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The aim of this study was to explore the occurrence of bullying in the restaurant sector and its potential consequences. The sample consisted
of 207 superiors and employees in 70 restaurants. The findings indicated that bullying prevails in the restaurant industry, with apprentices as
a risk group. Bullying was negatively related to job satisfaction, commitment, employees’ perceptions of creative behavior, and external evalu-
ations of restaurant creativity level, and positively related to burnout and intention to leave the job. Some support was found for a mediation
hypothesis, where bullying was the predictor, job satisfaction, commitment and burnout were mediators, and intention to leave was dependent
variable. One implication of this study is that there is a need to challenge the attitude, common in this sector, that aggression and bullying is
a natural and even necessary part of the work environment.
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INTRODUCTION

Restaurants have been portrayed as aggressive and hectic
workplaces where psychological and physical abuse prevail
(Johns & Menzel, 1999). A basic assumption that employees
must accept mistreatment as part of the job also seems to
exist in the sector. Thus, restaurant cultures appear to
accept, and even expect, bullying and harassment as a natu-
ral part of the work environment. The recognized UK chef
Gordon Ramsay even claimed that “a kitchen has to be an
assertive, boisterous, aggressive environment, or nothing
happens” (Hollweg, 2001). Furthermore, in an interview
study with chefs in UK upscale restaurants, Johns and
Menzel (1999) found that violence myths were powerful and
persistent in kitchen cultures, a dominant myth being that
“violence is a characteristic of the work and the workplace,
not of the individuals involved” (p. 106), removing any indi-
vidual responsibility for these conditions among chefs and
managers. Recently, however, some have begun to question
such a “truth”, discussing possible negative aspects of these
tough working conditions in restaurants (Hoel & Einarsen,
2003; Pratten, 2003; Tidemann & Mykletun, 2005). Hence,
the aim of the present study is to investigate the existence of
bullying and harassment in restaurants and potential con-
sequences associated with such treatment. Restaurants are
of particular theoretical interest, as this specific sector differs
from other sectors in that bullying and other negative behav-
iors seem to be embedded in the work culture of these
organizations (Johns & Menzel, 1999). An interesting
question in this regard is whether the effects of bullying in

restaurants are as harmful as has been documented in other
sectors, or whether bullying may actually be beneficial in this
milieu, as is often claimed by the industry itself.

 

Bullying and harassment at work

 

Brodsky (1976) described harassment as repeated and
persistent attempts by a person to torment, wear down,
frustrate, or get a reaction from another person, and as
treatment that persistently provokes, pressures, frightens,
intimidates or otherwise causes discomfort to another per-
son at work. Hence, the core dimension in bullying is about
exposure to repeated and enduring negative acts from
coworkers, superiors or subordinates (Einarsen, 2000). Often,
a real or a perceived power imbalance between the parties
is involved, making it difficult for the target to defend and
guard him or herself  in the actual situation. Typically, a
victim is constantly teased, badgered and insulted and is unable
to effectively retaliate. Although often considered to occur
in a single, overt attack, bullying has been found to be a
gradually evolving situation, where the target is treated in
increasingly harsh ways, which leads to stigmatization of the
victim as a “deserving” target (Leyman, 1996). Bullying may
take many forms, from open verbal or physical attacks, to
rather indirect and subtle acts of aggression, such as exclud-
ing or isolating the person from his or her peer group, or
talking behind his or her back. The common denominator
is that these aggressive behaviors or activities are used with
the aim, or at least the effect, of persistently humiliating,
intimidating, or frightening the target. In the context of the
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present study, the concepts of bullying and harassment are
used interchangeably.

 

To what extent does bullying and harassment exist 
in restaurants?

 

The physical conditions in restaurants are often uncomfort-
able, with many kitchens being cramped, hot and noisy
(Fine, 1996; Johns & Menzel, 1999; Pratten, 2003). More-
over, working hours in restaurants are antisocial, and wages
are usually low (Pratten, 2003). The work pressure is often
high or extremely varied, depending on the number of
guests, and employees must be able to work at full capacity
on a moment’s notice. Often, conflicting interests exist,
particularly between cooks and servers. While cooks are
product oriented and have high public status, the servers are
mainly service oriented, possess lower public status but may
earn substantially more than cooks due to the tips (Fine,
1996).

These unfavorable aspects of the working conditions may
promote feelings and attitudes of hostility and aggression
amongst employees, constituting a breeding ground of
harassment and bullying. A study on bullying, which investi-
gated the prevalence of  bullying in 12 sub-samples from
different industries in Norway, found that bullying is parti-
cularly frequent in the hotel/restaurant industry in general
(Einarsen & Skogstad, 1996). Findings from a survey of
3,044 respondents within the UK hospitality industry
mirrored Einarsen and Skogstad’s findings, with 13% reporting
they had been physically abused by a work colleague (Anon,
1994). Kitchen workers and chefs were most often exposed
to such abuse. Although this finding indicates that bullying
is a problem in the restaurant sector, it does not provide
information on non-physical kinds of harassment and abuse.
A qualitative study among chefs in high quality restaurants
confirmed that physical and verbal abuse is widespread in
kitchens (Johns & Menzel, 1999). Examples of verbal abuse
included humiliation and yelling, and examples of physical
abuse were to hurt coworkers with kitchen utensils or to set
fire to clothes. While being an important starting point for
bullying research in restaurants, Johns and Menzel’s study
was based on only a few interviews and was presented as a
discussion paper. Bullying and harassment in restaurants
has, to our knowledge, not yet been studied more systematic-
ally with somewhat larger samples. In the present study, we
therefore aim to investigate the occurrence of bullying in the
sector and the kind of negative acts that exist. In light of the
findings from studies of bullying in the broader service
industry, the special working conditions in the restaurant
sector, and the given qualitative descriptions of bullying in
the restaurant sector, we expect a high frequency of bullying
in this sector.

