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Bullying, as an aggressive behaviour, introduces a power dynamic between two or more individuals

that often brings about hostility between individuals, especially a lack of collegiality within the

workspace. This has adverse ramifications for the people involved in this skewed work dynamics

as not only the productivity is affected but there are consequent impacts on the mental health of

the perpetrator and the victim alike. Within the conventional patriarchal constructs, women are

most easily taken as the victims of violence (verbal or otherwise) and aggression perpetrated by

men, which means that more concealed forms of aggression and hostility existing within the

gender is never brought to the centre. However, there have been several instances of women-to-

women bullying at the workplace and within the households, which has further marginalized

their status and affected their ability to work peacefully and effectively.

This paper is a rigorous and extensive scoping review of the literature on women-to-women

bullying in workspaces. The review of the literature spans across a course of 20 years beginning

from the years 2003 to 2023. The literature review method adheres to Joanna Briggs Institute’s

(JBI) Manual for Evidence Synthesis and the PRISMA-P Guidelines for enhanced data selection

and synthesis. The scoping review of the literature was restricted to only peer-reviewed journal

articles as opposed to non-periodic publications and grey literature to ensure academic rigor.

The review revealed that bullying at workspaces is an aggressive behaviour that results from

complex power dynamics between employees. When the phenomenon of bullying is explored

from a gendered lens, especially women to women bullying, it is evident that the status of

women becomes even more vulnerable owing to the fear of being sidelined and overlooked by a

fellow female colleague in a workspace that is generally dominated by male counterparts and

male decision-makers. However, such findings cannot be generalized across educational status,

varied socio-demographic profiles, nature of employment, and several other key denominators.
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A Scoping Review of The Experiences of Women to Women Bullying in Workspaces

INTRODUCTION

Bullying among women at the workplace is not

as uncommon and a rare occurrence as it may

seem, it is a worryingly common phenomenon

that demands our immediate attention. Its

adverse effects have ramifications for the

entire organization, making it a pressing

concern for all. Power dynamics at work are

not limited to one’s status or position within

an organiza t ion but  i t  extends  to the

positionality of an individual within the social

matrix of the workspace. This positionality is

a key factor in how bullying manifests in the

behavioural pattern of the individuals and

their subsequent interactions with their

colleagues at the workplace. At its core,

bullying is the use of intimidating tactics to

assert  dominance, ranging from verbal

aggression and threats to physical abuse and

coe rc i on .  Workp la ce  bu l l y i ng i s  a

dehumanizing process that revolves around

power and control and this behaviour fosters

an extremely non-conducive environment

where employees feel unsafe, undermined,

and unable to flourish professionally. It not

on ly  puts  an  emp loyee ’s  p ro fess iona l

credibil ity under question, but also their

character, dignity, and overall integrity as a

human being is marred with suspicion. It can

be an intense ly t raumat ic  exper ience.

Workp la ce  bu l l y i ng  i s  t he  sys tema t i c

mistreatment of  an indiv idua l  over an

extended period, making it difficult for the

individual to defend themselves (Einarsen et

al., 2020). Research indicates that working

women are at a higher risk of experiencing

bullying compared to their male counterparts.

However, women tend to self-identify as being

bullied more frequently than men (Salin,

2001, 2018). One possible reason might be

that women generally hold far less social

control and power in comparison to men

(Miner & Eischeid, 2012; Salin, 2018). In such

a scenario of inequality, those in power may

attempt to uphold the disparity by openly

discriminating and engaging in various hostile

behav iours  towards the less  power fu l

(Sidanius et al., 2004). Furthermore, several

studies have shown that women in higher

managerial positions are more likely to be

bull ied (Hoel et al., 2001). Sal in (2001)

proposed that there is a correlation between

women in formal posit ions and bullying

behaviour, which suggests that women in

managerial roles experience bullying more

often than their male counterparts in a similar

position. This may be attributed to the fact

that women are typ ical ly a minori ty in

managerial positions, making them more

not iceable and at the same t ime more

vulnerable to being bullied, owing to their

visibility. Evidence supports this, as Hoel et

al. (2001) found that nearly 16% of female

senior managers reported to being bullied,

whereas only around 6% of male senior

managers reported the same. Additionally, a

similar trend was observed when there is a

role reversal in services that are mostly

dominated by women, men being in minority,

has been identified as a contributing factor

to higher levels of bullying for men in female-

dominated fields, such as nursing (Eriksen &

Einarsen, 2004), public service (Wang &

Hsieh, 2015), and childcare (Lindroth &

Leymann, 1993).

