workplace is even more so. 

Although only a portion of workplace bullying studies investigate demographic variables, how 

these variables are categorized and defined makes it difficult to draw broad generalizations. 

How researchers define gender, race/ethnicity, and age categories often varies on a study-to-

study basis. Studies also vary on the level of inclusivity; for example, gender is often defined on 

a binary (man, woman). The body of literature is undoubtedly affected by research practices that 

center the experiences of White, heteronormative workers; nevertheless, some relevant 

conclusions can be drawn from the existing literature. 

In general, the data show women are bullied more than men in the workplace to varying 

degrees (Hoel and Cooper 2001; Lewis and Gunn 2007; Quine 2002; Salin 2003; 2021). A 

systematic review of the literature by Feijio et al. (2019) found that of the fifty-one included 

studies in the review, thirteen showed that women were more likely to be bullied than men, two 

found no gender associations, and two found men were more likely to be bullied. Moayed et al. 

(2006) found in their systematic review that only two of seven studies showed gender 

differences (both found women to be more likely targets). In a 2018 face-to-face interview study 

of over 4,500 German workers, Lange et al. (2019) found no difference in bullying prevalence 

across gender. Beyond prevalence, there are differences in the ways workers experience 

bullying based on their gender. Men are more likely to be bullied by superiors, whereas women 

experience bullying consistently from supervisors, colleagues, and subordinates (Salin 2003). 

Women are more likely to report unwanted sexual attention or sexual harassment in the 

workplace (Salin 2003) as well as receive more insulting messages (Hoel and Cooper 2001). In 

addition, women in higher-ranking positions are bullied at higher rates than men in these 

positions (Hoel, Cooper, and Faragher 2001) and, in libraries, men are more likely to bully 

workers they supervise than women in supervisory roles (H. J. Kim, Geary, and Bielefield 2018). 

Namie (2021) found women are more likely to bully women in the workplace, whereas Hoel, 

Lewis, and Einarsdottir (2021) found the opposite. Gender differences in reported bullying 

exposure may also depend on measurement methodology. Rosander et al. (2020) discovered in 

their sample of over 1,800 Swedish workers that women are more likely to self-label as bullied, 

but men are more likely to be labeled as targets of bullying based on the cumulative score of 

exposure to negative acts in the workplace. This is consistent with previous findings, which 
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show that when the experience of bullying behaviors is consistent across genders, women self-

label as targets of bullying at higher rates than men (Salin 2003). Further complicating gender-

specific bullying in the workplace is the matter of distribution across genders and samples. Zapf 

(2020) found that in an analysis of eighty samples of bullying targets across studies, women 

were almost twice as likely to be the targets of bullying than men. However, based on further 

analysis of gender distribution within the total sample, the overrepresentation of women targets 

is explained by the overrepresentation of women in the sample generally. Furthermore, gender 

in the present literature is often dichotomized between men and women. This, of course, does 

not reflect all workers’ gender identities. Little research exists on the bullying experiences of 

transgender, nonbinary, and gender nonconforming workers (Salin 2021). In the United 

Kingdom and the United States, reports show that transgender workers experience a very high 

rate of harassment at work, 48% and 90%, respectively (Grant et al. 2011; Trades Union 

Congress 2017). More specific to academe, Rankin et al. (2010) found that, in their national 

survey of over 5,000 university students, faculty, and staff, those who identify as transgender 

are more likely to report being bullied than men or women. 

The same study by Rankin et al. (2010) also revealed respondents of color in a university 

setting were more likely to experience race-based harassment than their White counterparts. In 

general, people of ethnic minorities, like gender minorities, are more likely to experience 

exposure to bullying than those of ethnic majorities (Bergbom and Vartia 2021). Bergbom and 

Vartia’s conclusions are echoed throughout the literature (Khubchandani and Price 2015; Lewis 

and Gunn 2007; Lipscomb et al. 2015; Quine 2002), but the literature is inconsistent in terms of 

which minority groups are the most targeted. For example, the 2021 Workplace Bullying 

Institute US Workplace Bullying Survey found that Hispanic Americans were the most frequently 

targeted (35%) followed by White Americans (30%), Black Americans (26%), and Asian 

Americans (12%) (Namie 2021). Conversely, Hoel and Cooper (2001) found Asians (19.6%) to 

be the most frequently targeted ethnic group. In total, the literature surrounding the association 

between ethnicity and bullying is lacking and inconclusive. In a 2019 systematic review, Feijo et 

al. identified fifty-one studies that measured workplace bullying, only five of which considered 

race or ethnicity. Of these five studies, three found associations between bullying and 

ethnic/racial minority status, one showed no differences, and one found less bullying prevalence 

amongst non-White workers. In the library space, minority academic librarians face additional 

impact factors and enabling systems that have been demonstrated to affect low morale, which 

leads to bullying experiences (Kendrick and Damasco 2019). Freedman and Vreven’s (2016) 

survey of academic librarians and staff found a relationship between race/ethnicity and an 
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increased incidence of negative acts in the workplace. Recent qualitative studies report on the 

hostile community college library environments faced by Black librarians (Oates 2023) and the 

toxic and racist environments experienced by BIPOC librarians who ultimately decided to leave 

their academic library jobs (Cunningham, Gus, and Stout 2023). While the correlation between 

rates of bullying and race or ethnicity warrants further investigation, it is clear that people from 

ethnic and racial minorities experience negative acts targeted at their race or ethnicity at higher 

rates than White workers (Sallee and Diaz 2013). 

In addition to gender, race, and ethnicity, age as well as the amount of time working in a 

particular field or institution are important factors when considering the prevalence of bullying in 

the workplace. Data exist that point toward younger workers experiencing bullying at higher 

rates than their older counterparts, but results are unclear and inconclusive. Lange et al. (2019) 

found that amongst a sample of workers between the ages of 31 and 60, younger workers 

experience significantly more severe bullying from superiors than older workers. These findings 

are consistent with those of Hoel and Cooper (2001), who identified significant differences 

between bullying risk for younger and middle-aged workers and that for older workers over a 

five-year period. However, in the Lange et al. (2019) study, there was no difference in overall 

bullying experience between age groups, only in terms of severe bullying exposure from 

superiors, and in the Hoel and Cooper (2001) study, significant differences were only found 

when results were mapped over a five-year period. Furthermore, of the eighteen studies 

identified by Feijo et al. (2019) that explored an association between age and bullying, eight 

found that younger workers were more likely to be the targets of bullying, one found that older 

workers were more likely targets, and nine found no association. Additionally, only two of these 

studies measured years of work in an organization, one finding a positive association between 

more years worked and bullying, and the other finding no difference. For library workers, 

specifically, Kim, Geary, and Bielefield (2018) found that there was in fact a significant 

difference between the bullying experiences of workers with respect to age. Their study found 

two age groups (35–44 years and 45–54 years) are more likely to experience bullying than their 

coworkers (18–24 years, 25–34 years, 55–54 years, and 65 and older). 

