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I. Executive Summary 
  
 The present analytical report, part of an ongoing research on the subject of DECENT 
WORKPLACE, aiming to establish a long-term sustainable system for the development of public 
administration employees competencies in the field of their protection against workplace bullying 
and to implement it into practice, presents the results of a thorough desk research examining the 
phenomenon Workplace Mobbing/Bullying  in Germany focusing on the concrete preventive 1

strategies and good practice policies that have been ad hoc selected in order to face the problem. 
The key institutions of the Federal Republic of Germany dealing with issues of Workplace Mobbing 
are the Federal Ministry of Labour and Social Affairs (Bundesministerium für Arbeit und Soziales, 
BMAS), the Federal Anti-Discrimination Agency (Antidiskriminierungsstelle des Bundes, ADS) and 
the Federal Institute for Occupational Safety and Health (Bundesanstalt für Arbeitsschutz und 
Arbeitsmedizin, BAuA). In addition, the Joint German Occupational Safety and Health Strategy 
(Gemeinsame Deutsche Arbeitsschutzstrategie, GDA) has created a Work Programme “Psyche” 
with an internet portal where employers and employees can find all necessary information on the 
topic of psychological strains at work. Important social partners for the public sector are the 
Confederation of German Trade Unions (Deutscher Gewerkschaftsbund, DGB) and the United 
Services Trade Union (Vereinte Dienstleistungsgewerkschaft, ver.di) 
 Although Germany’s legal framework protects employees from the phenomenon of 
Workplace Mobbing and there has been an increased awareness concerning the problem and its 
impact as it constitutes a major psychosocial risk in the field of employment, it has been 
documented that there are several factors that discourage employees from reporting relevant 
incidents both at workplace level and to the public authorities mainly out of fear of the reactions 
that would follow.  

 In the German context the prevailing term used is Workplace Mobbing.1
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III.   Introduction - subject and goals 
  
 The phenomenon workplace bullying is described in Germany by the term ‘mobbing’, a 
language loan from English, which is derived from the verb ‘to mob’. Despite the acknowledgment 
of the fact that the concept as such is not defined by a consistent theoretical framework, Heinz 
Leymann’s description of the phenomenon in the 1990s is still dominating the discussion (Leymann 
1990). In Germany the absence of a statutory definition of ‘mobbing’ in any legal discipline has 
mobilised incentives to steer the legislative body in the direction of passing a  relevant law. The 
Parliament of the Federal Republic of Germany (Deutscher Bundestag) recently rejected a 
legislative proposal brought by the Green Party (Fraktion Bündnis 90/Die Grünen), the aim of 
which had been the definition of mobbing as a legal term as a form of violation of general personal 
law and the classification of the protection against it under the General Act on Equal Treatment 
(Allgemeines Gleichbehandlungsgetz, AGG) which applies in all private and public employment 
relationships.    
 Not every hostile behaviour targeting an employee constitutes Workplace Mobbing and 
fulfils the requirements of a successful claim based on mobbing. Scholarship and German case 
law describe the following characteristics as preconditions for such a claim (s. also Schramm 2012, 
p. 970):  
1. The mobbing behaviour under examination should be a combination of single events, meaning 
that key characteristic of the behaviour is that this is extended over a longer period of time and the 
single events are connected by means of the main goal of the offender to harass the victim. 
2. The behaviour in question must bear the potential of violation of the victim’s rights or legal 
interests. 
3. The mobbing behaviour should be practiced unilaterally in the sense that in the case for 
example of mutual and reciprocal insults such actions fall out of the scope of workplace mobbing. 
 Since the AGG, which applies both in the private as well as in the public sector, came into 
force, Sec. 3 para. 3 with its definition of harassment as a form of discrimination has defined the 
discussion of workplace mobbing when mobbing practices are motivated by a prohibited ground of 
discrimination, namely race or ethnic origin, gender, religion or belief, disability, age or sexual 
indentity. Sexual harassment at the workplace and harassment linked to one of the discrimination 
characteristics cited above are also considered to constitute discrimination in terms of the legal 
definition. The General Anti-Discrimination Act regulates rights and measures that employers can 
take to prevent discrimination and protect employees’ rights. The fight against discrimination is also 
being supported institutionally through the establishment of Federal Anti-discrimination Office at the 
Federal Ministry for Family Affairs, Senior Citizens, Women and Youth. Whoever believes that they 
are being discriminated against or harassed for reasons of race or ethnic origin, gender, religion or 
convictions, disability, age or sexual identity can contact the Anti-Discrimination Office. 
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 Basically three types of Workplace Mobbing exist: mobbing in a narrow sense, a term used 
to describe the practice of mobbing among co-workers that are on the same level of hierarchy; 
bossing, referring to situations where the employer or a supervisor harasses a subordinate 
employee; staffing, applied in cases where a subordinate harasses an employer or a supervisor. 
 Among them, the most common types are mobbing (in the narrower sense) and staffing 
whereas staffing remains a highly unlikely and exceptional event which is not documented in the 
German case law. 
 The forms of Workplace Mobbing are multiple and variable. A basic distinction lies in the 
harassing acts that are based on the arsenal of management prerogatives, such as unjustified 
reprimands, denials of promotion, practically unrealistic instructions, as provided in employment 
law, and those that derive from interpersonal conduct with a wide range starting from social 
exclusion and insulting practices, to assaults and sometimes even battery. In the first category the 
harasser is the supervisor while in the second coworkers. It is noteworthy to mention that contrary 
to a colloquial language use of the word mobbing when referring to asocial and unfriendly single 
acts, not every such practice establishes in the legal context a claim based on mobbing. Such 
behaviours can result to psychological, physical and technology-based violence and to sexual 
harassment and harassment. 
 The concept of Workplace Mobbing in Germany still lacks a uniform theoretical basis and 
valid coverage and in practice a descriptive approach to this concept has been used (Rothe et al. 
2017, p. 177). Nevertheless the present analytical report’s aim was to collect and analyse the 
information regarding the national reaction to the phenomenon and to assess when possible its 
actual impact on its elimination. 
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IV. Key benchmarks 