Workp la ce  bu l l y i ng impact s  women

worldwide, with a range of health, social, and

economic concerns (Van De Griend & Messias,

2014). The vast majority of international

studies on workplace bullying have used

limited to no psychometric measures to

thoroughly understand bullying (Nielsen et al.,

2011), leaving little room to account for

variations in the level of exposure to bullying.

Bullying at the workplace is characterized by

its cyclical nature (Einarsen et al., 2011).

Bowling and Beehr (2006) examined the

practice from the viewpoint of victims of

bullying and claimed that this aggressive and

threatening behaviour may be directed
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towards the victims due to their tendency to

stand out in the crowd, it may also be due to

other circumstances, which could result in

disputes. Bullying at the workplace is a

systemic issue because bullying affects the

entire system rather than just the victim and

the offender (Lutgen-Sandvik, 2006). Victims

o f  workp la ce  bu l l y ing  have  un ique

characteristics and the circumstances around

them can both cause harassment and bullying,

which may lead to arguments (Bowling &

Beehr, 2006).  More than two-thirds of female

bullies (sometimes known as “mean girls”)

specifically target other women (Irby, 2019).

According to Martinek (2023), up to 80% of

workplace bullying is caused by hostility

between  women.  The use  of  cover t

narcissistic methods by a female bully to

harass her female colleagues at the workplace

is a commonplace practice. She also noticed

that the root causes of this narcissistic

behaviour frequently stem from ingrained

emotions of insecurity and rivalry at the

workplace. Harvey (2018) reports that

bullying, abuse, and job disruption are more

common among women. Furthermore, Harvey

has also explored the Queen Bee Syndrome

among women that intimidate, undermine, or

demoralize others they work with. The Queen

Bee is not to be compared with a strong,

professionally driven woman at the official

space, who needs to make her presence

known which may possibly upset some people

in the process. Admittedly, women in positions

of power and authority harshly treat their

subordinate female colleagues, compared to

their subordinate male staff members (Derks,

Van Laar & Ellemers, 2016).

According to the fourth Workplace Bullying

Survey (2017) conducted in the United States

by Gary Namie, it was found that 66% of all

the victims of bullying were women and 70%

of all the perpetrators of this hostile conduct

were  men.  However,  bu l l y ing i s  a l so

committed by women against other women

in 67% cases and men against women

colleagues in 65% cases. The instances of

woman-to-woman bullying were found to be

disproportionately high against the usual

prevalence in previous WBI national surveys.

Therefore, in order to direct  efforts to

eliminate bullying, it is necessary to gain a

better understanding of this type of intra-

gender bullying prevalent among women.

Moreover, women target other women twice

as frequently as they target men. Akella,

(2016) and Lutgen-Sandvik, et.al. (2012) have

defined workplace bullying as “repeated and

persistent negative actions towards one or

more individual(s), which involve a perceived

power imbalance and create a hostile work

environment.”

Within the Indian context, bullying is often

considered a masculine affair but the practice

of women-to-women bullying can be found in

literally every domain beginning with the

home turf wherein hostility between a woman

and her daughter-in-law is generally realised,

and perceived by every other married woman.

The prevalence of woman-to-woman bullying

is so deeply entrenched within the female

consciousness, that it is often normalized as

an inevitable behaviour in a professional

environment. The style of bullying that women

practice within a workspace is typical ly

restrained, sly, and unobtrusive making it a

challenge to identify. In short, the female

workplace bullying is, perhaps “bullying by

stealth” and is likely never understood with

the same veracity as bullying practiced by men

towards  women co l l eagues  as  the

consequences of inter-gender hostility are

considered far more severe, and can escalate

to sexual harassment.