There is little literature on the association between length of service in an organization and 

exposure to workplace bullying. Much of the work in this area has investigated the relationship 

between length of service and work attitudes, which suggests that as employees spend more 

time in an organization, attitudinal indicators trend positively (Bal, De Cooman, and Mol 2013; 

Gibson and Klein 1970). Glambek, Einarsen, and Notelaers (2023) posit a complicated 

relationship between length of time within an organization and bullying. In their study of over 
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1,000 Norwegian workers, the researchers identified a mediation effect of job dissatisfaction that 

links exposure to workplace bullying and turnover intentions (i.e., workers’ intent to leave the 

organization), with the strongest effect applying to short-term employees (two and a half years 

or less). The researchers conclude that long-term service acts as a resource for resilience when 

faced with bullying, which also could explain why the literature across age-related workplace 

bullying leans in the same direction—generally, workers who have spent longer amounts of time 

in an organization are also older. Additionally, the response to bullying exposure from older 

workers differs from younger workers—older workers are more likely to take no action in 

response as opposed to engaging with a coping strategy such as seeking help or avoidance 

(Jóhannsdóttir and Ólafsson 2004). As is the case with other groups, it is not only important to 

consider rates of exposure to workplace bullying on a demographic spectrum, but also 

differences in effects, responses, and outcomes. In academic libraries, Freedman and Vreven 

(2016) found that there was a critical time during which negative acts increased, namely 

between four and seven years in the profession. The researchers attributed this finding to the 

tenure and promotion processes that generally take place during that time. 

The opacity of the effects of gender, race, ethnicity, age, and length of service on exposure 

to workplace bullying is evident. Despite a scarcity of literature in this area, what is clear is that 

“a vast number of studies show that employees in more vulnerable social groups … report 

higher rates of workplace bullying and related phenomena, such as workplace incivility and 

workplace harassment” (Salin 2021, 332). There is no reason to think that academe, libraries, 

and academic libraries are immune to the influence of identity-specific contexts that affect 

bullying experiences. Demographically, librarians heavily skew female, White, and to a lesser 

degree, middle aged (Rosa and Henke 2017; Schonfeld and Sweeney 2017), creating a unique 

environment that is not reflective of demographic differences across the general population or 

other workplaces. Academic librarians, specifically, work in an environment that is subject to a 

number of influences and risk factors that may exacerbate exposure (Baird, Hebert, and Savage 

2023). 

 

Research Question 
Are there relationships between experiencing workplace bullying and librarian status, tenure 

status, years in the profession, age, gender, or race? 
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Methods 
Population and Sampling 
The eligible population included library workers over the age of 18 years who worked at one of 

the forty higher education institutions in Louisiana accredited by the Southern Association of 

Colleges and Schools Commission on Colleges (SACSCOC) but excluded student workers and 

graduate assistants (SACSCOC 2022). 

The authors created an approximated census sample by collecting the names and emails 

from the institutions’ public-facing websites; when this information was unavailable, the authors 

requested the information from the libraries. The authors collected information from thirty-nine of 

the eligible institutions, a total of 636 names. 

Because of employee turnover, some directories may have been inaccurate. It’s also 

possible that some directories did not list all employees. The study also excluded the author 

working at a Louisiana university. 

This study was approved by the Louisiana State University Institutional Review Board 

(Study no. IRBAM-22-0123) and by the Montclair State University Institutional Review Board 

(Study no. IRB-FY21-22-2541). 

 

Data Collection 
The authors used Qualtrics, an online survey application, to distribute recruitment emails and to 

administer the survey. Unique links were used, but responses were anonymized. Respondents’ 

names, email addresses, and IP addresses were not recorded. 

 

Instrument 
The authors received permission from the Bergen Bullying Group to use the Negative Acts 

Questionnaire—Revised (NAQ-R) (personal communication from Ståle V. Einarsen, March 16, 

2022). NAQ-R is widely used in bullying studies (Escartín et al. 2021), has a high level of 

internal consistency, and has been validated (Einarsen, Hoel, and Notelaers 2009). It also has 

the advantage of being used in several studies of libraries and workplace bullying (Freedman 

and Vreven 2016). The authors included several demographic questions following the NAQ-R 

(Baird, Hebert, and Savage 2023). 
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Data Analysis 
Data were exported into SPSS. Data from participants who responded to fewer than twenty of 

the first twenty-two NAQ-R items were deleted as were data from participants who did not 

respond to question twenty-three of NAQ-R. Data are reported in aggregate. In addition, when 

the number of responses to certain demographic questions was small enough that participants 

could potentially be identified, data were consolidated in some of the response choices. These 

items are noted in the Results section. 

 

Results 
The authors looked for relationships between experiencing workplace bullying and librarian 

status, tenure status, years working in a library, gender, race, and age using the chi-square test 

(or Fisher’s exact test when cross-tabulations included cell counts less than five) and found no 

statistical significance pointing to a relationship between being bullied and each of these 

independent variables other than years working in a library, perhaps because of the small 

sample size. Nonresponses and “prefer not to answer” responses were excluded from the 

analysis.  

Reporting the frequency of bullying in cross-tabulations for groups, even in the absence of 

statistically significant relationships, provides valuable documentation. In addition, reporting 

statistically insignificant findings is in alignment with the call in the Hong Kong Principles to 

“value complete reporting” (Moher et al. 2020, 5). Biases against publishing null results extend 

beyond the sciences into the social sciences (Franco, Milhotra, and Simonovits 2014), and 

those against the publication of negative results have also been identified as contributors to 

questionable research practices (O’Boyle, Banks, and Gonzalez-Mule 2014). 

 

Response Rate 
The recruitment message was delivered to 615 eligible subjects. The survey opened on March 

17, 2022, and closed on April 28, 2022. After removing incomplete responses as reported in the 

Data Analysis section, the study included data from 140 respondents (22.7% response rate). 

Additional details about survey distribution and descriptions of respondents’ institutions are 

detailed in the authors’ 2023 article. 
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Librarian Status 
The majority of respondents (65.9%) identified themselves as librarians (table 1). ACRL 2020 

dashboard data indicates librarians account for 47% of academic library staff (excluding student 

assistants) in Louisiana, so the ratio of librarians to staff is not representative of the actual ratio 

of librarians to staff in Louisiana (American Library Association 2022). A chi-squared test does 

not reveal a statistically significant relationship between librarian status and experiencing 

workplace bullying, X2 (1, N = 138) = .146, p = .702. 

 

Table 1. Librarian Status 

Are you classified as a 
librarian at your institution? No, not bullied Yes, any amount of 

bullying Total 

Yes 69 22 91 

No 37 10  47 

Total 106 32 138 

 

Tenure Status of Librarians 
Of the respondents who identified themselves as librarians, twenty-six were tenured, twenty-

eight were tenure-track, and thirty-six had no option for tenure (table 2). One respondent’s 

answer was uncategorizable and was not included in the analysis. A chi-squared test does not 

reveal a statistically significant relationship between tenure status and experiencing workplace 

bullying, X2 (2, N = 90) = .713, p = .700. 

 

Table 2. Tenure Status of Librarians 

 Tenure Status No, not bullied 
Yes, any amount of 

bullying 
Total 

Tenured 19 7 26 

Tenure-track 23  5 28 

No option for tenure* 27 9 36 
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Total 69 21 90 

*Responses that indicated “adjunct” as the status were merged with “no option for tenure” 

responses.  

 

Gender 
Approximately 17% of men, 38% of individuals identifying as non-binary/other, and 25% of 

women reported being the target of bullying (table 3). A chi-square test of independence was 

performed to evaluate the relationship between gender and experiencing bullying. The 

relationship between these variables was not statistically significant, X2 (2, N = 136) = 1.736, p = 

.420. 

 

Table 3. Gender 

Gender No, not bullied 
Yes, any amount 

of bullying 
Total 

Man 29 6 35 

Non-binary/other* 5 3 8 

Woman 70 23 93 

Total  104 32 136 

*“Prefer to self describe” and “nonbinary” responses were combined and 

reported as “non-binary/other” to safeguard the privacy of respondents. 