The descriptions of bullying referred to so far are mainly
derived from high quality upscale restaurants (Johns &
Menzel, 1999). The strong pressure to achieve excellence in

these restaurants may result in an even more hectic atmos-
phere and thereby giving rise to more physical and verbal
abuse than in less upscale restaurants. Additionally, descrip-
tions of work environments in high quality restaurants give
an impression that verbal and physical abuse is accepted as
an inevitable part of the work culture (Crawford, 1997). If
bullying is actually necessary, as is sometimes claimed, these
restaurants may show a particularly elevated level of bullying.

Hypothesis 1a: There is a relatively high frequency of bully-
ing in the restaurant sector compared to other industries,
and especially so in high quality, upscale, restaurants.

Restaurants are known for authoritarian leadership and
several episodes, in which chefs have abused their subordi-
nates psychologically or physically, have been exemplified
(Johns & Menzel, 1999). In particular, apprentices seem to
suffer from such abuse. In Johns and Menzel’s (1999) study,
one of the respondents claimed that bullying was a part of
the socialization process of young workers: “to learn the best
stuff, you’ve got to take the s**t that comes with it” (p. 106).
Apprentices are also lowest in the social hierarchy with few
means to defend or retaliate, compared to chefs or other
older and more experienced colleagues. Hence, being in an
apprentice position may be a particular risk factor for expo-
sure to bullying. Studies in other industries have also
revealed that younger employees are exposed to more bully-
ing behavior than are older workers (Hoel, 2002), while Salin
(2001) found less bullying at higher levels of organizations.

Hypothesis 1b: Apprentices experience more bullying than
do other employees in restaurants.

 

Consequences of bullying and harassment in restaurants

 

Research has provided convincing evidence that exposure to
harassment and bullying may have severe negative effects on
the victims’ health and well-being. Numerous studies have
reported that bullying is associated with psychological
distress and psychosomatic complaints (see Einarsen &
Mikkelsen, 2003, for a review), including experiences of
burnout (Einarsen, Matthiesen & Skogstad, 1998; Savicki,
Cooley & Gjesvold, 2003). Negative associations have also
been found between bullying and organizational effects such
as decreased job satisfaction (Einarsen 

 

et al

 

., 1998; Quine,
1999, 2001; Stebbing 

 

et al

 

., 2004), increased intention to
leave (Keashly & Jagatic, 2000; Quine, 1999, 2001), and
decreased job commitment (Savicki 

 

et al

 

., 2003). Even if
restaurant workers may expect bad treatment as a part of
the job, we assume that exposure to systematic negative acts
may lead to negative consequences also in this occupational
group. These negative effects may, in turn, result in stronger
intentions to leave and subsequently high turnover rates. In
support of this expectation, studies from other sectors have
demonstrated a link between intention to leave and burnout
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(e.g., Leung & Lee, 2006; Weisberg & Sagie, 1999), job satis-
faction and commitment (e.g., Lum, Kervin, Clark, Reid &
Sirola, 1998; Tett & Meyer, 1993). As turnover seems to be
a widespread phenomenon in the restaurant industry, it is of
particular interest to examine possible links between bully-
ing and intention to leave in this sector.

 

1

 

 As bullying may be
seen as an inevitable part of the industry, bullying may even
cause workers to leave the industry entirely. While some
turnover may be healthy for restaurants, bringing in fresh
ideas and expertise, high rates of turnover may have serious
implications for the quality, stability and consistency of
work within the restaurants. Additionally, high turnover
entails high costs of training new employees (Dermody,
Young & Taylor, 2004).

Hypothesis 2a: There is a negative association between
bullying and both commitment and job satisfaction, and a
positive relationship between bullying and burnout, intention
to leave the job, and intention to leave the profession
amongst restaurant workers.

Hypothesis 2b: Job satisfaction, commitment and burnout
will mediate the relationship between bullying and intention
to leave the job and intention to leave the profession.