 As a side remark, one has to acknowledge the fact that statistical evidence of general forms 
of unethical behavior, e.g. Mobbing, is almost completely missing and if available that would be the 
case only for some institutions (Demmke 2006, p. 70). According to the relevant data published by 
the Federal Statistical Office (Statistisches Bundesamt, Destatis) 5% of the interviewed employees 
who have experienced harassment at the workplace had suffered workplace mobbing. (Destatis 
2017, p. 64) 
 The last representative study in 2002, the so called Mobbing - Report, presented the 
following results of the relevant survey: 5,5 % of the interviewed employees in Germany had 
experienced Workplace Mobbing in 2000 (Meschkutat, Stackelbeck & Langenhoff, pp. 23-25). 

Key benchmarks: Employment rate Total/Males/Females 
       Unemployement rate Total/Males/Females 

Data: 
http://epp.eurostat.ec.europa.eu/; 
https://data.oecd.org/unemp/unemployment-rate.htm;  

2002 2005 2010 2015 2017

Employment 
rate/Total:

65.4 65.5 71.3 74 75.2

EmpR Males: 71.8 71.3 76.3 78 78.9

EmpR Fem: 58.8 59.6 66.2 69.9 71.5

UnempR Total: 8.65 11.17 6.97 4.62 3.75

UnempR Mal: 8.83 11.40 7.37 4.98 4.12

UnempR Fem: 8.429 10.888 6.498 4.221 3.315
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Key benchmarks: Employees in Germany Total/Males/Females 
                             Foreign Employees in Germany Total/Males/Females 

Data: 
https://www.destatis.de/DE/Themen/Arbeit/Arbeitsmarkt/Erwerbstaetigkeit/Tabellen/insgesamt.html 

V. Labour market policies and public employment services 
  
 The Federal Republic of Germany has prioritised Workplace Mobbing prevention and 
elimination but the most challenging German Labour Market policy has been in the last years the 
federal policy of Refugee Integration.  
 The Federal Anti-Discrimination Agency (Antidiskriminierungsstelle des Bundes, ADS) is 
the key institution for dealing with Workplace Mobbing issues in the German public sector and 
although its mandate refers to discrimination on the specific grounds as described in the General 
Act on Equal Treatment, namely race or ethnic origin, gender, religion or belief, disability age or 
sexual identity (Allgemeines Gleichbehandlungsgesetz, AGG), the core dialogue and institutional 
partner for Workplace Mobbing. 
 In terms of resolving Workplace Mobbing, the Federal Anti-Discrimination Agency follows 
the steps  as described below: 2

30.06.2002 30.06.2005 30.06.2010 30.06.2015 30.06.2017

Employees in 
Germany 
Total:

27.659.831 26.299.560 27.966.601 30.771.297 32.164.973

Empl. Males: 15.288.011 14.404.397 15.149.301 16.504.172 17.273.293

Empl. Fem: 12.371.820 11.895.163 12.817.300 14.267.125 14.891.680

Foreign 
Employees 
Total:

1.929.543 1.711.997 1.88.869 2.829.470 3.470.146

For. Empl. Mal: 1.239.776 1.087.851 1.162.081 1.752.658 42.179.403

For. Empl. 
Fem:

689.767 624.146 716.788 1.076.812 1.290.743

 The choice of the steps in the process might actually vary depending on each individual case.2
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- Complaints Office 
The person who feels that he/she is being a victim of Workplace Mobbing refers to the Complaints 
Office and files a relevant complaint stating the situation. The Complaints Office addresses both 
the person seeking help and protection and the alleged perpetrator with the aim to collect more 
facts about the case brought to its mandate. Eventual witnesses of the mobbing actions are 
included in the process as well. At this stage the needs and wishes of the victim of Workplace 
Mobbing are taken into consideration.  
- Awareness Building  
In mild forms of Workplace Mobbing which do not constitute criminal behaviour of public concern, 
the efforts aims to sensitise the perpetrator to understand his wrongdoing and its implications and 
to cultivate a climate of mutual respect. 
- Conflict resolution 
Again when this is possible, the parties involved participate in a conflict resolution process which is 
not only documented but monitored. 
- Consequences for the perpetrator 
Depending on the gravity of the wrongdoing under examination, the perpetrator might receive a 
warning or even the prospect of dismissal. 
- Remedies for the victim of Workplace Mobbing 
Depending on the impact of such behaviour, the victim of Workplace Mobbing will be finally 
supported in eventual legal claims and referred to psychological counselling and/or eventual 
treatment.  