 

Race 
Approximately 14% of non-White respondents and 25% of White respondents reported being 

the target of bullying (table 4). A chi-square test of independence was performed to evaluate the 

relationship between race and experiencing bullying. The relationship between these variables 

was not statistically significant, X2 (1, N = 133) = 1.379, p =.240). 
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Table 4. Race 

Race  No, not bullied Yes, any amount of 
bullying Total 

Non-White* 19 3 22 

White or Caucasian 83 28 111 

Total 102 31 133 

*Responses other than “White or Caucasian” were combined and reported as “Non-White” to 
ensure the privacy of respondents. 
 

Age 
The percentage of respondents reporting any amount of bullying varies widely by age; for 

example, 40% of respondents between the ages of 35 and 39 identify as having experienced 

bullying, but no respondents between the ages of 55 and 59 report experiencing bullying (table 

5). The results of a Fisher-Freeman-Halton exact test (p = .518) do not indicate a statistically 

significant association between age and experiencing bullying. 

 
Table 5. Age 

Age  No, not bullied Yes, any amount of bullying Total 

25–29 9 2 11 

30–34 11 2 13 

35–39 9 6 15 

40–44 24 4 28 

45–49 8 5 13 

50–54 14 4 18 

55–59 6 0 6 

60–64 14 5 19 

65 or older 7 3 10 

Total 102 31 133 
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*Ages responses for ages 65 and older were combined to ensure the privacy of 
respondents. 
 

Years Working in a Library 
The results of a Fisher-Freeman-Halton exact test (p = .055) do not indicate a statistically 

significant association between the number of years working in a library and currently being the 

target of bullying. It is notable, however, that 41% of the twenty-nine respondents reporting four 

to seven years of working in a library reported experiencing bullying (table 6). 

 
Table 6. Years Working in a Library 

 Years working in a library 
No, not 
bullied 

Yes, any amount of 
bullying Total 

0–3  17 1 18  

4–7 17 12 29 

8–12 15 5 20  

13–20 32 5 37 

21–30 17 6  23 

31 or more 9 3  12 

Total 107 32  139 

 

Discussion 

Librarian Status 
Librarians and other academic library workers reported almost the same rate of workplace 

bullying, approximately 24% and 21% respectively, and a chi-squared test does not reveal a 

statistically significant relationship between librarian status and experiencing workplace bullying, 

X2 (1, N = 138) = .146, p = .702. However, as mentioned in the results section, the number of 

librarians responding to the survey was disproportionately higher than the reported ratio of 

librarians to library staff in Louisiana academic libraries. The lower response rate for 
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nonlibrarian workers is a signal that this population needs additional research. In many libraries, 

nonlibrarians, especially library paraprofessionals, have a higher rate of work alienation which 

Sasyk (2023) links to the power disparity between paraprofessionals, librarians, and 

administrators, limiting the former’s agency to respond to negative workplace experiences, 

which suggests nonlibrarian workers may be more vulnerable to workplace bullying. 

 

Tenure Status 
Although a chi-squared test does not reveal a statistically significant relationship between tenure 

status and experiencing workplace bullying, X2 (2, N = 90) = .713, p = .700, the data suggest 

further investigation is warranted. A larger percentage (27%) of tenured librarians and librarians 

who have no option for tenure (25%) reported being the target of bullying than tenure-track 

librarians (18%). This suggests Parme and Pajewski’s (2023) argument that tenured librarians 

use incivility to maintain their feeling of exclusivity and that targeting of tenure-track librarians is 

ingrained in the hierarchy of academic librarians should be revisited, as well as the findings 

summarized by Keashly that point to tenured faculty being more at risk of being the target of 

bullying (Keashly 2021). 

 

Gender 
The data suggest there is no statistical significance between workplace bullying in academic 

libraries and gender. This lack of a statistically significant relationship is not surprising 

considering the mixed findings of the systematic reviews of Moayed et al. (2006) and Fiejo et al. 

(2019). It also confirms Lange et al.’s (2019) qualitative study which did not find a difference in 

the prevalence of bullying between men and women. The relationship between gender and 

workplace bullying in academic libraries merits special attention because of its complicated 

dynamics. Despite the predominance of women in library work, in academic libraries, men are 

disproportionately represented in management positions (DeLong 2013; Martin 2015). Research 

in other sectors indicates that women are more frequently the targets of both vertical 

(supervisors and subordinates) and lateral (coworkers) bullying than men (Salin 2003) and are 

also more frequently the targets of bullying even when they are in higher-ranking positions in 

their organizations (Hoel and Cooper 2001). 

The number of respondents who identified as non-binary or who preferred to self-describe 

their gender was very small. Existing research indicates that this population experiences higher 

rates of workplace bullying (Grant et al. 2011; Trades Union Congress 2017). A higher response 

https://www.zotero.org/google-docs/?fZJ9LZ
https://www.zotero.org/google-docs/?zgPW9p
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rate or a larger population sample could reveal that the higher rate of bullying experienced by 

transgender, nonbinary, and gender-nonconforming people is also true for academic library 

workers. 

 

Race 
The data collected in this study suggest there is no statistical significance between workplace 

bullying in academic libraries and race, which is in opposition to the conclusions of Bergbom 

and Vartia (2021). One explanation for this discrepancy may be that the current study’s data 

could be misleading. Libraries are known to be predominantly White workplaces (AFL-CIO 

2023; Public Library Association 2021; Rosa and Henke 2017; Schonfeld and Sweeney 2017; 

Vinopal 2016). Given the historical underrepresentation of non-White voices in library literature, 

it could be posited that this study has the same problem, but without knowing the ratio of White 

to non-White academic library workers in the state of Louisiana, it is impossible to know whether 

the response rate of non-White academic library workers is proportional to the total percentage 

of non-White academic library workers in Louisiana. If the response rate ratio does not match 

the ratio of the total population of academic library workers in Louisiana, the relationship 

between workplace bullying and race may be hidden. 

 

Age 
Although the results of a Fisher-Freeman-Halton exact test (p = .518) do not indicate a 

statistically significant association between age and experiencing bullying, the data suggest a 

need for closer examination. The largest percentage of respondents (21%) to this question were 

between 40 and 44 years of age, but only 14% of these respondents reported some amount of 

bullying. In contrast, respondents between the ages of 35 and 39 made up 11.2% of the 

respondents, but 40% of them reported some amount of bullying. This seems to track with 

studies (Hoel and Cooper 2001; Lange et al. 2019) that suggest younger workers experience 

more workplace bullying than their older coworkers, but the lack of statistical significance is in 

line with Feijo et al.’s (2019) systematic review which revealed that of eighteen studies, half 

found no association between age and being the target of workplace bullying. The question 

should be revisited with a larger population to reexamine whether ageism plays a factor in 

workplace bullying, with either the younger or older population being targets. 
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Years Working in a Library 
The data show there is no statistically significant relationship between the number of years 

working in a library and currently being the target of bullying. The length of service and its 

relationship to workplace bullying is understudied in general, and it is hard to draw conclusions 

about these results. Although the difference is not statistically significant, 41% of workers with 

four to seven years of library experience self-labeled as being the target of workplace bullying; 

reported rates dropped for those working more than seven years. This could be an example of 

Glambek, Einarsen, and Notelaers’s (2023) hypothesis that the length of service in an 

organization is positively associated with resilience when experiencing bullying. In other words, 

workers may have learned coping skills to mediate a certain amount of impact from negative 

acts. It also echoes Freedman and Vreven’s (2016) finding that those working in a library for 

four to seven years’ experience more exposure to negative acts in the workplace compared to 

those who have worked more than twenty-one years. 

Limitations 
The results of this study may be limited by biases inherent to any self-report measure. The very 

personal nature of the questions may have led to over- or underreporting. Respondents may 

have been prompted to answer as a chance to share their negative experiences at work or may 

have been reluctant to share their negative experiences due to worries about their privacy 

despite reassurances. The phrasing of some of the questions (e.g., the use of “other” as an 

option instead of simply using “prefer to self-describe” for tenure status) could have been 

viewed as marginalizing. 