Negative individual effects of bullying may also be linked
to decreased performance and reduced productivity within
the organization. Raver and Gelfand (2005) found support
for this notion in a study on sexual harassment within
restaurants, showing that the general level of sexual harassment
was significantly negatively associated with restaurants’
financial performance. Another particularly relevant per-
formance criterion in the restaurant sector may be creativity
in the goods and services offered to guests. Restaurants face
strong competition, and continuous renewal and adaptation,
characterized by creativity, seems to be a requirement to stay
in business. Moreover, many restaurant workers and guests
perceive the esthetics of  restaurant meals almost as pieces
of art. Cooks sometimes consider themselves artists, and
customers expect to be served innovative meals (Fine, 1996;
Johns & Menzel, 1999). Results from numerous studies
indicate that a safe and supportive work environment is
essential for creativity to occur (e.g., Amabile, Conti,
Coon, Lazenby & Herron, 1996; Cummings, 1965).
Thus, in restaurants where ideas are received in attentive
and receptive ways, and evaluated in fair and supportive
manners, creativity is possibly promoted. On the other hand,
in restaurants characterized by internal strife, insecurity,
distrust, and lack of support, creativity will probably be
obstructed (see Amabile 

 

et al

 

., 1996). We therefore assume
that high levels of  bullying will be negatively related to
creativity in restaurants.

Hypothesis 3a: There is a negative association between
restaurant bullying and restaurant creativity.

METHOD

 

Procedure

 

The collection of data was administered by regional representatives
of the Norwegian Association for Training in the Hotel and Food
Industry (NATF) in seven counties, who visited restaurants and
delivered questionnaires, returning after approximately one week to
collect the questionnaires. Additionally, restaurant creativity was
assessed by persons working in public agencies responsible for
organizing and following up apprentices in restaurants (external
evaluations) as part of their routine visits to these workplaces. They
knew the restaurants fairly well but had the advantage of being
outsiders. The number of external evaluators for each restaurant
varied from one to four with a mean of two. To prevent external
assessments differing as an artifact of raters’ individual standards,
the same evaluators appraised all restaurants within each of the
seven counties included in the study.

Two expert cooks at the Culinary Institute of Norway and the
manager of the Norwegian Chefs Association individually indicated
on a questionnaire which of the participating restaurants they con-
sidered to be exclusive upscale restaurants based on the definition:
“Exclusive restaurants stress the importance of high quality ingre-
dients and a nice presentation of the meal on the plate, have parti

 

-

 

cularly good knowledge about food in combination with wine, have
a broad wine selection, are rather expensive, strive to give excellent
service, with serving personnel educated as waiters.” There was con-
siderable agreement between the three raters on 85% of the restau-
rants. In the few cases where there was disagreement, we classified
the restaurant according to the decision that received the majority
(two of the three) of votes. After this procedure, 26% of the restau-
rants were evaluated as exclusive.

 

Subjects

 

Data were obtained from questionnaires completed by 207 employ-
ees in 70 Norwegian restaurants all members of the NATF. The
response rate for restaurants in each of the seven counties varied
from 43% to 55% with a mean of 49%. The regional representatives
of the NATF were requested to collect at least three questionnaires
from each restaurant, which was achieved in 39 out of the 70 res-
taurants (55.7%). The number of respondents in each restaurant
ranged from one to 11, with an average of three respondents
(median = 3) per restaurant. The mean age was 26, and the sample
included 81 females and 124 males; 32% were apprentices, 35% were
cooks or waiters, and 33% were chefs or restaurant managers.

 

Questionnaire

 

Exposure to bullying behavior

 

 was measured with the Negative Act
Questionnaire (NAQ, Einarsen & Raknes, 1997; Hoel, Cooper &
Faragher, 2001), which consists of 27 items that measure exposure
to specific negative acts typical of bullying. The items refer to both
direct and indirect behavior (see Table 1 for an overview of items),
but do not require respondents to self-label as a target of bullying.
Respondents indicate on a five-point scale (1 = never, 2 = now and
then, 3 = monthly, 4 = weekly, 5 = daily) whether they experience
the negative acts in their job. No specific time span was demanded
in which the negative acts should have been occurred. Cronbach’s
alpha in the present sample was 

 

α

 

 = 0.91.

 

Witnessing bullying

 

 was measured with the item: “Have you observed
bullying taking place at your workplace during the last six months?”
(response alternatives were “no, never”, “yes, but seldom”, “now
and then”, and “often”) from QPS-Nordic (Dallner 

 

et al

 

., 2000).
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Self-perceived victimization from bullying 

 

was measured with the
item: “Have you been subjected to bullying at your workplace
during the last six months?” (response alternatives were “no”, “yes,
to some extent”, and “yes, to a great extent”).

 

Burnout

 

 was assessed with the General Burnout Questionnaire
(GBQ), developed by Schaufeli, Leiter and Kalimo (1995). It measures
exhaustion, cynicism or active disengagement from work, and
professional efficacy with a focus on work-related efficacy expecta-
tions, as consequences of stress in occupations without direct con-
tact with service recipients (Leiter & Schaufeli, 1996). The GBQ was
renamed the Maslach Burnout Inventory–General Survey, MBI-
GS (Maslach, Schaufeli & Leiter, 2001). The GBQ includes 16 items
that are scored on a seven-point scale ranging from 0 (never) to 6
(every day). Cronbach’s alpha in the present study was: exhaustion

 

α

 

 = 0.79, cynicism 

 

α

 

 = 0.67, and efficiency 

 

α

 

 = 0.83.