D’Cruz and Rayner (2013) state that compared

to other countries, India lacks academic

resear ch on the  subje ct ,  and l im i ted

information is available about the nature,

prevalence, and extent of bullying. Given

these sociocultural developments, bullying at

A Scoping Review of The Experiences of Women to Women Bullying in Workspaces
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work has emerged as one of the primary

problems Indian workers face today. There

has been a noticeable shift in the Indian work

culture with regard to stress at work and the

availabi l ity of new positions due to the

globa l i s ing economy and  the inf lux of

multinational corporations (Budhwar, et al.,

2006). Bullying is one of the major issues that

plagues the employees in India working in

various sectors, however, it is typically not

reported by the victims as it not only raises a

question on the conduct of an employee who

is bullying others, but it also brings about the

question of safety of the employees at the

workplace which gives a semblance of hostility

at the organization and its inability to provide

a safe redressal mechanism to the victims

(Bairy,  et al. 2007). Despite confirmed reports

of bullying phenomena being prevalent in

India as well, research and theory on the

not ion that women bul ly  o ther women

frequent ly,  st i l l  has a long way to go,

particularly in the case of India (D’Cruz and

Noronha, 2010). The findings of D’Cruz and

Rayner’s (2013) investigative research into the

ITES-BPO industry in India confirmed that, in

comparison to the Nordic and other European

count r ies ,  workp lace bu l l y ing  is  more

prevalent in India. Ciby and Raya (2014)

report that bullying was primarily committed

by superiors, which is in line with India’s

hierarchical structure. When individuals

witness acts of bullying, their first and most

immediate reaction is to experience negative

feelings like anger and frustration.

Nonetheless, the impacts of bullying can be

addressed by colleagues who witness the act

of bullying and are willing to come forward

and report it to a complaints committee or to

higher authorities designated to address such

cases (Gholipour, et al., 2011). This paper

highlights the key findings in the literature

with regard to women to women bullying at

the workplace.

Objectives

1. The scope of the study regarding the

prevalence of bullying and the resulting

mental harassment among women at

their workspaces.

2. Reasons for  bu l l y ing and  menta l

harassment inflicted upon women by

the ir female co l leagues are being

investigated in the study.

3. Method of assessment of the impact of

bullying and mental harassment on the

mental and emotional well-being of

women.

4. The socio-demographic factors that

were used to evaluate the degree to

which women employees have been

victimized owing to their varied socio-

demographic profiles.

5. Preferred coping strategies and their

effectiveness.

In order to carry out this scoping review, the

literature was statistically synthesized and an

ove rv i ew o f  t he  emp i r i ca l  e v idence

surrounding the bullying of women at work

was taken into account, which holds a

significant impact on the psycho-social well-

being of women, their coping strategies, and

redressal strategies. In addition to highlighting

knowledge gaps, a comprehensive synthesis

of the l i terature wi l l  g ive readers ,  an

overview of what has already been done and

unde rs tood in  th i s  re sea rch doma in .

Therefore, in addition to being extremely

pertinent to the work culture ethos, the

current study will offer crucial guidance for

the future course of research.

METHODOLOGY

In order to carry out scoping review of the

ex i s t i ng  l i t e ra ture ,  t he  fo l low ing

methodological framework was followed –

The overall parameters for umbrella review

provided in the Joanna Briggs Institute’s (JBI)

Manual for Evidence Synthesis have been

A Scoping Review of The Experiences of Women to Women Bullying in Workspaces
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followed in the framework of the present

study. Additionally, this review was carried out

using the PRISMA-P Guidelines for enhanced

data selection and data synthesis using

PRISMA-P viz. Preferred Reporting Items for

Sys temat i c  Rev iew and  Meta -Ana lys i s

Protocols (Moher et al., 2015; Stroup et al.,

2000). The review primarily revolved around

the questions about the characteristics of

workplace bullying based on gender; the

influence of workplace bullying in women’s

l ives at  the workp lace; and strategies

employed by women to respond to workplace

bullying.

Essentially, our search included conceptual

and empirical publications about workplace

harassment of women by other women.