The low response rate means that results are not generalizable to all academic library 

workers within Louisiana. Different environments in other regions and states could produce 

dissimilar results. Furthermore, since we do not have demographic information for the 

population of Louisiana library workers, we do not know if the demographics of respondees 

mirror the overall demographics of the population of library workers in Louisiana. 

The limitations of restricting the study to a single state were acknowledged by the authors 

before the start of the project. Focusing on one state with a moderate number of academic 

libraries was intentional; the authors wanted to pilot the study on a smaller population to identify 

problems before undertaking a similar study with a larger population. 

The responses gathered were overwhelmingly from White and mostly female librarians. This 

is reflective of the demographic profile of libraries, which a recent Department for Professional 

Employees AFL-CIO report (2023) described as 82% White and predominantly female (82.2% 

https://www.zotero.org/google-docs/?dL4mOe
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of librarians are female and 78.5% of library assistants are female). The small population 

combined with the lower response rate is problematic and limits the analysis that can be 

performed as well as the overall usefulness of the data. The authors are publishing this data 

despite this limitation to make them available to be used in larger meta-analyses. A larger 

population or an increased response rate could significantly alter the findings. 

Future Work 
The library profession needs more quantifiable, comprehensive information on workplace 

bullying at all regional levels, as well as across the spectrum of library workplaces (e.g., public 

libraries, special collections, school libraries, etc.). It also requires that quantitative data be more 

consistent, inclusive, and comprehensive. Comprehensive national demographic data on library 

workers is not easily accessible, a problem that has also been identified in the literature on 

diversity, equity, inclusion, and accessibility in libraries. A national census of library workers in 

the United States, such as that conducted in Canada (Canadian Association of Professional 

Academic Librarians CAPAL Advocacy Committee 2019), would benefit researchers greatly. As 

the present literature highlights, there is a large degree of inconsistency in the ways 

demographics are measured across studies of workplace bullying. Gender is often bifurcated, 

racial and ethnic categories ill-defined, and age groupings variable. For researchers to draw 

concrete conclusions that are generalizable across studies, the literature must find a way to 

reconcile these differences. In addition to quantitative data, more qualitative literature is needed 

to capture the full breadth and depth of workplace bullying, its risk factors, and its outcomes 

across libraries. 

The present study did not investigate the role of sexual orientation in a workplace bullying 

context. Although less literature on this subject exists when compared to other demographic 

categories such as race or gender, findings in this area echo those in other areas that 

demonstrate minority groups are at a higher risk of workplace bullying exposure than their 

coworkers from majority groups (Hoel, Lewis, and Einarsdóttir 2021; Rankin et al. 2010; Salin 

2021). In a planned future study, the authors intend to include questions regarding sexual 

orientation in the demographic portion of the survey instrument. They also plan to include a 

question about union membership. The relationship between union affiliation and workplace 

bullying is another understudied area, complicated further by differing laws, rules, regulations, 

and relationships between workers’ unions and university administrations across the United 

States and abroad. Even within the same state or same library, academic librarians and library 

staff may fall within different workers’ unions or may not have the option to join a union at all 
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(Hoover 2022). Whereas the managerial literature highlights that bullying is undoubtedly 

counterproductive (Seifert 2021), it cannot be denied that the power dynamics between workers 

and management, in both unionized and nonunionized environments, play a role in workplace 

bullying in academic libraries. Additionally, the present study did not collect job titles of 

respondents or persons who bully. A future study could collect this additional information. 

Conclusion 
Bullying is dependent on, and a product of, context. Individual, societal, and environmental 

factors all play a role in bullying experiences in the workplace. While the workplace environment 

surely impacts bullying, contexts that exist beyond the workspace—demographic differences, 

culture norms, societal structures of power—cannot be divorced from how bullying is 

experienced differently by workers from differing backgrounds and frames of reference. To fully 

understand workplace bullying, researchers must center the experiences of workers from 

historically marginalized backgrounds. To do this, we must fully and methodically survey our 

populations rather than relying on convenience samples. The complexity of the academic library 

workplace only helps to further the ambiguity surrounding workplace bullying and its root causes 

and effects, specifically for library workers from historically underrepresented populations. Even 

in the absence of statistically significant relationships, reporting the relationships between 

frequency and demographics is valuable given that this data has not been reported elsewhere. 

This study’s data adds to a growing body of literature that explores the interrelations of personal 

and environmental contexts and the experience of bullying, but to fully understand the 

phenomenon, much more work must be done. To solve the problem of bullying in the academic 

library workplace, we must first fully understand the problem at hand. Only then can practical, 

effective solutions to workplace bullying be adequately developed and implemented. 

References 
AFL-CIO. 2023. “Library Professionals: Facts, Figures, and Union Membership.” Department for 

Professional Employees, AFL-CIO. Accessed April 16, 2023. 

https://www.dpeaflcio.org/factsheets/library-professionals-facts-and-figures. 

American Library Association. 2022. “Benchmark: Library Metrics and Trends.” 

https://librarybenchmark.org/Account/Login?ReturnUrl=%2F. 

Andersson, Lynne M., and Christine M. Pearson. 1999. “Tit for Tat? The Spiraling Effect of 

Incivility in the Workplace.” The Academy of Management Review 24, no. 3: 452–71. 

Baird, Catherine, Andrea Hebert, and Justin Savage. 2023. “Louisiana Academic Library 

https://www.zotero.org/google-docs/?BMOdgF
https://www.zotero.org/google-docs/?bU3gHG
https://www.dpeaflcio.org/factsheets/library-professionals-facts-and-figures
https://librarybenchmark.org/Account/Login?ReturnUrl=%2F


 

V o l u m e  3 8 ,  n u m b e r  2  
 

Page 20 

Workers and Workplace Bullying.” Library Leadership & Management 37, no. 1. 

https://doi.org/10.5860/llm.v37i1.7553. 

Bal, P. Matthijs, Rein De Cooman, and Stefan T. Mol. 2013. “Dynamics of Psychological 

Contracts with Work Engagement and Turnover Intention: The Influence of 

Organizational Tenure.” European Journal of Work and Organizational Psychology 22, 

no. 1: 107–22. https://doi.org/10.1080/1359432X.2011.626198. 

Berg, Jacob, Angela Galvan, and Eamon Tewell. 2020. “Responding to and Reimagining 

Resilience in Academic Libraries.” Journal of New Librarianship 3, no. 1: 1–4. 

https://doi.org/10.21173/newlibs/4/1. 

Bergbom, Barbara, and Maarit Vartia. 2021. “Ethnicity and Workplace Bullying.” In Dignity and 

Inclusion at Work, edited by Premilla D’Cruz, Ernesto Noronha, Carlo Caponecchia, 

Jordi Escartín, Denise Salin, and Michelle Rae Tuckey, 3:393–432. Handbooks of 

Workplace Bullying, Emotional Abuse, and Harassment. Singapore: Springer Singapore. 

https://doi.org/10.1007/978-981-13-0218-3_14. 

Branch, Sara, Sheryl Ramsay, and Michelle Barker. 2013. “Workplace Bullying, Mobbing and 

General Harassment: A Review.” International Journal of Management Reviews 15, no. 

3: 280–99. https://doi.org/10.1111/j.1468-2370.2012.00339.x. 

Branch, Sara, Linda Shallcross, Michelle Barker, Sheryl Ramsay, and Jane P. Murray. 2021. 