 

Commitment

 

 was measured with an adjusted version of  the
Hrebiniak and Alutto (1972) commitment scale including four items
concerning whether one would leave the organization under differ-
ent conditions (e.g., with a slight increase in pay, or with a slight
increase in status). The measure is based on a calculative definition
of commitment, which considers commitment to be a behavioral
investment in the job; individuals become bound to their workplace

when they have invested in their job and it will cost them too much
to leave (see Mathieu & Zajac, 1990). Items were scored on a five-
point scale ranging from 0 (disagree completely) to 4 (totally agree).
Cronbach’s alpha was 

 

α

 

 = 0.76.

 

Job satisfaction

 

 was measured with the global item: “Overall, how
satisfied are you with your job?” with five response categories rang-
ing from 1 = “very dissatisfied” to 5 = “very satisfied”. Several
studies have concluded that global measures of job satisfaction are
better predictors of job outcomes than facet measures that include
several items (Iaffaldano & Muchinsky, 1985; Petty, McGee &
Cavender, 1984; Scott & Taylor, 1985).

 

Intention to leave the profession

 

 and 

 

intention to leave the job

 

 were
measured with one item each: “How long do you think you will stay
in this occupation?” and “How long do you think you will work in
the present restaurant?” with four response options “up to one
year”, “1–2 years”, “2–5 years”, and “more than 5 years”.

Organizational consequence variables were assessed in different
ways. To enhance the validity of the study, 

 

restaurant creativity

 

 was
assessed both by employees in the restaurants and by the external
raters, who were familiar with restaurants but did not work there.
Two forms of creativity were evaluated: 

 

creative behavior

 

 and 

 

crea-
tive output

 

. 

 

Creative behavior

 

 in the restaurants was measured with

Table 1. Mean negative behavior scores perceived by employees in restaurants (n = 207)

Workers
(n = 72)

Supervisors
(n = 68)

Apprentices
(n = 67)

Exclusive
restaurants

Non-exclusive
restaurants

1. Someone withholding information which affects your performance 1.90 2.00 1.78 1.98 1.93
2. Unwanted sexual attention 1.27 1.05 1.27 1.14 1.26
3. Being humiliated or ridiculed in connection with your work 1.27 1.24 1.67 1.46 1.39
4. Being ordered to do work below your level of competence 1.68 1.64 2.00 1.75 1.82
5. Having key areas of responsibility removed or replaced with 

more trivial or unpleasant tasks
1.43 1.24 1.63 1.46 1.46

6. Spreading of gossip and rumors about you 1.49 1.58 1.45 1.54 1.53
7. Being ignored, excluded, or being “sent to Coventry” 1.13 1.11 1.23 1.15 1.18
8. Having insulting or offensive remarks made about your person 

(i.e., habits and background), your attitudes, or your private life
1.27 1.24 1.35 1.43 1.26

9. Being shouted at or being the target of spontaneous anger 1.37 1.38 1.50 1.61 1.34
10. Intimidating behavior such as finger pointing, invasion of 

personal space, shoving, blocking/barring the way
1.27 1.02 1.19 1.22 1.14

11. Hints or signals from others that you should quit 1.19 1.06 1.08 1.16 1.08
12. Threats of violence or physical abuse 1.15 1.06 1.05 1.08 1.08
13. Repeated reminders of your errors and mistakes 1.47 1.33 1.73 1.63 1.48
14. Being ignored or facing hostility when you approach 1.21 1.20 1.39 1.43 1.22
15. Persistent criticism of your work and effort 1.44 1.35 1.57 1.47 1.47
16. Having your opinions or views ignored 1.49 1.39 1.51 1.49 1.48
17. Insulting messages, telephone calls, or e-mails 1.08 1.04 1.12 1.14 1.06
18. Practical jokes carried out by people you don’t get on with 1.33 1.19 1.42 1.49 1.30
19. Systematically being required to carry out tasks which 

clearly fall outside your job description, e.g., private errands
1.36 1.17 1.27 1.39 1.25

20. Being given tasks with unreasonable or impossible targets 
or deadlines

1.34 1.35 1.47 1.45 1.35

21. Having allegations made against you 1.20 1.11 1.34 1.24 1.21
22. Excessive monitoring of your work 1.21 1.07 1.34 1.39 1.15
23. Pressure not to claim something which, by right, you are 

entitled to, e.g., sick leave, holiday entitlement, travel expenses
1.11 1.13 1.10 1.27 1.11

24. Being the subject of excessive teasing and sarcasm 1.15 1.02 1.20 1.24 1.11
25. Threats of making your life difficult, e.g., overtime, 

night work, unpopular tasks
1.10 1.04 1.14 1.12 1.11

26. Attempts to find fault with your work 1.23 1.15 1.58 1.37 1.32
27. Being exposed to unmanageable workload 1.34 1.52 1.36 1.59 1.36

Mean score total scale 1.31 1.25 1.40 1.40 1.31

Notes: Judgements were made on five-point scales (1 = never, 2 = now and then, 3 = monthly, 4 = weekly, 5 = daily).
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a revised version of a scale developed by Scott and Bruce (1994),
consisting of six items that describe behavior in different stages of
an innovative process. Examples of items are “we generate new ideas
or proposals” and “we accomplish our new ideas or proposals”.
Responses were made on a five-point scale ranging from “never” to
“very often”. Both internal and external raters responded to these
questions. To be feasible for use with external raters, the items were
reformulated from “we” to “they” (e.g., 

 

they

 

 generate new ideas and
proposals). Cronbach’s alphas on the internal and external raters’
versions were 0.85 and 0.94, respectively. The interrater agreement
within each restaurant was calculated using James, Demaree, and
Wolf’s (1993) formula, r

 

wg(j). 