For further information please contact:  
Nathalie Schlenzka 
Consultant Research 
———————————————— 
Department of Research and Policy 
Federal Anti-Discrimination Agency 
  
Glinkastraße 24, 10117 Berlin 
Telephone: 030 18555-1813 
Fax: 030 18555-41813 
E-Mail: Nathalie.Schlenzka@ads.bund.de 
Internet: www.antidiskriminierungsstelle.de 
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VI. Analysis of specific instruments of WBM prevention and elimination 
1. Legislative instruments 
 1.1 Occupational Integration Management  

 Since 2004, employers in both private and public sector have been obliged according to 

Sec. 167 para. 2 Social Code IX (Sozialgesetzbuch IX, SGB IX) to offer a so called Occupational 
Integration Management (Betriebliches Eingliederungs- Management, BEM) to all employees who 
took a sick leave for more than six weeks either continuously or repeatedly within one year. In 
mobbing cases which lead to such severe psychological stress BEM can potentially illuminate the 
reasons for the incapacity of the employee to work since among the tasks of the employer is to 
clarify how such incapacity for work is to be overcome and what kind of assistance is required so  

that such incapacity is prevented in the future. In the BEM participate representatives of Works/
Staff Councils and in the case of persons with severe disabilities also their representative. 
 Participation of the employees is always voluntary and the process as such can potentially 
not only reveal the ad hoc case of workplace mobbing but deal efficiently against it since it can 
lead to another employment opportunity, especially in the public sector where the option of transfer 
is feasible.  
 Nevertheless criticism concerning the implementation of the BEM has been expressed 
regarding its quality, the transparency of the procedure as a whole as well as the problem of data 
protection. 

 1.2 Prohibition of Victimisation 

 A significant provision of the General Act on Equal Treatment (Allgemeines 

Gleichbehandlungsgesetz, AGG) constitutes Sec. 16  AGG which prohibits the victimisation not 
only of the employees who assert the rights but also of those who support them or testify as 

witnesses, thus promoting a culture of a civilised and healthy working environment.   

 1.3 Duty of Care in the Public Sector     

 The Federal Civil Service Act (Bundesbeamtengesetz, BBG) specifically addresses the 
employment conditions of civil servants in Germany. Sec. 78 BBG in particular describes one of the 
German civil service principles, namely the duty of care (Fürsorgepflicht) of the employer, precisely 
to care for the welfare of the civil servants. 

 1.4 Right to File a Complaint  
 Civil servants in Germany have the right according to Sec. 125 para. 1 Federal Civil Service 
Act (Bundesbeamtengesetz, BBG) to file a complaint following the rules of the existing hierarchy, 
an option with a certain significance in cases of workplace mobbing since the right can be 
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exercised not only by the direct victim of the eventual workplace mobbing behaviour but also by 
someone who observes and condemns it. 

 1.5 Role of Works Councils 
  1.5.1 Compliance 
 Among the general tasks of works councils is the duty to ensure compliance with the rules 

that apply to employees. In the public sector in Germany, in particular, according to Sec. 68 para. 1 
of the Federal Staff Representation Act (Bundespersonalvertretungsgesetz, BPersVG) among the 
general tasks of Staff Councils is the duty to ensure that the rules that apply to employees are 
complied with.  

  1.5.2 Establishment Agreements 

 A relevant employment agreement in the public sector, as provided by Sec. 75 para. 3 no. 

11 BPersVG, can also contribute substantially so that Workplace Mobbing does not arise or is 
successfully fended off. As particularly innovative appears the example of Munich, the city council 
of which started dealing with Workplace Mobbing already in 1996. The city of Munich has been one 
of the first public administrations in Germany to set up an establishment agreement against 
Workplace Mobbing that details the rights and obligations of staff and supervisors, including staff 
representation. In the version in 2001, the preventive character of the establishment agreement is 
increasingly emphasised (https://www.muenchen.de/rathaus/Stadtverwaltung/Personal-und-
Organisationsreferat/Personalentwicklung/Konfliktsituationen/Mobbing/DV-Mobbing.html). Another 
example of an establishment agreement focusing on Workplace Mobbing is the one of the State 
Police Department of Schleswig-Holstein (https://www.patrick-breyer.de/wp-content/uploads/
2017/05/Dienstvereinbarung_Mobbing_S-H-2004.pdf). 
  