“Theoretical Frameworks That Have Explained Workplace Bullying: Retracing 

Contributions across the Decades.” In Concepts, Approaches and Methods, edited by 

Premilla D’Cruz, Ernesto Noronha, Guy Notelaers, and Charlotte Rayner, 1:87–130. 

Handbooks of Workplace Bullying, Emotional Abuse, and Harassment. Singapore: 

Springer Singapore. https://doi.org/10.1007/978-981-13-0134-6_4. 

Brodsky, Carroll M. 1976. The Harassed Worker. Lexington, MA: Lexington Books. 

Canadian Association of Professional Academic Librarians CAPAL Advocacy Committee. 2019. 

“2018 Census of Canadian Academic Librarians: User Guide and Results Summary.” 

Toronto, Ontario. https://capalibrarians.org/wp/wp-content/uploads/2019/03/ 

2018_Census_March_24_2019.pdf. 

Cunningham, Sojourna, Samantha Gus, and Jennifer Stout. 2023. “#NOTALLLIBRARIES: 

Toxicity in Academic Libraries and Retention of Librarians.” In D.M. Mueller (Ed.), 

Forging the Future: The Proceedings of the ACRL 2023 Conference, March 15-18, 2023, 

Pittsburgh, Pennsylvania (pp.125-136). Association of College & Research Libraries. 

https://www.ala.org/acrl/sites/ala.org.acrl/files/content/conferences 

/confsandpreconfs/2023/NotAllLibraries.pdf. 

https://doi.org/10.5860/llm.v37i1.7553
https://doi.org/10.1080/1359432X.2011.626198
https://doi.org/10.21173/newlibs/4/1
https://doi.org/10.1007/978-981-13-0218-3_14
https://doi.org/10.1111/j.1468-2370.2012.00339.x
https://doi.org/10.1007/978-981-13-0134-6_4
https://capalibrarians.org/wp/wp-content/uploads/2019/03/2018_Census_March_24_2019.pdf
https://capalibrarians.org/wp/wp-content/uploads/2019/03/2018_Census_March_24_2019.pdf
https://www.ala.org/acrl/sites/ala.org.acrl/files/content/conferences/confsandpreconfs/2023/NotAllLibraries.pdf
https://www.ala.org/acrl/sites/ala.org.acrl/files/content/conferences/confsandpreconfs/2023/NotAllLibraries.pdf


 

V o l u m e  3 8 ,  n u m b e r  2  
 

Page 21 

DeLong, Kathleen. 2013. “Career Advancement and Writing about Women Librarians: A 

Literature Review.” Evidence Based Library and Information Practice 8, no. 1: 59–75. 

https://doi.org/10.18438/B8CS4M. 

Einarsen, Ståle. 1999. “The Nature and Causes of Bullying at Work.” International Journal of 

Manpower 20, no. 1/2: 16–27. https://doi.org/10.1108/01437729910268588. 

Einarsen, Stale Valvatne, Helge Hoel, and Guy Notelaers. 2009. “Measuring Exposure to 

Bullying and Harassment at Work: Validity, Factor Structure and Psychometric 

Properties of the Negative Acts Questionnaire-Revised.” Work and Stress 23, no. 1: 24–

44. https://doi.org/10.1080/02678370902815673. 

Escartín, Jordi, Johannes Ullrich, Dieter Zapf, Elmar Schlüter, and Rolf van Dick. 2013. 

“Individual‐ and Group‐level Effects of Social Identification on Workplace Bullying.” 

European Journal of Work and Organizational Psychology 22, no. 2: 182–93. 

https://doi.org/10.1080/1359432X.2011.647407. 

Escartín, Jordi, Ivana Vranjes, Elfi Baillien, and Guy Notelaers. 2021. “Workplace Bullying and 

Cyberbullying Scales: An Overview.” In Concepts, Approaches and Methods, edited by 

Premilla D’Cruz, Ernesto Noronha, Guy Notelaers, and Charlotte Rayner, 1:325–68. 

Handbooks of Workplace Bullying, Emotional Abuse, and Harassment. Singapore: 

Springer Singapore. https://doi.org/10.1007/978-981-13-0134-6_10. 

Farkas, Meredith. 2017. “Less Is Not More: Rejecting Resilience Narratives for Library 

Workers.” American Libraries 48, no. 11/12: 56–56. 

Feijó, Fernando R., Débora D. Gräf, Neil Pearce, and Anaclaudia G. Fassa. 2019. “Risk Factors 

for Workplace Bullying: A Systematic Review.” International Journal of Environmental 

Research and Public Health 16, no. 11: 1945. https://doi.org/10.3390/ijerph16111945. 

Fox, Suzy, and Paul E. Spector. 2005. Counterproductive Work Behavior: Investigations of 

Actors and Targets. 1st ed. Washington, DC: American Psychological Association. 

Franco, Annie, Neil Malhotra, and Gabor Simonovits. 2014. “Publication Bias in the Social 

Sciences: Unlocking the File Drawer.” Science 345, no. 6203: 1,502–5. 

Freedman, Shin, and Dawn Vreven. 2016. “Workplace Incivility and Bullying in the Library: 

Perception or Reality?” College & Research Libraries 77, no. 6: 727–48. 

https://doi.org/doi:10.5860/crl.77.6.727. 

Gardner, Dianne, and Helena D. Cooper-Thomas. 2021. “Addressing Workplace Bullying: The 

Role of Training.” In Dignity and Inclusion at Work, edited by Premilla D’Cruz, Ernesto 

Noronha, Carlo Caponecchia, Jordi Escartín, Denise Salin, and Michelle Rae Tuckey, 

https://doi.org/10.18438/B8CS4M
https://doi.org/10.1108/01437729910268588
https://doi.org/10.1080/02678370902815673
https://doi.org/10.1080/1359432X.2011.647407
https://doi.org/10.1007/978-981-13-0134-6_10
https://doi.org/10.3390/ijerph16111945
https://doi.org/doi:10.5860/crl.77.6.727


 

V o l u m e  3 8 ,  n u m b e r  2  
 

Page 22 

3:85–107. Handbooks of Workplace Bullying, Emotional Abuse, and Harassment. 

Singapore: Springer Singapore. https://doi.org/10.1007/978-981-13-0218-3_4. 

Gibson, James L., and Stuart M. Klein. 1970. “Employee Attitudes as a Function of Age and 

Length of Service: A Reconceptualization.” Academy of Management Journal 13, no. 4: 

411–25. https://doi.org/10.2307/254831. 

Gillen, Patricia A., Marlene Sinclair, W. George Kernohan, Cecily M. Begley, and Ans G. 

Luyben. 2017. “Interventions for Prevention of Bullying in the Workplace.” Cochrane 

Database of Systematic Reviews no. 1. https://doi.org/10.1002/14651858 

.CD009778.pub2. 

Glambek, Mats, Ståle Valvatne Einarsen, Johannes Gjerstad, and Morten Birkeland Nielsen. 

2023. “Last in, First out? Length of Service as a Moderator of the Relationship between 

Exposure to Bullying Behaviors and Work-Related Outcomes.” Current Psychology, 

February. https://doi.org/10.1007/s12144-022-04202-8. 

Glambek, Mats, Ståle Valvatne Einarsen, and Guy Notelaers. 2020. “Workplace Bullying as 

Predicted by Non-Prototypicality, Group Identification and Norms: A Self-Categorisation 

Perspective.” Work and Stress 34, no. 3: 279–99. https://doi.org/10.1080/02678373 

.2020.1719554. 