 

The r

 

wg(j) 

 

for the creative behavior scale
ranged from 0.94 to 0.99, indicating a high level of agreement about
restaurant creative behavior among the external raters. 

 

Creative out-
put

 

 measures were slightly different for external and internal evalu-
ators. In the internal evaluators’ scale, respondents were asked to
state whether actual changes and improvements had occurred
within the restaurant during the last 6 months in 11 areas such as
food composition, menu, uses of ingredients, and selection of wines.
Items were scored on a five-point scale ranging from 0 (no changes)
to 4 (big changes). Cronbach’s alpha for this scale was 0.87. A
similar questionnaire, developed for the external evaluators, asked
them to evaluate to what extent the restaurant was considered as
creative according to 10 different areas (e.g., menu, food composi-
tion, how the meal looks, use of ingredients, selection of wines)
compared with other restaurants they were familiar with. Before
these items were presented, a definition of creativity was provided
as “something that is new, at least in the actual context and indus-
try, and differs in a positive way from other products, ideas or ser

 

-

 

vices”. Cronbach’s alpha for this scale was 0.96. The interrater
agreement (r

 

wg(j)

 

) within each restaurant ranged from 0.93 to 0.99,
indicating high levels of agreement about restaurant creativity
among the external raters.

 

Data analysis

 

Data were analyzed with SPSS version 13.00. As the bullying and
NAQ variables were not normally distributed, non-parametric sta-
tistics were used. The Mann–Whitney 

 

U

 

 test was used for all single
variable comparisons of groups. To examine the degree of associa-
tion between two measurements, we applied the non-parametric
Spearman’s rank correlation (

 

r

 

). Logistic regression was used to test
the mediation hypothesis regarding individual consequences of
bullying. The predictors were standardized in order to make inter-
pretable comparisons of the odds ratios. In order to run logistic
regression, the intention to leave variables were dichotomized into
“intention to leave within a year” and “intention to leave after a
year or more”. To be able to test relationships between bullying and
the external evaluations of creativity, the dataset was first aggre-
gated to the restaurant level by calculating mean scores of the
respondents at each restaurant. The aggregation was done in order
to fit the external restaurant evaluations, which were conducted at
restaurant level. Only restaurants with three or more respondents
were included in the analysis on aggregated data (

 

n

 

 = 39). Correla-
tion analysis was then run at this level, again using Spearman’s rank
correlations.

 

RESULTS

 

Occurrence of bullying in restaurants

 

A total of 4% of the respondents reported that they had
often witnessed others being bullied in the workplace during
the last 6 months, while 24% had witnessed bullying now

and then. When calculated at restaurant level, 6% of the
restaurants reported that bullying had been witnessed often
during the last 6 months, while bullying was seen now and
then in 25% of the restaurants. A total of 0.5% of respond-
ents indicated that they to a large extent had been bullied
while 6.4% had to some extent been bullied during the last
6 months. When calculated on the restaurant level, individuals
in 14.4% of  the restaurants reported that they had been
bullied. Results from the NAQ showed that 12% of the
respondents had been exposed to one negative act weekly or
daily, and a further 12% had been exposed to more than one
negative act. In 50% of the restaurants, one or more
respondents reported one or more negative acts daily or
weekly, and 66% reported two or more negative acts. The
highest mean score for both workers and superiors was on
Item 1: someone withholding information that affects per-
formance (Table 1). Apprentices had the highest mean score
on Item 4: the perception of being ordered to do work below
one’s level of competence (Table 1).

There was a slightly higher score on the NAQ and on
witnessed bullying at exclusive upscale restaurants compared
to non-exclusive restaurants. Nevertheless, results from the
Mann–Whitney 

 

U

 

 test showed that the differences were not
significantly different (Table 2).

Apprentices scored significantly higher on the NAQ than
did other employees in the restaurant (Table 2). No signifi-
cant group differences were found on any of  the other
bullying variables. Thus, Hypothesis 1b, that apprentices are
exposed to more bullying behaviors than other employees
working in the restaurant, was supported, even if  appren-
tices did not necessarily label such experiences as bullying.

 

Individual correlates of bullying

 

Table 3 presents correlations of all the included variables. All
correlations between NAQ and individual consequence
variables were significant and in the predicted direction except
“intention to leave the profession”. Significant negative asso-
ciations existed between having witnessed bullying and both
job satisfaction and commitment. There was a significant
positive association between being a self-labeled victim of
bullying and the burnout factor “cynicism” and intention to
leave the job respectively. Thus, while exposure to negative
acts was significantly associated with nearly all other varia-
bles, self-labeling as a victim of bullying was predominantly
related to emotional factors and witnessing bullying was
predominately related to job attitude. Hence, the hypothe-
sized relationship between bullying and individual conse-
quences was supported, although the relationships between
the different bullying variables and individual consequences
were more nuanced than predicted (Hypothesis 2a).