Published articles were included as one of the

subsequent parameters. The review included

publications that were released between

January 2003 and December 2023 in order to

maintain contiguity of the literature with the

contemporary times. The search results were

exported to the Covidence database, an online

screening and data extraction tool designed

for writers of systematic reviews. Research

papers were selected based on the title and

abstract to determine whether they were likely

to give relevant information on workplace

bul lying of women after excluding grey

literature. Following this step, the content of

the selected paper was screened using the

inclusion and exclusion criteria. Based on the

authenticity and relevance to the research

questions multiple databases were accessed

for instance PubMed, EBSCO, JSTOR, APA

PsycInfo, and Mesh. The search terms were

variants of terms like bullying of women by

women at workplace, woman-to-woman

bullying at work, and workplace bullying by

women. Each database search included

results in English from both national and

international publications.

ELIGIBILITY (INCLUSION AND EXCLUSION)

CRITERIA

The inclusion and exclusion criteria for this

study were developed in light of the research

questions. More precisely, the “DS-CPC”

format—which takes into account factors

pertaining to Documents, Studies, Construct,

Participants, and Contexts—was used to

develop a protocol.

a) Based on the type of documents: For

the purpose of this review, the selection

encompassed only one category of documents

that is periodical publications i.e. scholarly

journal articles. The document types that

were excluded are master’s or bachelor’s

theses, editorials, case reports, technical

notes, newspaper articles, communications,

obituaries, and any other literature that can

fit within these categories. Furthermore, our

exclusion criteria also applied to non-periodic

publications including novels, book chapters,

and published doctoral theses.

In order to guarantee that the research review

offers a thorough picture of the phenomena

of bullying within the academic discourse, this

exclusion technique was used to concentrate

on sources that offered the strongest, peer-

reviewed evidence.

b)  Based on type of research :  The

literature under review primarily focused on

content analysis, case studies, empirical

studies, reviews such as narrative reviews,

scoping reviews, focused mapping reviews,

rapid reviews, integrative reviews, and meta-

syntheses, often referred to as umbrella

review.

c) Based on the content of research: The

focus of the research review was restricted

to domains like workspace bullying, workplace

inequity, organizational hostility, psychological

health of employees, bullying of women,

hostile workspaces for women etc.

Wi th  the  above protocol  as  a  guid ing

framework, 19389 articles were found on the

search engine as part of the primary search.

A Scoping Review of The Experiences of Women to Women Bullying in Workspaces
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The above inclusion criteria were applied to

limit the literature based on its content and

relevance to the scoping review, which came

to be 925 research papers. Out of these 925

papers, 40 research articles and scholarly

papers were shortlisted for full-text scoping

review after a second round of title and

abstract review to ascertain whether bullying

of women by women at the workplace was

the main subject of the papers. Al l 40

references satisfied the inclusion criteria after

a full text review.  A flow diagram of the

selection process, adapted from PRISMA

statement guidelines, is depicted in (Fig.1).

Data on reference information (authors,

publ icat ion year, journal,  t i t le), sample

characteristics, geographical origin of the

study, study design, theoretical framework,

number of participants, response rate, mean

age, sampling procedure, tools for measuring

bullying of women by women at the workplace,

and overlap in the sample with other studies

in the review were all independently extracted

using a standardized format. Every database

search yielded results from both domestic and

international publications and articles in the

English language and those that could be

translated in English. The data in the selected

40 articles were coded and the coding scheme

was refined till discrepancies were addressed

and concordance was reached after multi-

stage screening of the data.

Fig.1 PRISMA flow diagram of the search and selection process

A Scoping Review of The Experiences of Women to Women Bullying in Workspaces
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DATA SYNTHESIS

The literature revealed that women have been

bullying other women in the workplace in a

number of ways. Theoretically, women, in

par t i cu la r,  have  a  t endency  to  va lue

interact ions wi th other  women a t  the

workplace owing to a number of reasons, for

in s tance ,  in  most  sec tor s  women a re

underrepresented and require a support

network within their gender, they are less

likely to reach managerial and administrative

positions when compared with their male

counterparts. Some of the victim accounts in

the  pub l i ca t ions  h igh l i ghted  cop ing

mechanisms that included support networks,

organizat ional lobbying, and workplace

bullying prevention and eradication policies.