Grant, Jamie M., Lisa A. Mottett, Justin Tanis, Jack Harrison, Jody L. Herman, and Mara 

Keisling. 2011. “Injustice at Every Turn: A Report of the National Transgender 

Discrimination Survey.” National Center for Transgender Equality and National Gay and 

Lesbian Taskforce. https://transequality.org/sites/default/files/docs/resources 

/NTDS_Report.pdf. 

Hecker, Thomas E. 2007. “Workplace Mobbing: A Discussion for Librarians.” Journal of 

Academic Librarianship 33, no. 4: 439–45. https://doi.org/10.1016/j.acalib.2007.03.003. 

Hoel, Helge, and Cary Cooper. 2000. “Destructive Conflict and Bullying at Work.” Unpublished 

report, Manchester School of Management, University of Manchester Institute of Science 

and Technology, UK. 

Hoel, Helge, Cary L. Cooper, and Brian Faragher. 2001. “The Experience of Bullying in Great 

Britain: The Impact of Organizational Status.” European Journal of Work and 

Organizational Psychology 10, no. 4: 443–65. https://doi.org/10.1080 

/13594320143000780. 

Hoel, Helge, Duncan Lewis, and Anna Einarsdóttir. 2021. “Sexual Orientation and Workplace 

Bullying.” In Dignity and Inclusion at Work, edited by Premilla D’Cruz, Ernesto Noronha, 

Carlo Caponecchia, Jordi Escartín, Denise Salin, and Michelle Rae Tuckey, 3:363–91. 

https://doi.org/10.1007/978-981-13-0218-3_4
https://doi.org/10.2307/254831
https://doi.org/10.1002/14651858.CD009778.pub2
https://doi.org/10.1002/14651858.CD009778.pub2
https://doi.org/10.1007/s12144-022-04202-8
https://doi.org/10.1080/02678373.2020.1719554
https://doi.org/10.1080/02678373.2020.1719554
https://transequality.org/sites/default/files/docs/resources/NTDS_Report.pdf
https://transequality.org/sites/default/files/docs/resources/NTDS_Report.pdf
https://doi.org/10.1016/j.acalib.2007.03.003
https://doi.org/10.1080/13594320143000780
https://doi.org/10.1080/13594320143000780


 

V o l u m e  3 8 ,  n u m b e r  2  
 

Page 23 

Handbooks of Workplace Bullying, Emotional Abuse, and Harassment. Singapore: 

Springer Singapore. https://doi.org/10.1007/978-981-13-0218-3_13. 

Hoover, Jasmine. 2022. “Dysfunction by (Dis) Organization: The Academic Library within 

University Structure and Organization.” In Libraries as Dysfunctional Organizations and 

Workplaces, edited by Spencer Acadia, 283–91. London: Routledge. 

https://doi.org/10.4324/9781003159155-14. 

Jóhannsdóttir, Hanna L., and Ragnar F. Ólafsson. 2004. “Coping with Bullying in the Workplace: 

The Effect of Gender, Age, and Type of Bullying.” British Journal of Guidance & 

Counselling 32, no. 3: 319–33. https://doi.org/10.1080/03069880410001723549. 

Keashly, Loraleigh. 2021. “Workplace Bullying, Mobbing, and Harassment in Academe: Faculty 

Experience.” In Special Topics and Particular Occupations, Professions, and Sectors, 

edited by Premilla D’Cruz, Ernesto Noronha, Loraleigh Keashly, and Stacy Tye-Williams, 

4:221–97. Handbooks of Workplace Bullying, Emotional Abuse, and Harassment. 

Singapore: Springer Singapore. https://doi.org/10.1007/978-981-10-5308-5_13. 

Keashly, Loraleigh, and Joel H. Neuman. 2013. “Bullying in Higher Education: What Current 

Research, Theorizing, and Practice Tell Us.” In Workplace Bullying in Higher Education, 

edited by Jaime Lester, 1–22. London: Routledge. 

Keashly, Loraleigh, Virginia Trott, and Lynne M. MacLean. 1994. “Abusive Behavior in the 

Workplace: A Preliminary Investigation.” Violence and Victims 9, no. 4: 341–57. 

https://doi.org/10.1891/0886-6708.9.4.341. 

Kendrick, Kaetrena Davis, and Ione T. Damasco. 2019. “Low Morale in Ethnic and Racial 

Minority Academic Librarians: An Experiential Study.” Library Trends 68, no. 2: 174–212. 

https://doi.org/10.1353/lib.2019.0036. 

Khubchandani, Jagdish, and James H. Price. 2015. “Workplace Harassment and Morbidity 

among US Adults: Results from the National Health Interview Survey.” Journal of 

Community Health 40, no. 3: 555–63. https://doi.org/10.1007/s10900-014-9971-2. 

Kim, Hak Joon, Carol Anne Geary, and Arlene Bielefield. 2018. “Bullying in the Library 

Workplace.” Library Leadership & Management 32, no. 2: 1–13. https://doi.org 

/10.5860/llm.v32i2.7197. 

Kim, Joshua. 2023. “3 Questions on Academic Library Staffing for ACRL’s Mary Jane 

Petrowski,” Inside Higher Ed (blog). February 23, 2023. https://www.insidehighered.com 

/blogs/learning-innovation/3-questions-academic-library-staffing-acrl%E2%80%99s 

-mary-jane-petrowski. 

Kinsey, Steven G., Michael T. Bailey, John F. Sheridan, David A. Padgett, and Ronit Avitsur. 

https://doi.org/10.1007/978-981-13-0218-3_13
https://doi.org/10.4324/9781003159155-14
https://doi.org/10.1080/03069880410001723549
https://doi.org/10.1007/978-981-10-5308-5_13
https://doi.org/10.1891/0886-6708.9.4.341
https://doi.org/10.1353/lib.2019.0036
https://doi.org/10.1007/s10900-014-9971-2
https://doi.org/10.5860/llm.v32i2.7197
https://doi.org/10.5860/llm.v32i2.7197
https://www.insidehighered.com/blogs/learning-innovation/3-questions-academic-library-staffing-acrl%E2%80%99s-mary-jane-petrowski
https://www.insidehighered.com/blogs/learning-innovation/3-questions-academic-library-staffing-acrl%E2%80%99s-mary-jane-petrowski
https://www.insidehighered.com/blogs/learning-innovation/3-questions-academic-library-staffing-acrl%E2%80%99s-mary-jane-petrowski


 

V o l u m e  3 8 ,  n u m b e r  2  
 

Page 24 

2007. “Repeated Social Defeat Causes Increased Anxiety-like Behavior and Alters 

Splenocyte Function in C57BL/6 and CD-1 Mice.” Brain, Behavior, and Immunity 21, no. 

4: 458–66. https://doi.org/10.1016/j.bbi.2006.11.001. 

Lange, Stefanie, Hermann Burr, Paul Maurice Conway, and Uwe Rose. 2019. “Workplace 

Bullying among Employees in Germany: Prevalence Estimates and the Role of the 

Perpetrator.” International Archives of Occupational and Environmental Health 92, no. 2: 

237–47. https://doi.org/10.1007/s00420-018-1366-8. 

Lewis, Duncan, and Rod Gunn. 2007. “Workplace Bullying in the Public Sector: Understanding 

the Racial Dimension.” Public Administration 85, no. 3: 641–65. https://doi.org/10.1111 

/j.1467-9299.2007.00665.x. 

Leymann, Heinz. 1990. “Mobbing and Psychological Terror at Workplaces.” Violence and 

Victims 5, no. 2: 119–26. https://doi.org/10.1891/0886-6708.5.2.119. 

Leymann, Heinz. 1996. “The Content and Development of Mobbing at Work.” European Journal 

of Work & Organizational Psychology 5, no. 2: 165–85. https://doi.org/10.1080 

/13594329608414853. 