To test the proposed mediating effects with bullying as the
predictor, job satisfaction, commitment and burnout as
mediators, and intention to leave as the dependent variable
(Hypothesis 2b), data were analyzed based on the criteria
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proposed by Baron and Kenny (1986). First, before a medi-
ation hypothesis may be tested, there must be a relationship
between the independent and the dependent variable.
Second, a relationship should exist between the independent
variable and the mediator variable. The third criterion is that
there is a significant relationship between the mediator
variable and the dependent variable. The fourth step for
establishing mediation effects requires a reduction in the
correlation between the predictor and the dependent
variable after controlling for the mediator. Results from all
possible mediation analyses are reported in Table 4. Both
job satisfaction, the burnout variable of cynicism, and com-
mitment partially mediated the relation between NAQ and
intention to quit the job. Thus, being exposed to bullying
was associated with lower job satisfaction, higher levels of
cynicism and lower commitment, which again resulted in
stronger intention to quit the job. Nevertheless, as there were
no full mediation relationships, there was also a direct effect
of perception of negative acts on intention to quit the job.

For self-perceived victimization from bullying, cynicism
partially mediated the relationship between self-labeling as a
victim of bullying and intention to quit the job, indicating
that victimized employees become more cynical, which again
results in a wish to quit one’s job.

 

Relationships between bullying and restaurant creativity

 

Significant negative correlations were found between all
bullying variables and internal evaluations of creative behavior
(Table 3). Furthermore, a significant negative correlation
was found between being exposed to bullying behaviors
(NAQ) and internal evaluations of change in the restaurant.
Thus, when bullying prevails in the restaurants, the employees
perceived the creativity and change levels to be low, indicating
that bullying is negatively related to creativity.

Results from correlation analyses between bullying vari-
ables and external evaluations of restaurant creativity are
reported in Table 5. All correlations were negative or near

Table 2. Means, Mann–Whitney U and p values for exclusive versus non-exclusive restaurants and apprentices versus other employees

Variable Group Mean Mann–Whitney U Z p

NAQa Exclusive 1.40 3287.5 −0.977 0.329
Non-exclusive 1.31

Observed bullyingb Exclusive 1.71 3557.5 −0.837 0.402
Non-exclusive 1.54

Subjected to bullyingc Exclusive 1.08 3766 −0.190 0.849
Non-exclusive 1.08

NAQa Apprentices 1.40 3410.5 −1.998 <0.05
Other employees 1.23

Observed bullyingb Apprentices 1.64 4197.5 −0.729 0.466
Other employees 1.57

Subjected to bullyingc Apprentices 1.11 4116.0 −1.550 0.121
Other employees 1.04

a Judgements were made on five-point scales (1 = never, 2 = now and then, 3 = monthly, 4 = weekly, 5 = daily).
b Judgements were made on a three-point scale (1 = no, 2 = yes, to some extent, 3 = yes, to a great extent).
c Judgements were made on a four-point scale (1 = no, never, 2 = yes, but seldom, 3 = now and then, 4 = often).

Table 3. Spearman’s rank correlations between the studied variables

Variable 1 2 3 4 5 6 7 8 9 10 11 12

1. NAQ –
2. Observed bullying 0.41** –
3. Subjected to bullying 0.31** 0.36** –
4. Job satisfaction −0.30** –0.16* −0.07 –
5. Burnout exhaustion 0.33** 0.09 0.13 −0.38** –
6. Burnout cynicism 0.31** 0.12 0.16* −0.36** 0.43** –
7. Burnout efficiency 0.19** −0.01 0.08 −0.18** 0.27** 0.33** –
8. Commitment −0.32** −0.16* –0.09 0.52** −0.31** −0.20** 0.11 –
9. Creative behavior −0.27** −0.23** −0.16* 0.31** −0.20** −0.25** −0.37** 0.31** –
10. Creative changes −0.17* −0.09 −0.12 0.16* −0.12 −0.17* −0.17* 0.28** 0.45** –
11. Intention to leave profession 0.00 0.06 0.13 −0.16* 0.17* 0.20** 0.06 −0.16* −0.11 −0.14 −
12. Intention to leave the job 0.21** 0.02 0.21** −0.30** 0.16* 0.25** 0.16* −0.37** −0.16* −0.06 0.24** –

* p < 0.05, ** p < 0.01.
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zero, but only the relation between self-labeling as a victim
of bullying and external evaluations of restaurant creativity
was statistically significant (

 

r

 

 = 

 

−

 

0.28, 

 

p

 

 < 0.05). Thus, there
were generally not strong relationships between reported
bullying levels in the restaurant and evaluations of restau-
rant creativity conducted by persons who were external to
the restaurant. Yet, when the level of self-labeled victims of
bullying was high, the external ratings of creativity were low.
Hence, Hypothesis 3a was partially supported.