2. Administrative instruments 
 2.1 Conflict coordinators 

 Independent contact points for conflict resolution and/or for Workplace Mobbing 

victims are suggested as an efficient tool for combatting the phenomenon, ideally when 

they constitute independent dialogue partners who interact with psychologists, doctors and 

lawyers (Litzcke, Schuh & Pletke 2013, p. 123). 

 2.2 Diversity Mainstreaming and Management for Public Administrations 

 The promotion of diversity can contribute to the positive assessment of value 

differences so that an organisation that is actively committed to diversity can counteract 
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against Workplace Mobbing at a very early stage of its development (Litzcke, Schuh & Pletke 
2013, p. 123-124). 

  2.2.1 Charta der Vielfalt  

 The Charta der Vielfalt (Diversity Charter) is a corporate initiative to promote diversity in 

companies and institutions, initiated in December 2006, aiming to promote the recognition, 
appreciation and integration of diversity into Germany’s business culture (www.charta-der-
vielfalt.de/en/diversity-charter-association/about-the-diversity-charter/). Main theme of the Charta is 
the creation of a working environment free of biases, which simply means that all employees 
should be valued – regardless of gender and sexual identity, nationality, ethnic origin, religion or 
worldview, physical ability, age, sexual orientation and identity. The Charta is a voluntary 
commitment on the part of the signatories which amount to more than 3 000 companies and 
organisations to promote diversity and appreciation in business culture. 

3. Informational instruments 

 3.1 National Strategies/Initiatives 
  3.1.1   Joint German Occupational Safety and Health Strategy 

 The Joint German Occupational Safety and Health Strategy (Gemeinsame 

Arbeitsschutzstrategie, GDA) is an initiative by the German government, the federal states 
(Länder) and the accident insurance institutions which aims to modernise the German occupational 
health and safety system and to create incentives for companies to strengthen workplace health 
and safety. The alliance has created a Work Programme ‘Psyche’ with an internet portal  where 3

employers and employees can find all necessary information on the topic of psychological strains 
at work. With its slogan ‘Reducing Stress - Developing Potentials’ the programme provides 
recommendations for implementing psychosocial risk assessment. Furthermore within this context 
inspectors from occupational health and safety authorities and accident insurance institutions are 
trained to identify mental stress and to adequately advise companies, at times specifically on 
setting up working hours as to promote health and on dealing with traumatic events in the 
workplace. 

  3.1.2 New Quality of Work Initiative 

 The Federal Ministry of Work and Social Affairs has launched the national initiative ‘New 
Quality of Work’ (Initiative Neue Qualität der Arbeit — INQA). In 2003 the thematic group 
’Traumatic incidents’ was founded, the activities of which include the topic of violence at work and 
by the end of 2008, the INQA was transformed into a regular working group under the responsibility 
of the German Statutory Accident Insurance (Deutsche Gesetzliche Unfallversicherung, DGUV). 

 A presentation of the programme is available in English at: https://www.gda-psyche.de/DE/Service/3

English/english_node.html. 
�11

https://www.gda-psyche.de/DE/Service/English/english_node.html
https://www.gda-psyche.de/DE/Service/English/english_node.html
https://www.charta-der-vielfalt.de/en/diversity-charter-association/about-the-diversity-charter/
https://www.charta-der-vielfalt.de/en/diversity-charter-association/about-the-diversity-charter/


Analytical Report:  
Germany 

G. Strati LL.M., BA

 3.2 Mobbing Helplines 
 The Mobbing Helpline of the Regional Institut for Work Structure of North Rhine Westphalia 

(Landesinstitut für Arbeitsgestaltung des Landes Nordrhein-Westfalen) is considered to be an 
exemplary measure for prevention and elimination of Workplace Mobbing in Germany. 
For more information: https://www.komnet.nrw.de/service/MobbingLine/. 
  
 3.3 Mobbing portals 

 Public administration in Germany displays often - in a variety of intensity and forms - a 

systematic digital approach to address the phenomenon of Workplace Mobbing. Among these 
portals the ones created by the Bavarian State Office for Health and Food Safety  (Bayerisches 
Landesamt für Gesundheit und Lebensmittelsicherheit) www.lgl.bayern.de/arbeitsschutz/
arbeitsmedizin/arbeitspsychologie/mobbing/index.htm) and the City of Munich (https://
www.muenchen.de/ ra thaus/Stadtverwal tung/Persona l -und-Organ isat ionsre fera t /
Personalentwicklung/Konfliktsituationen/Mobbing.html) are particularly praised for their breadth 
and depth of information provided. 