Lipscomb, Jane, Matt London, Kate M. McPhaul, Mazen El Ghaziri, Alyson Lydecker, Jeanne 

Geiger-Brown, and Jeffrey V. Johnson. 2015. “The Prevalence of Coworker Conflict 

Including Bullying in a Unionized US Public Sector Workforce.” Violence and Victims no. 

5: 813–29. https://doi.org/10.1891/0886-6708.VV-D-14-00031. 

Martin, Jason. 2015. “Transformational and Transactional Leadership: An Exploration of 

Gender, Experience, and Institution Type.” portal: Libraries and the Academy 15, no. 2: 

331–51. https://doi.org/10.1353/pla.2015.0015. 

Moayed, Farman A., Nancy Daraiseh, Richard Shell, and Sam Salem. 2006. “Workplace 

Bullying: A Systematic Review of Risk Factors and Outcomes.” Theoretical Issues in 

Ergonomics Science 7, no. 3: 311–27. https://doi.org/10.1080/14639220500090604. 

Moher, David, Lex Bouter, Sabine Kleinert, Paul Glasziou, Mai Har Sham, Virginia Barbour, 

Anne-Marie Coriat, Nicole Foeger, and Ulrich Dirnagl. 2020. “The Hong Kong Principles 

for Assessing Researchers: Fostering Research Integrity.” PLoS Biology 18, no. 7: 1–14. 

https://doi.org/10.1371/journal.pbio.3000737. 

Motin, Susan. 2009. “Bullying or Mobbing: Is It Happening in Your Academic Library?” In ACRL 

14th National Conference Proceedings, Chicago: Association for College and Research 

Libraries, 291–97. https://repository.stcloudstate.edu/lrs_facpubs/28. 

Namie, Gary. 2012. “The WBI Website 2012 Instant Poll D—Impact of Workplace Bullying on 

Individuals’ Health.” Workplace Bullying Institute. https://workplacebullying.org/download 

https://doi.org/10.1016/j.bbi.2006.11.001
https://doi.org/10.1007/s00420-018-1366-8
https://doi.org/10.1111/j.1467-9299.2007.00665.x
https://doi.org/10.1111/j.1467-9299.2007.00665.x
https://doi.org/10.1891/0886-6708.5.2.119
https://doi.org/10.1080/13594329608414853
https://doi.org/10.1080/13594329608414853
https://doi.org/10.1891/0886-6708.VV-D-14-00031
https://doi.org/10.1353/pla.2015.0015
https://doi.org/10.1080/14639220500090604
https://doi.org/10.1371/journal.pbio.3000737
https://repository.stcloudstate.edu/lrs_facpubs/28
https://workplacebullying.org/download/impact-of-workplace-bullyingon-individuals-health/


 

V o l u m e  3 8 ,  n u m b e r  2  
 

Page 25 

/impact-of-workplace-bullyingon-individuals-health/. 

———. 2021. “2021 WBI US Workplace Bullying Survey.” Workplace Bullying Institute. 

https://workplacebullying.org/wp-content/uploads/2024/01/2021-Full-Report.pdf 

Namie, Gary, and Ruth Namie. 1999. BullyProof Yourself at Work!: Personal Strategies to Stop 

the Hurt from Harassment. Work Doctor Bullying Series. Benicia, CA.: DoubleDoc Press. 

Nardine, Jennifer. 2019. “The State of Academic Liaison Librarian Burnout in ARL Libraries in 

the United States.” College & Research Libraries 80, no. 4: 508–24. 

https://doi.org/10.5860/crl.80.4.508. 

Nicholson, Karen P. 2015. “The McDonaldization of Academic Libraries and the Values of 

Transformational Change.” College & Research Libraries 76, no. 3: 328–38. 

https://doi.org/10.5860/crl.76.3.328. 

Nielsen, Morten Birkeland, and Ståle Valvatne Einarsen. 2018. “What We Know, What We Do 

Not Know, and What We Should and Could Have Known about Workplace Bullying: An 

Overview of the Literature and Agenda for Future Research.” Aggression and Violent 

Behavior 42 (September): 71–83. https://doi.org/10.1016/j.avb.2018.06.007. 

O’Boyle, Ernest Hugh Jr., George Christopher Banks, and Erik Gonzalez-Mulé. 2017. “The 

Chrysalis Effect: How Ugly Initial Results Metamorphosize into Beautiful Articles.” 

Journal of Management 43, no. 2: 376–99. https://doi.org/10.1177/0149206314527133. 

Oates, Evangela Q. 2023. “Battered but Not Broken: A Composite of the Experiences of Black 

Librarians at Public, 2-Year Colleges.” Community College Review 51, no. 2: 147–72. 

https://doi.org/10.1177/00915521221145313. 

Osif, Bonnie A. 2010. “Manager’s Bookshelf: Workplace Bullying.” Library Leadership & 

Management 24, no. 4: 206–12. https://doi.org/10.5860/llm.v24i4.1859. 

Parme, Sara, and Amy Pajewski. 2023. “Combating Destruction: Organizational Power and 

Conflict in Academic Libraries.” In Libraries as Dysfunctional Organizations and 

Workplaces, edited by Spencer Acadia, 269–82. London: Routledge. 

Penney, Lisa M., Allison Martir, and Cody Bok. 2017. “Environmental Antecedents of Workplace 

Aggression.” In Research and Theory on Workplace Aggression, edited by Nathan A 

Bowling and M. Sandy Hershcovis, 34–61. Cambridge University Press. 

https://doi.org/10.1017/9781316160930.003. 

Praslova, Ludmila N., Ron Carucci, and Caroline Stokes. 2022. “How Bullying Manifests at 

Work—and How to Stop It.” Harvard Business Review, November, 1–12. 

Public Library Association. 2021. 2021 Public Library Staff and Diversity Report: Results from 

the 2021 PLA Annual Survey. Public Library Association. https://www.ala.org/pla/sites 

https://workplacebullying.org/download/impact-of-workplace-bullyingon-individuals-health/
https://workplacebullying.org/wp-content/uploads/2024/01/2021-Full-Report.pdf
https://doi.org/10.5860/crl.80.4.508
https://doi.org/10.5860/crl.76.3.328
https://doi.org/10.1016/j.avb.2018.06.007
https://doi.org/10.1177/0149206314527133
https://doi.org/10.1177/00915521221145313
https://doi.org/10.5860/llm.v24i4.1859
https://doi.org/10.1017/9781316160930.003
https://www.ala.org/pla/sites/ala.org.pla/files/content/data/PLA_Staff_Survey_Report_2022.pdf


 

V o l u m e  3 8 ,  n u m b e r  2  
 

Page 26 

/ala.org.pla/files/content/data/PLA_Staff_Survey_Report_2022.pdf. 

Quine, Lyn. 2002. “Workplace Bullying in Junior Doctors: Questionnaire Survey.” BMJ 324, no. 

7342: 878. https://doi.org/10.1136/bmj.324.7342.878. 

Ramsay, Sheryl, Ashlea Troth, and Sara Branch. 2011. “Work-Place Bullying: A Group 

Processes Framework.” Journal of Occupational and Organizational Psychology 84, no. 

4: 799–816. https://doi.org/10.1348/2044-8325.002000. 

Rankin, Susan, Genevieve Weber, Warren Blumenfeld, and Somjen Frazer. 2010. “2010 State 

of Higher Education for Lesbian, Gay, Bisexual & Transgender People.” Charlotte, NC: 

Campus Pride. https://www.campuspride.org/wp-content/uploads/campuspride2010 

lgbtreportssummary.pdf. 