DISCUSSION

The present study explored the occurrence of bullying in the
restaurant sector, and its potential consequences. According
to Zapf, Einarsen, Hoel and Vartia (2003), prevalence in
studies of self-labeled bullying typically ranges from 1 to 4%,
as opposed to 6.9%, observed in the present study. Exposure

to at least one negative act weekly show typically ranges
from 3% to 7%, as opposed to12% in this study. Thus, bully-
ing and negative acts seem to occur more often in restau-
rants than in other sectors, although some caution is needed
when comparing prevalence of bullying, due to differences
between studies regarding definitions of bullying, measure-
ment instruments, and time spans of reported bullying.

Apprentices were more exposed to bullying behaviors
than were other employees in the restaurants, confirming
findings from qualitative studies in restaurants as well as
anecdotal evidence. Furthermore, bullying seems to be an
overall problem in the sector, not limited to a few luxury
restaurants, and is not a necessary condition in the creation
of high quality restaurants, which seems to be a prevailing
belief  among restaurant employees (Johns & Menzel, 1999).

We examined individual and organizational consequences
of bullying in the restaurant sector. The results showed a
positive association between exposure to bullying behavior
and individual burnout. Thus, employees who are exposed
to bullying felt more exhausted, were more cynical towards
their job, and perceived that they were less efficient as a
worker. Furthermore, a negative relationship existed
between exposure to bullying behaviors and both job satis-
faction and commitment. Although somewhat weaker,
similar patterns of relationships were found for observed
bullying and for being subjected to bullying. Thus, even
though restaurant employees may accept and even expect
aggression and harassment at the job, this kind of working
condition does have negative individual consequences for
both targets and bystanders, independently of whether or
not one has self-labeled as a victim, and, in turn, has a

Table 4. Logistic regression results for testing whether job satisfaction, commitment and burnout mediated the relationship between bullying and
intention to leave the job

Variable B
Wald
test df p <

Odds
ratio

95% C.I. for odds ratio

Lower Upper

Position in restaurant (apprentice or other position) 0.87 7.18 1 0.01 0.42 0.22 0.79
Negative acts direct effect −0.06 11.43 1 0.001 1.06 1.02 1.10
Negative acts effect, controlling for job satisfaction −0.05 5.60 1 0.05 1.04 1.01 1.09

Position in restaurant (apprentice or other position) −0.85 6.83 1 0.01 0.43 0.23 0.81
Negative acts direct effect 0.06 11.15 1 0.00 1.06 1.03 1.10
Negative acts effect, controlling for burnout exhaustion 0.06 10.02 1 0.00 1.06 1.02 1.10

Position in restaurant (apprentice or other position) −0.86 7.00 1 0.01 0.42 0.23 0.80
Negative acts direct effect 0.06 11.30 1 0.001 1.06 1.03 1.10
Negative acts effect, controlling for burnout cynicism 0.05 6.22 1 0.01 1.05 1.01 1.09

Position in restaurant (apprentice or other position) −0.89 7.46 1 0.01 0.41 0.22 0.78
Negative acts direct effect 0.06 11.08 1 0.001 1.06 1.03 1.10
Negative acts effect, controlling for burnout efficiency 0.06 10.84 1 0.001 1.06 1.02 1.10

Position in restaurant (apprentice or other position) −0.90 7.51 1 0.01 0.41 0.22 0.78
Negative acts direct effect 0.06 9.60 1 0.001 1.06 1.02 1.10
Negative acts effect, controlling for commitment 0.04 4.11 1 0.05 1.04 1.00 1.08

Position in restaurant (apprentice or other position) −0.86 7.06 1 0.01 0.43 0.23 0.80
Subjected to bullying direct effect 1.57 6.71 1 0.01 4.79 1.46 15.68
Subjected to bullying effect, controlling for burnout cynicism 1.29 4.56 1 0.05 3.65 1.11 11.95

Table 5. Spearman’s rank correlations between bullying variables and
external evaluation of creativity

Variable 1 2 3 4 5

1. NAQ –
2. Observed bullying 0.54** –
3. Subjected to bullying 0.38** 0.45** –
4. External evaluation of

restaurant creative behavior
−0.06 −0.06 −0.04 –

5. External evaluation of
restaurant creative output

−0.03 −0.16 −0.28* 0.74** –

Note: The dataset was aggregated to the restaurant level (n = 39).
* p < 0.05, ** p < 0.01.
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negative impact on the restaurants. Employees who suffer
emotional exhaustion show less effort in their work (Parker
& Kulik, 1995; Wright & Cropanzano, 1998). Furthermore,
negative relationships have been documented between job
satisfaction and commitment on the one hand and work
effort on the other (Iaffaldano & Muchinsky, 1985; Lee,
Carswell & Allen, 2000; Petty et al., 1984).