 3.4 Mobbing Materials 
 The public sector has issued a number of relevant materials, among which with particular 

significance the following: 
- The Federal Institute for Occupational Safety and Health published in 2007 a manual offering 
concrete practical advice on the topic of dealing with Workplace Mobbing (BAuA 2007); 
- The Federal Anti-Discrimination Agency (Antidiskriminierungsstelle des Bundes, ADS)  issued a 
guide for administrat ive employees with the t i t le ‘Diversity Mainstreaming for 
Administrations’ (www.antidiskriminierungsstelle.de/SharedDocs/Downloads/DE/publikationen/
Diversity_Mainstreaming/Leitfaden_Diversity_Mainstreaming_fuer_Verwaltungen_20140527.pdf?
__blob=publicationFile&v=2)  
- The Federal Anti-Discrimination Agency (Antidiskriminierungsstelle des Bundes, ADS) published 
in March 2019 a guide for Employees, Employers and Works Councils: What to do in the case of 
workplace sexual harassment? (Was tun bei sexueller Belästigung am Arbeitsplatz? Leitfaden für 
Beschäftigte, Arbeitgeber und Betriebsräte, https://www.antidiskriminierungsstelle.de/SharedDocs/
Downloads/DE/publikationen/Leitfaeden/Leitfaden_Was_tun_bei_sexueller_Belaestigung.pdf?
__blob=publicationFile&v=4) 

VII. Practical level of the WBM prevention and elimination in companies     
    and organizations  

 Both extended knowledge and the deep understanding of the theoretical aspects of 
Workplace Mobbing are considered to be essential for the elimination of the problem which 
requires an interdisciplinary approach (Arnautović 2013, p. 193). Since Workplace Mobbing 
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appears not only in different forms but also in subtle nuances, one of the grave obstacles in dealing 
with it is the fact that is often not easy to be detected (Arnautović 2013, p. 195). At the same time 
the determination of the exact phase of the mobbing is crucial for choosing the appropriate 
measures to counteract the phenomenon since many cases require the rehabilitation of the victim 
as well (Arnautović 2013, p. 201). The complexity of the problem necessitates the inclusion at the 
counteracting mobbing incidences not only of managerial structures but also of professionals with   
different expertise such as sociologists, psychologists, psychiatrists, occupational health 
professionals, legal experts and others (Arnautović 2013, p. 201). It is pivotal that the approach of 
the problem should take place from the perspective of prevention and early intervention of 
management (Arnautović 2013, p. 201). 
  
As concrete preventive measures are considered:  
- introduction of an early warning system; 
- Informational offensive strategies with leaflets, brochures and events on the topic; 
- relevant training for all employees regardless of ranking; 
- creation of Workplace Mobbing groups across ranking; 
- setting up a health group; 
- involvement of a specially trained agent; 
- creation of a complaint system that includes both formal and informal solutions; 
- Works/Establishment agreements with the context of protection against Workplace Mobbing; 
- pursuit of transparency of decisions and work processes; 
- breaking down rigid hierarchies; (with uncertain success in the public sector due to the 

peculiarities of public administration); 
- critical examination of the tasks assigned; 
- specific and ad hoc qualification of the employees; 
- Consideration of individual needs for job appointments; 
- Promotion of employees’ personality development; 
- Selections of supervisors with qualities in conflict resolution; 
- Distribution of routine activities among several employees; 
        (BAuA 2007, p. 26) 
  
  

VIII. Examples of successful WBM prevention and elimination, 
implementation in companies and organizations 

 According to the Federal Anti-Discrimination Agency, researchers working in the field of 
Workplace Mobbing in Germany have to deal with the bitter fact that actually very little is known 
about the forms and extent both of harassment and mobbing at the workplace due to the facts that 
those affected by such behaviours do not tend to go public and that the area is poorly researched 
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and the relevant data  is considered inadequate (BöcklerImpuls 2014, p. 7; Ebisui, Cooney & 
Fenwick 2016, p. 136).  
 Nevertheless given the available data and after conducting private research the following 3 
public organisations and 1 private company are chosen in the context of the present report as 
examples of successful WBM prevention and elimination. 

1. Federal Police (Bundespolizei) 
 The Federal Police of Germany made headlines in 2015 in the case of a so called ‘brutality’ 

scandal which was brought to the surface after alleged abusive behaviour of officers in Hannover 
against migrants came to light. During the investigations it became apparent that colleagues of the 
abusive officers were aware of his actions and assaulting tactics but were reluctant to confront him 
our of fear of retaliation and mobbing. After these appalling revelations, the Federal Police of 
Germany created a confidential counselling centre in order to provide a forum for the 
communication of such incidents. In addition the use of intranet, the private network accessible 
only to the staff, was meant to provide additional opportunities for communicating unpleasant 
situations. The problem is addressed occasionally at the publication of the department. 

For further information please contact: 
Mandy Müller 
Federal Police Headquarters 
Executive Management 
—————————————— 
Heinrich-Mann-Allee 103 
14473 Potsdam 
Email: presse@polizei.bund.de 

2. Bavarian State Oper 

 In the context of the #MeToo Movement public cultural institutions have been facing 

scrutiny regarding their policies and practice of Workplace Mobbing prevention and elimination. 
The Bavarian State Oper (Bayerische Staatsoper) has been therefore selected as a public 
organisation with no bad publicity in this respect and an outstanding reputation in terms of working 
culture. 
  