Additionally, publications were tagged for the

following genres of workplace bullying of

women by women. This includes socia l

relationships, work environments, women’s

health, and victimization.

Table 1 

Overview of Literature Review in terms of theme of research 

Genre (themes identified in the literature) percentage frequency total 

Victimization 95 38 40 

Women’s Health 80 32 40 

Work Environment 87.5 35 40 

Social Relationship 65 26 40 

Table 1 provides an overview of the different

outcomes that have been examined in the

literature under review. Victimization of

women employees as a result of bullying was

the most frequently examined genre in 38

art ic les . The theme of women’s heal th

including their mental health complaints (e.g.,

anxiety and depression) were also found in

32  stud ies .  Work env i ronments was a

prominent theme in 35 studies, whereas social

network was a dominant theme in 26 articles.

SALIENT FEATURES OF THE LITERATURE

Both national and international journal articles

were included in the review and Table 2

provides an  overv iew of  the d i f ferent

outcomes that have been examined in research

pertaining to bullying of women by women at

workplace. Out of the 40 articles, 7 are from

national journal and 33 are from international

journal. The articles belong to 17 countries

namely Bangladesh, South Africa, Brazil,

Verginia, Australia, Romania, Netherland,

Sydney, Iran, India, Canada, Finland, Italy,

New Zealand, Sweden, United Kingdom, and

United States of America.

Table 2 

Categories Frequency Percentage 

Region   

National 7 17.5 

International 33 82.5 

Approach   
Quantitative 8 20 

Qualitative 12 30 

Mixed 03 7.5 
Literature review 09 22.5 

Others (based on concepts and definitions) 08 20 

Research Design   

Case study 03 7.5 

Survey 10 25 

Grounded theory 07 17.5 

Content analysis 02 5 

Others (metanalysis, scoping review, literature review) 18 45 
Broad domain of Literature   

Psychological impact 32 80 
Coping mechanism 07 17.5 

Redressal mechanism 01 2.5 
 

Methodologically, out of the total 40 articles,

the methodological framework of 12 articles

followed a qualitative approach and 8 articles

fo l l owed a  quan t i t a t i ve  approa ch.

Furthermore, 9 studies include literature

review, 3 articles have adopted a mixed

methods approach and 8 articles deal with

qualifying and defining terms that are regularly

used in studying the phenomenon of bullying.

In terms of a research design, 10 articles

adopted a survey research design, 3 articles

are based on case study design, 7 are based

on grounded theory research design, 2

articles are based on content analysis, and

the rest 18 articles can be categorized into

two broad domains, 10 articles include either

literature reviews, metanalyses, or scoping

review, while the remaining 8 articles are

conceptually exploring the phenomenon of

hostile workspaces. Broadly, the domains of

a l l  40  a r t i c le s  may be  d iv ided  i nto

psychological impact of bul lying, coping

mechanism of v ict ims of bu l ly ing,  and

A Scoping Review of The Experiences of Women to Women Bullying in Workspaces
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redressal of such grievances at the level of

organizations.

DISCUSSION

Numerous studies have delved into the

prevalence of bullying, yet relatively few have

focused specifically on intra-gender bullying,

which refers to bullying that occurs between

individuals of the same gender. Notably,

instances of bullying perpetrated by females

against other females often go unreported

even though such occurrences are significant

in  number.  Resear ch exam in ing  the

experiences of individuals subjected to

bullying have revealed compelling evidences

in support of women to women bullying.

Admittedly, women are far more likely than

males to encounter challenging behaviours at

workspaces, including refusal to cooperate

with them and non-collegial interactions with

fellow employees. Furthermore, they often

experience disrespectful,  disruptive, or

outright rude behaviours that their male

counterparts seldom experience (Lampman,

2012). In a significant study conducted by

Sa l in (2001) , the impact of gender on

workplace bullying was explored, shedding

light on how the gender of both the victim

and the aggressor can influence perceptions

of  bu l l y i ng .  Anothe r  p ivo ta l  s tudy by

McCormack et al. (2018) further elucidated

the dynamics of workplace bullying and

highlighted the importance of gender in

shaping these experiences. Their findings

underscored that the dynamics of bullying

become more pronounced when both the

perpetrator and the target are of the same

gender, revealing a worrying trend: female

employees reported experiencing intimidation

more frequently at the hands of other women

than from male supervisors. Moreover,

research has  shown tha t int ra -gender

bullying—such as bullying between females or

between males—occurs more frequently than

instances of bullying that cross gender lines.