As turnover rates in the restaurant industry are high, we
investigated relationships between bullying and intention to
leave the job or the industry. A relationship was found
between bullying and intention to leave the job. We then
found support for a mediation hypothesis in that bullying
may lead to lower job satisfaction and commitment, and
elevated levels of burnout, which in turn may lead to an
intention to leave the job. Hence, interventions in restau-
rants may be needed to reduce levels of negative acts and
bullying, in order to reduce the problem of turnover in the
industry. However, an unexpected finding was that no
relationship existed between bullying and intention to leave
the profession, which may indicate that employees exposed
to bullying are not disillusioned to the extent that they want
to change profession, believing that better work conditions
may exist in other restaurants. Alternatively, restaurant
employees may have difficulties in finding jobs in other
sectors.

In the introduction of this paper, we argued that creativity
is an important aspect of working processes, as well as for
outcomes, in many restaurants. We further hypothesized that
bullying would have detrimental effects on creativity. To
some extent, this hypothesis was supported, although the
relationships were generally not strong. Many factors influ-
ence creativity in workplaces, including psychosocial work
environment, access to central resources, and the creativity
level of employees (see Shalley & Gilson, 2004). Conse-
quently, only a moderate to weak association should be
expected between bullying and lack of creativity in restau-
rants. Nevertheless, a strong point of the present study is
that a negative relationship existed between external evalua-
tions of creative outputs and levels of perceived victimiza-
tion of bullying in the restaurant, which strengthens the
assumption that bullying is negatively related to creativity in
restaurants. Thus, a basic assumption in restaurant cultures
that harassment and aggression is necessary in order to
achieve creative results is contradicted by this study. To pro-
mote creativity, bullying behaviors should be prevented in
restaurants, in accordance with numerous studies on creative
environments concluding that trust, safety and idea support,
recognition and rewards are essential factors for creativity
(e.g., Amabile et al., 1996; Anderson & West, 1998; see also
Tesluk, Farr & Klein, 1997).

Some caution must be exercised in the interpretation of
the results from this study. Given that the data were cross-
sectional, strictly speaking, we cannot draw conclusions
about causal relationships. Thus, there is a possibility that
low job satisfaction, low commitment and high levels of

burnout cause high levels of bullying in the restaurant. A
reciprocal relationship between the variables may of course
also exist in that bullying leads to lower job satisfaction and
commitment and higher levels of burnout, which in turn
lead to even more bullying behavior. Longitudinal studies
should be conducted to attain more knowledge on causal
relationships.

The present study was conducted in a Norwegian setting.
Cultural differences probably exist between restaurants in
different countries. In Norway, there is generally a particu-
larly strong focus on promoting healthy work environments
and preventing bullying, which may also influence bullying
levels in the restaurant sector. Furthermore, most knowledge
of existing working conditions in restaurants is based on
restaurants in England, France and the USA. Hence, the
levels of bullying may be higher if  the sample studied was
drawn from any of these cultures. For example, the preva-
lence of bullying in France and England is generally higher
than that normally found in Scandinavian studies (Hoel
et al., 2001; Niedhammer, David, Degioanni & 143 occu-
pational physicians, 2007). Therefore, further studies are
needed in order to achieve more accurate information about
the prevalence of bullying in the restaurant industry across
cultures. Whether bullying actually may have beneficial
effects in restaurants in other cultures is doubtful, although
the issues is still open. In Norway, work environment quali-
ties are thoroughly regulated by the Work Environment Act,
and employees may, in general, have an expectation of being
treated with dignity and respect. In principle, they may
therefore react more negatively to bullying behaviors than in
cultures where such expectations do not exist. Yet bullying
research in other sectors indicates that this is not the case,
as bullying has been found to have grave negative effects
across many national cultures (Bowling & Beehr, 2006).

CONCLUSION

Taken together, the results from this study indicate that bul-
lying prevails in the restaurant industry, and that bullying is
negatively related to the well-being of both employees and
restaurants. The finding that apprentices are exposed to the
highest levels of bullying behavior is particularly important,
considering that apprentices are in a socialization situation.
When exposed to bullying, they may learn that bad treat-
ment is a natural part of the job as an apprentice, and might
repeat the behavior towards their own apprentices later in
their career. In this way, bullying behavior may be reinforced
and institutionalized, which, as illustrated in this study, may
lead to negative consequences for both individuals and the
restaurant. Possibly, interventions to prevent bullying of
both apprentices and other employees would have positive
effects on individual well-being, and, in turn, prevent high
levels of  workforce turnover and increase restaurants’
productivity. Finally, given that the results from this study
indicate that bullying behavior in restaurants has harmful
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effects on both individual employees and the employing res-
taurant, the time now seems to be right to challenge the
general attitude common in this sector, that aggression and
bullying is a necessary part of the work environment in this
industry.

The research project was a collaboration between the University of
Stavanger, the Norwegian Association for Training in the Hotel and
Food Industry (NATF), and the Norwegian Association for Tourism.
Parts of this study were supported by a grant from Norwegian
Association for Tourism. We wish to express our thanks to Terje
Tidemann and several regional representatives from the Norwe-
gian Association for Training in the Hotel- and Food industry for
helping us collecting the data.

NOTE
1 It must be noted that intention to leave was selected as the outcome

variable as it is the most consistent single predictor of actual turnover
and is easily accessible for empirical investigation in cross-sectional
studies (George & Jones, 1996).
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