For further information please contact: 
Christoph Koch 
Bayerische Staatsoper 
——————————— 
Max-Joseph-Platz 2 
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D-80539 München 
Tel.: +498921851020 
Email: christoph.koch@staatsoper.de 

3. City of Munich 
 The city of Munich has been one of the first public administrations in Germany to set up an 

establishment agreement against Workplace Mobbing that details the rights and obligations of staff 
and supervisors, including staff representation. In the new version in 2001, the preventive 
character of the establishment agreement is increasingly emphasised (https://www.muenchen.de/
rathaus/Stadtverwaltung/Personal-und-Organisat ionsreferat /Personalentwicklung/
Konfliktsituationen/Mobbing/DV-Mobbing.html). 
 A significant aspect of the above establishment agreement is the fact that the right to file a 
complaint due to Workplace Mobbing behaviour doesn’t affect the professional career of the  

persons involved who fear no sanctions or adverse effects. The Workplace Mobbing behaviour is 
classified in 4 categories: 
- attacks on communication opportunities; 
- attacks on social relationships; 
- attacks on social prestige; 
- attacks on the quality of work and life conditions; 
- attacks on health. 
 Furthermore advice and support for the affected parties is provided by: 
- the Staff Representatives; 
- the Representative for Persons with Disabilities; 
- the Equal Opportunity Officer; 
- the Psychosocial Counselling Center; 
- the Occupational Health Service; 
- the Legal and Organisational Department.   
 Further steps of conflict resolution are: 
- immediate one-on-one discussions with the parties involved; 
- searching for possible solutions; 
- in the case of a conflict resolution strategy, the supervisor should be involved as well; 
- if all discussions, offers and measures taken are unsuccessful, those affected can address 

themselves in writing to the next superior supervisor; 
- if conflict resolution doesn’t succeed, those involved can seek professional help either through 

municipal psychosocial counselling or a suitable external body. In this case the costs are paid by 
the employer.  
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 The above establishment agreement is considered to have contributed to the improvement 
of the working environment, a sentiment of increased satisfaction at the workplace, as well to 
reduction in absences (Halfmann 2005, p. 20). 

4. Volkswagen AG 

 The Volkswagen Group (Automobile manufacturing, financial and logistic services) is with 
642 292 employees as of December 31, 2017, one of the largest private employers globally. At the 
e n d o f 2 0 1 7 , 4 4 , 8 % o f t h e e m p l o y e e s w o r k e d i n G e r m a n y ( t t p s : / /
geschaeftsbericht2017.volkswagenag.com/konzernlagebericht/nachhaltige-wertsteigerung/
mitarbeiter.html).  
 Volkswagen has displayed a rather offensive approach to discrimination in the workplace 
since 1996, being a pioneer in the field. The company’s employment agreement ‘Working in 
partnership at work’ regulates specifically the procedure in cases of sexual harassment. The role of 
the Works Council is among other things to promote the implementation of further measures 
against the phenomenon, to raise awareness and eventually to prevent it. This includes ensuring  

that employees can contact proven and trained counsellors in case of conflict. During confidential 
conversations, available options for solving the ad hoc problems are to be addressed. 
 The company has also invested in vocational training and further education and the 
competent handling of eventual discrimination is provided through regular target group-specific 
training. The training addresses in particular company supervisors, trainers, human resources and 
health professionals, members of the Works Council. Participation in such training is obligatory for 
all prospective executives of the company. 

IX. Conclusion (max. 600 words) 

 German law provides the appropriate arsenal for the protection of employees in the context 
of Workplace Mobbing and there is certainly an expectation in the German context that the realm 
of public administration reflects the rule of law in this respect. The political incentives for 
establishing an Anti-Mobbing culture certainly exist and are mostly manifested in the suggested no 
tolerance strategy in the public administration. Nevertheless, practice shows that the goodwill of all 
the social partners involved and the promotion of the social dialogue are equally essential for the 
prevention of the phenomenon (Arnautović 2013, p. 198). 
 Litzcke, Schuh & Pletke document several approaches of successful WBM prevention and 
elimination, among which work structure appears to play a significant role (2013, p. 123). Building 
social awareness regarding the phenomenon and its impact and highlighting the significance of a 
decent work culture are considered to be the core preventive incentives for WBM (Litzcke, Schuh & 
Pletke 2013, p. 123). One of the most problematic aspects of Workplace Mobbing is that it can be 
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barely noticeable, appear in a subtle way and in slow progression, meaning that many are not 
aware of the fact that they are victims of mobbing and may wrongly perceive an endured behaviour 
as normal (Arnautović 2013, p. 199). 
 The adequate legislative provisions alone do not necessarily suggest that Germany has an 
exemplary approach to the Workplace Mobbing phenomenon but certainly shows a commitment to 
social protection (Gibson 2015, p. 199). It is noteworthy to mention that such commitment to 
prevent stress and workplace mobbing is considered a priority since it actually promotes efficiency 
(Gibson 2015, pp. 200-201). As far as Workplace Mobbing in the public service is concerned, it is 
apparent that Workplace Mobbing in the public administration has a special gravity mainly due to 
the above-average risk of exposure to the phenomenon as an administrative employee or official 
(Meschkutat, Stackelbeck & Langenhoff 2002, p. 73), but also to the peculiarities of public service 
law (Halfmann 2005, p. 19). 
  