Attell et al. (2017) posited that workplace

bullying disproportionately impacts women

compared to men, emphasizing a need to

address this inequality. Rouse et al. (2016)

conducted an extensive electronic survey

aimed at uncovering gender differences in

workplace bullying and identified a stark

disparity: females were significantly more

likely to report experiences of bullying. The

findings of this body of research reveal telling

patterns regarding the nature and frequency

of bullying based on gender. Being female has

emerged as a strong predictor of vulnerability

to workplace bullying, with women reporting

higher incidences of targeted harassment

compared to  men.  The p reva lence  of

workplace bullying among women suggests a

t roub l i ng  imba lance  o f  power  w i th in

professional settings, reflecting broader social

inequalities. The ramifications of workplace

bullying extend far beyond the immediate

emotional and psychological toll; it poses

ser i ous  hea l th ,  soc i a l ,  and  economi c

challenges for women around the world (Van

De Griend & Messias, 2014). These findings

highlight the critical need for awareness and

intervention and the importance of fostering

a culture of respect and equality at workplaces

everywhere.

Being a pervasive phenomenon, bullying

inflicts a significant amount of physical and

psychological strain on victims, which in turn

may be responsible for a range of mental

health concerns. The psychological symptoms

manifest in the form of a general sense of

disempowerment (helplessness), stress, and

anxiety, depression, emotional exhaustion,

(Tepper, 2000), low level of self-esteem

(Hobman et al., 2009), impaired judgement,

anger, memory loss, inability to concentrate

and irritability (Appelbaum & Roy-Girard,

2007). In addition to psychological symptoms,

individuals who are being bullied may also

experience various physiological symptoms,

including sleep disturbances, stomach issues,

A Scoping Review of The Experiences of Women to Women Bullying in Workspaces
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headaches, bodyaches, fatigue, and a rapid

heartbeat (Geleta, 2020). Bullying poses

significant issues for women’s physical health

and has been associated with increased

absenteeism due to illness at the workplace

(Voss, Floderus, & Diderichsen, 2001). A

significant amount of empirical research

highlights the negative mental health impacts

of workplace bullying. Escartin et al. (2011)

found that women perceive intent ional

isolation, emotional abuse, and professional

discrediting at the workplace much more

severely than men. Furthermore, Salin and

Hoel (2013) found that women in managerial

positions reported about having experienced

severe forms of bul ly ing behaviour as

opposed to their male counterparts, while in

non-managerial posit ions, men reported

higher levels of bullying. The psychological

distress women experience after being bullied

can be attributed to their tendency to overlook

the situation, reluctance to seek help, and

endure bullying rather than confronting the

behaviour. In contrast, men are more likely

to report such disruptive behavior promptly

(Salin 2003; Simpson and Cohen, 2004; Attell

et al., 2017). Affective disorders, including

major depression and anxiety disorders, are

common mental health issues that may arise

in individuals as a result of bullying (Verkuil

et al., 2015). Giorgi, Leon-Perez, and Arenas

(2015) discovered that women reported more

symptoms of post-traumatic stress disorder

(PTSD) than men. According to the American

Psychological Association commonly referred

as APA (2018), women are twice more likely

to develop PTSD than men. In addition to a

fight or flight response, victims of bullying

react to events with helplessness or by

freezing (Misawa, Andrews, & Jenkins, 2017

& 2019). Daliana and Antoniou (2018) claim

that workplace bullying is often a leading

cause of depression among working people,

highlighting that one of its most serious

consequences may even be a su ic ida l

tendency among the victims of workplace

bullying.