Rosa, Kathy, and Kelsey Henke. 2017. “ALA Demographic Study.” https://www.ala.org/tools 

/sites/ala.org.tools/files/content/Draft%20of%20Member%20Demographics%20 

Survey%2001-11-2017.pdf. 

Rosander, Michael, Denise Salin, Lina Viita, and Stefan Blomberg. 2020. “Gender Matters: 

Workplace Bullying, Gender, and Mental Health.” Frontiers in Psychology 11 (October): 

560178. https://doi.org/10.3389/fpsyg.2020.560178. 

SACSCOC. 2022. “SACSCOC Institution Search.” https://sacscoc.org/institutions/. 

Salin, Denise. 2003. “The Significance of Gender in the Prevalence, Forms, and Perceptions of 

Workplace Bullying.” Nordiske Organisasjonsstudier 5 (3): 30–50. 

———. 2021. “Workplace Bullying and Gender: An Overview of Empirical Findings.” In Dignity 

and Inclusion at Work, edited by Premilla D’Cruz, Ernesto Noronha, Carlo Caponecchia, 

Jordi Escartín, Denise Salin, and Michelle Rae Tuckey, 3:331–61. Handbooks of 

Workplace Bullying, Emotional Abuse, and Harassment. Singapore: Springer Singapore. 

https://doi.org/10.1007/978-981-13-0218-3_12. 

Sallee, Margaret W., and Crystal R. Diaz. 2013. “Sexual Harassment, Racist Jokes, and 

Homophobic Slurs: When Bullies Target Identity Groups.” In Workplace Bullying in 

Higher Education, edited by Jaime Lester, 41–59. London: Routledge. 

Sasyk, Z. M. 2023. “Work Alienation in Academic Libraries: A Marxist Analysis of Library 

Dysfunction.” In Libraries as Dysfunctional Organizations and Workplaces, edited by 

Spencer Acadia, 240–53. London: Routledge. 

Schonfeld, Roger C., and Liam Sweeney. 2017. “Inclusion, Diversity, and Equity: Members of 

the Association of Research Libraries: Employee Demographics and Director 

Perspectives.” Ithaka S+R. https://doi.org/10.18665/sr.304524. 

Seifert, Roger. 2021. “Bullies, Managers, Workers and Trade Unionists.” In Dignity and Inclusion 

https://www.ala.org/pla/sites/ala.org.pla/files/content/data/PLA_Staff_Survey_Report_2022.pdf
https://doi.org/10.1136/bmj.324.7342.878
https://doi.org/10.1348/2044-8325.002000
https://www.campuspride.org/wp-content/uploads/campuspride2010lgbtreportssummary.pdf
https://www.campuspride.org/wp-content/uploads/campuspride2010lgbtreportssummary.pdf
https://www.ala.org/tools/sites/ala.org.tools/files/content/Draft%20of%20Member%20Demographics%20Survey%2001-11-2017.pdf
https://www.ala.org/tools/sites/ala.org.tools/files/content/Draft%20of%20Member%20Demographics%20Survey%2001-11-2017.pdf
https://www.ala.org/tools/sites/ala.org.tools/files/content/Draft%20of%20Member%20Demographics%20Survey%2001-11-2017.pdf
https://doi.org/10.3389/fpsyg.2020.560178
https://sacscoc.org/institutions/
https://doi.org/10.1007/978-981-13-0218-3_12
https://doi.org/10.18665/sr.304524


 

V o l u m e  3 8 ,  n u m b e r  2  
 

Page 27 

at Work, edited by Premilla D’Cruz, Ernesto Noronha, Carlo Caponecchia, Jordi 

Escartín, Denise Salin, and Michelle Rae Tuckey, 3:265–92. Handbooks of Workplace 

Bullying, Emotional Abuse, and Harassment. Singapore: Springer Singapore. 

https://doi.org/10.1007/978-981-13-0218-3_11. 

Sherrow, Hogan. 2011. “The Origins of Bullying.” Scientific American, December 15, 2011. 

https://blogs.scientificamerican.com/guest-blog/the-origins-of-bullying/. 

Taylor, Susan K. 2012. “Workplace Bullying in Higher Education: Faculty Experiences and 

Responses.” University of Minnesota. https://conservancy.umn.edu/items/cc649d61-

85db-4a65-be18-5ee7f7c0fa4f 

Trades Union Congress. 2017. “The Cost of Being Out at Work: LGBT+ Workers’ Experiences 

of Harassment and Discrimination.” https://www.tuc.org.uk/sites/default 

/files/LGBTreport17.pdf. 

Vidal, Jose, Bauke Buwalda, and Jaap M. Koolhaas. 2011. “Differential Long-Term Effects of 

Social Stress during Adolescence on Anxiety in Wistar and Wild-Type Rats.” Behavioural 

Processes 87, no. 2: 176–82. https://doi.org/10.1016/j.beproc.2011.03.004. 

Vinopal, Jennifer. 2016. “The Quest for Diversity in Library Staffing: From Awareness to Action.” 

In the Library with the Lead Pipe, January. https://www.inthelibrarywiththeleadpipe.org 

/2016/quest-for-diversity/. 

Westhues, Kenneth. 1998. Eliminating Professors: A Guide to the Dismissal Process. 

Queenston, Ontario: Kempner Collegium Publications. 

Zapf, Dieter, Jordi Escartín, Miriam Schheppa-Lahyani, Stale Valvatne Einarsen, Helge Hoel, 

and Maarit Vartia. 2020. “Empirical Findings on Prevalence and Risk Groups of Bullying 

in the Workplace.” In Bullying and Harassment in the Workplace, edited by Ståle 

Valvatne Einarsen, Helge Hoel, Dieter Zapf, and Cary L. Cooper, 3rd ed., 105–62. Boca 

Raton, FL: CRC Press. 

 

 

 

 

 

Published: October 2024 

Catherine Baird (bairdc@montclair.edu) is Online and Outreach Services Librarian at Montclair 
State University. Andrea Hebert (ahebert@lsu.edu) is Research Impact Librarian at Louisiana 
State University. Justin Savage (savagej@montclair.edu) is Research and Reference Librarian 
at Montclair State University. Authors retain copyright and grant the journal right of first publication 
with the work simultaneously licensed under a Creative Commons Attribution-NonCommercial 4.0 
International License (CC-BY-NC 4.0). 
 

https://doi.org/10.1007/978-981-13-0218-3_11
https://blogs.scientificamerican.com/guest-blog/the-origins-of-bullying/
https://conservancy.umn.edu/items/cc649d61-85db-4a65-be18-5ee7f7c0fa4f
https://conservancy.umn.edu/items/cc649d61-85db-4a65-be18-5ee7f7c0fa4f
https://www.tuc.org.uk/sites/default/files/LGBTreport17.pdf
https://www.tuc.org.uk/sites/default/files/LGBTreport17.pdf
https://doi.org/10.1016/j.beproc.2011.03.004
https://www.inthelibrarywiththeleadpipe.org/2016/quest-for-diversity/
https://www.inthelibrarywiththeleadpipe.org/2016/quest-for-diversity/
mailto:bairdc@montclair.edu
mailto:ahebert@lsu.edu
mailto:savagej@montclair.edu

	Introduction
	Literature Review
	Forces Impacting Individuals
	Groups and Teamwork
	Library Worker Groupings and Demographics

	Research Question
	Methods
	Population and Sampling
	Data Collection
	Instrument
	Data Analysis

	Results
	Response Rate
	Librarian Status
	Tenure Status of Librarians
	Gender
	Race
	Age
	Years Working in a Library

	Discussion
	Librarian Status
	Tenure Status
	Gender
	Race
	Age
	Years Working in a Library

	Limitations
	Future Work
	Conclusion
	References