 Workplace Mobbing Prevention shall meet the challenge of the development of the 
phenomenon in the form of Cypermobbing with the characteristic of the potentially bigger group of 
affected persons (Leuschner 2018, p. 210-211). In the EU area in particular, certain increased 
mobilisation in the field of civil service ethics is observed, ethical codes and whistleblowing 
provisions have become the object of investment for almost all member states (Demmke 2006, p. 
83). The need of a coherent ethical code of conduct in the public administration appears as an 
inevitable requirement for decent work culture, which should be represented by the public sector. 
The Federal Republic of Germany must face the challenges. 
 Finally and according to the expert opinion of the author, Germany has not yet efficiently 
addressed the problem of Workplace Mobbing. Despite efforts initiated by fractions of the German 
Bundestag, proposals of experts and the ADS itself, a Workplace Mobbing legislation which would 
clarify certain issues and most importantly contribute to societal awareness building is lacking 
(Strati 2018, pp.28-31).  Furthermore, since 2002, the Federal Government has submitted no 
further Mobbing-Report and thus the statistical data for researchers and the institutions involved in 
the study, prevention and elimination of the phenomenon have become far from adequate, 
representative or transparent (Deutscher Bundestag 2018).  4

 Key feature of the problem of tackling Workplace Mobbing in Germany in the public sector 
is the deeply rooted strict hierarchy structure that non only exists in the mentality of the society but 
is reflected in the de facto hierarchically constructed pubic sector. It is important to highlight the fact 
that according to a survey conducted by the Federal Anti-Discrimination Agency the majority of the  

 S. Also the criticism expressed in the motion for the Protection of Employees against Workplace Mobbing: 4

Deutscher Bundestag, Drucksache 19/6128 (28.11.2018). Available online in German at: http://
dipbt.bundestag.de/doc/btd/19/061/1906128.pdf [last accessed 31 May 2019].
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perpetrators of Workplace Mobbing were colleagues of the victims and not superiors (Beigang, 
Fetz, Kalkum & Otto 2017, pp. 184-185). The employees in the public sector appear somehow 
disconnected from a constructive interactive nexus between them and their superiors with the 
consequence that the victims become more vulnerable and the perpetrators more audacious.  
 Criticism is also expressed regarding the preventive measures which are required for 
tackling the phenomenon of Workplace Mobbing. Not all public sector agencies/institutions, being 
dependent themselves to higher instances of the public body, have adopted a Mobbing 
Establishment Agreement, the latter being an essential tool for establishing transparent and ethical 
working conduct.  
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Appendix A 
List of instruments: 

1. Legislative instruments 
 1.1 Occupational Integration Management 

 1.2 Prohibition of victimization 

 1.3 Duty of care in the public sector 
 1.4 Right to file a complaint 

 1.5 Role of Works Councils 
  1.5.1 Compliance 
  1.5.2 Establishment Agreements 

2. Administrative instruments 
 2.1 Conflict coordinators 

 2.2 Diversity Mainstreaming and Management for Public Administrations 

  2.2.1 Charta der Vielfalt 

3. Informational instruments 
 3.1 National Strategies/Initiatives 
  3.1.1 Joint German Occupational Safety and Health Strategy 

  3.1.2 New Quality of Work Initiative 

 3.2 Mobbing Helplines 
 3.3 Mobbing Portals 

 3.4 Mobbing Materials 
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Appendix C 
List of methods: 

Desk research 
Interviews 
Comparative analysis 
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List of abbreviations 

ADS  Federal Anti-Discrimination Agency (Antidiskriminierungsstelle des Bundes) 
AGG                General Act on Equal Treatment (Allgemeines Gleichbehandlungsgesetz) 
BAG                 German Federal Labour Court (Bundesarbeitsgericht, BAG) 
BAuA               Federal Institute for Occupational Safety and Health (Bundesanstalt für   
   Arbeitsschutz und Arbeitsmedizin)  
BBG                Federal Civil Service Act (Bundesbeamtengesetz) 
BEM                Occupational Integration Management (Betriebliches Eingliederungs- Management) 
BMAS              Federal Ministry of Labour and Social Affairs (Bundesministerium für Arbeit und        
                        Soziales, BMAS) 
DGB                German Trade Union Confederation (Deutscher Gewerkschaftsbund) 
DGUV              German Statutory Accident Insurance (Deutsche Gesetzliche Unfallversicherung) 
EU-OSHA        European Agency for Safety and Health at Work 
EurWORK European Observatory of Working Life 
GDA  Joint German Occupational Safety and Health Strategy 
                       (Gemeinsame Deutsche Arbeitsschutzstrategie) 
ILO                  International Labour Organization  
INQA               New Quality of Work Initiative (Initiative Neue Qualität der Arbeit) 
ver.di               United Services Trade Union (Vereinte Dienstleistungsgewerkschaft) 
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Glossary of useful terms  5

Decent work   A major strategic policy concept of ILO which focuses on devising social and  
   economic systems that would ensure basic security and employment while 
   remaining capable of adaptation to rapidly changing circumstances in a   
  highly competitive global market. 