Notwithstanding the severe impacts of bullying

at the workplace, the victims of bullying

phenomenon employ a range of coping

strategies. These strategies encompass the

cogn i t i ve  and  behav io ra l  e f fo r t s  t ha t

employees make to manage, tolerate, or

reduce work-related stressors (Lazarus,

1984). These strategies can be classified as

problem-focused coping frameworks, which

directly address the issue, or emotion-focused

coping mechanisms, a more indirect means

to manage the emotional responses associated

with the stressor. In a research, Lester (2009)

reported that  women faculty members

typically responded to bullying with avoidance,

while MacIntosh, Wuest, Gray, and Cronkhite

(2010) found that women employees often

coped with workplace bullying by withdrawing

or disengaging from their work environment.

A phenomenological study of women adult

educators revealed that they employed various

coping strategies in response to workplace

bullying which included documenting their

experiences, detaching from the host i le

environment, seeking support in more positive

settings, and joining national or community

organizations (Sedivy-Benton et al., 2015).

Another phenomenological study by Sedivy-

Benton et al. (2015) revealed that women’s

coping response contributed to a culture of

silence, which involved denying the existence

of bullying behaviours and actions. Survey

research by Park et.al. (2018) found that

having a proactive personality may be a crucial

factor in how victims of workplace bullying

cope with their experiences. Sedivy-Benton et

al. (2015) reported that several working

women ultimately chose to resign from their

place of employment as a means of coping

with workplace bullying.

Needless to say, despite the range of coping

responses employed by the victims, the

problem of workplace bullying, especially a

A Scoping Review of The Experiences of Women to Women Bullying in Workspaces
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more concealed form of women to women

bullying, remains a major impediment for

persona l  g rowth and p roduct ive  work

environment for women.

Since, women to women bullying, does not

manifest itself into severe forms of threat and

aggression, as perceived by most people, it

r ema ins  l a rge ly  unaddressed  by

organizations. However, one cannot overlook

that such disguised forms of aggressive

behav iour and targeted harassment of

employees by superiors or colleagues within

the  gender  can have  fa r  r each ing

consequences  and can  be  ex t reme ly

detrimental to the aspirations of working

women. Thus, it is important to generate

awareness about this form of bullying and also

devise ways to help victims cope with it.

Meloni and Austin (2011) introduced a zero-

to l e rance  program for  bu l l y i ng  and

harassment in a hospital environment. After

three  yea rs ,  t he  r esu l t s  o f  emp loyee

sat is fact ion surveys showed signif icant

improvement. While trying to explore the

cor r e l a t i on  between  psychosoc ia l

environmental factors and workplace bullying

Tuckey et al. (2009) found that high job

demands and low levels of social support

in tens i f i ed ins tances  o f  bu l l y ing.  The

mechanism for addressing bullying is often

absent in both the organized and unorganized

sectors. Many women are reluctant to share

their experiences of bullying due to fear of

losing their jobs, while others perceive such

behaviour as a normal day-to-day affair at

workspace that every employee has to

unde rgo  dur ing the  cou rse  o f  t he i r

employment.

CONCLUSION

The phenomenon of women-to-women

bul lying at the workspace needs to be

addressed by organizations and sectors that

are categorized under unorganized sectors of

employment which mostly include daily wage

labour, contractual services, and so on, as it

has significant consequences for the women

workforce. Women who target other women

do so because they feel threatened and

insecure owing to limited opportunities to

work for women, greater challenges in finding

a suitable job opportunity that fits their

profile, skill set, and even family commitments.

Women employees face frequent hurdles in

sustaining in a male-dominated workspace,

and they often end up competing with not just

male colleagues but fellow female colleagues

as such a hostile work environment fosters

the notion of the ‘survival of the fittest’ which

in turn encourages an extremely predatorial

work culture. Under ideal circumstances,

everyone, regardless of gender, deserves to

work in a safe, respectful, healthy, and

encouraging environment. Many employees

who have suffered bullying, never share their

experiences for fear of burning bridges or

jeopardizing their future. Furthermore, in

most cases, they make a calculated choice of

never revisiting such a traumatic phase in their

life versus career progression. This reluctance

to share and report instances of bullying is

often responsible for perpetuating a culture

of non-collegiality between colleagues.
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