Discrimination Different treatment of individuals or groups based on arbitrary ascriptive or  
   acquired criteria such as sex, race, religion, age, marital or parental status,  
  disability, sexual orientation, political opinions, socio-economic background, 
   and trade union membership and activities. 

Diversity  
management   A combination of strategies intended to achieve better representation in the  
   employment of excluded groups within organisations. 

Employee   A party to an employment relationship characterised as a contract of   
  employment between the employer and employee. 

Employee  
representation The right of employees to seek a union or individual to represent them for   
   the purpose of negotiating with management on such issues as wages, 
    hours, benefits and working conditions. 

Employer                    A party to an employment relationship characterised as a contract of  
                                    Employment (or contract of service) between the employer and employee. 

Employment  
protection  The statutory protection of employees or workers. 

Employment 
rate    The proportion of the total population considered to be capable of working,  
  and which is actually engaged in employment. 

 S. European Observatory of Working Life (EurWORK), viewed 15 April 2019, www.eurofound.europa.eu/5

observatories/eurwork/industrial-relations-dictionary?combine=&published_at=&. 
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Equal  
treatment    The principle of equal treatment requires that all people, and in the context  
  of the workplace all workers, have the right to receive the same treatment,   
 and will not be discriminated against on the basis of criteria such as age,  
   disability, nationality, race and religion. 

European 
Working 
Conditions 
Observatory  A monitoring instrument which provides regular, online information on quality 
   of work and employment in the different EU Member States, as well as an  
  EU level overview. 

Gender equality  Equality between women and men with respect to their treatment,  
   opportunities, and economic and social achievements. 

Violence  
and  
Harassment  
at Work  Unacceptable behaviour by one or more individuals and can take many   
  different forms, some of which may be more easily identified than others. 
   Harassment occurs when one or more worker or manager are repeatedly 
   and deliberately abused, threatened and/or humiliated in circumstances  
   relating to work. Violence occurs when one or more worker or manager 
   are assaulted in circumstances relating to work. 
   Harassment and violence may be carried out by one or more managers or  
  workers, with the purpose or effect of violating a manager’s or worker’s    
 dignity, affecting his/her death and/or creating a hostile work  
   environment. 

Health  
and  
Safety   Includes all aspects of a worker’s well-being. 
   Health and safety regulations are aimed at the promotion and maintenace of: 
   - the highest degree of physical, mental and social well-being of workers 
   in all occupations; 
   - the prevention among workers of leaving work due to health problems   
  caused by their working conditions; 
   - the protection of workers in their employment from risks resulting from   
  factors adverse to health; 
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   - the placing and maintenance of the worker in an occupational environment 
   adapted to his or her physiological and psychological capabilities. 

Labour 
standards  Core values which it is agreed should apply in all workplaces.  

Mobbing  Mobbing at work is characterised by the systematic psychological abuse or  
  humiliation of a person by an individual or a group, with the aim of damaging   
 his/her reputation, honour, human dignity and integrity, and ultimately driving  
   the victim to quit the job. 

Participation  The concept of participation refers to mechanisms for the involvement of  
   employees in management decision-making by means other than  
   information and consultation. 

Quality of work Promotion of improved living and working conditions. 

Risk assessment   Process of evaluating the risk to the health and safety of workers while at  
   work arising from the circumstances of the occurrence of a hazard at the  
   workplace.  

Social dialogue Discussions, consultations, negotiations and joint actions involving   
  organisations representing the social partners - employers and workers. 

Stress at work A state, which is accompanied by physical, psychological or social   
  complaints or dysfunctions and which results from individuals feeling 
   unable to bridge a gap with the requirements or expectations placed on   
  them. 
   Stress is not a disease but prolonged exposure to it may reduce   
   effectiveness at work and may cause ill-health. 

Terms and 
conditions 
of 
employment  Matters that define the essential aspects of the contract of employment or 
   employment relationship. 

Trade unions  Legal entities consisting of employees or workers having a common interest. 

Victimisation  Discrimination against someone because of their involvement in a  
   discrimination complaint as the complainant or as a witness, or as someone 
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   who has previously been accused and found not guilty of harassment. 

Whistleblower  
protection  Effective protection of whistleblowers, those who report 
   (within the organisation concerned or to an outside authority) or  
   disclose (to the public) information on a wrongdoing obtained in a work-  
   related context, help prevent damage and detect threat or harm to the public 
   interest that may otherwise remain hidden. 

Working 
conditions  Working environment and aspects of an employee’s terms and conditions 
   of employment. 

Work-life 
balance  Level of prioritisation between an individual’s work and personal life. 
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