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VERBALAommi ssion says "ZERO tol era
and sexual har assment aMy Itnhter aC |
April 1%And2xl@Eai ms to have set wup
severely punish any proven case o

FACTACALCULEMUS" JUST ONE <case o
been formally recogni-bgd Bah AME snare
2008 i . e. the date of I mpl ement a-
with any cases of harassment with

Facta non Verba!

iven the zero tolerance policy showed by the
(:;hents, browsing the texts and annual reports

entitled to ask whether the Commission would n

ged to eradicate all forms of harassment by severe
Unfortunately, the reality is quite different!
I ndeed, JUST ONE <case of harassment has -bgen for

BLAMEsi nce 2008 (reference year for the establish
any cases of harassment withi2n OtOhOe wGosnensiisnsiitoina)l,l yw
ported / open |/ PRP@@ntaekamidnaddi neaubgtance by | DOC

Within national administrations, rather than engacg
field and try to stem the problem

As an exampl e, in Germany we are delighted to note
increased, fwhime& a few year shlago it came close to
Facts speak | ouder than sl ogans: within the Commi
ear s!

Regul arly asked by coll eagues who use their assist

D often faced:

Y the lack of responsiveness of the appointing at

Y the unreasonable delay of audits by | DOC,

Y lack of concern / care |/ awareness |/ interest,
di splay towards coll eagues who have filed a cor
coll aborate in the investigation.



Two weights and two measures

And specifically, when casesthalilr smepert i oesmEl iamt s

that colleagues are often |l eft to their fate for mo
cli mat e, with someti mes serious consequences, both
heal t h.

Too often, the same "treatment" is applied to co
investigations against their superior while thi

procedures in force (cfC._(Q0MmMicfdieared /Mperciils i 20 6)

Despite the reassurances of Administration an
vations about the need to improve and clarify
wi dely shared, al so outside our institution.

Opinion of the European Ombudsman on the only

note of
ne of tF
/| en/ 603F

On the one hand, it is with satisfaction th
budsman regarding a confirmed harassment ¢
trathitam:: / / www. ombudsman. europa.eu/cases/ de

This recommendati on of the European Ombuds ns the

and other colleagues as witnesses during i by 1 DO
namely, recognising their right to be info indings
On the other hand, it is unfortunate, thoug wai t f
man to ensure that the courage of coll eagues sed and
the purely procedural nature of the Commi ssion's resp i s
The EP, through COCOBU, is now examining the file.

R&Dparticularly appreciated the quality of i
Budgetary and Control Committee, chaired by
committee , on the management of cases of
qguences.

I't is high time to overcome empty sl og
tions to deeds"™

R&D i nvitesPrtehsei dveicte Kri st alina Georgieva to act

To pass finally from rhetoric to concrete actions, this is the
Kristalina Georgieva, Vice President in charge of Budget and H
its predecessors has, in turn, insisted on the implementation
necessary, to severely punish any proven cases of harassment.
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https://myintracomm.ec.europa.eu/hr_admin/fr/equal_opportunities/respectful_working/harassement/employee/Documents/c_2006_1624_3_fr.pdf
http://www.ombudsman.europa.eu/cases/decision.faces/en/60356/html.bookmark

And to draw all the |l essons from that.
To this end, to R&bpprroovpeo sperso cteod udrreasw, | essons and t ee
only proven case of harassment and of all other ca
procedure. Particular attention should be given to
ditions in which the victims were placed and the m
provide an interim solution to the conflict, pendi
| DOC to ensure protection of witnesses called, to
adopt measures to indemnify, or compensate the viec
harassment and pressures faced.
R&D analyzed this file for you and makes proposal s.
R&D,f ait hful to its commitments regarding its commu
conducted an analysis of the file concerning psych
studi es, on the specific indicators of the Commiss
and makes proposals that wildl be complemented by t
survey with the help of a consulting firm.
On t hi sR&Da swii 4 || invite al/l concerned players to org
of psychosoci al risks in order to establish a shar
draw conclusions, to propose a genuine action pl an
concrete steps to no | onger be | imited to good int
I n this area, NFOArCel At iNaOiN  eVWEeRrB ALl .

Cristiano Sebastia

President
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n recent decades, the world of work has char
has given way to the tertiary sector. Thus,

tionship to work according to the needs of

S

U In the recent past, physical health was the basi
Therefore, the employer and the social partners
effective policies to preserve the physical heal
Today, due to multiple factors, including the r

D psychosocial" arose. These affect the emotional
rectly the health of the company and the admini :
|l eave, early retirement and applications for di :

O Thus, mental health experts were faced with pat.|
practitioners have studied the causes of these ¢

m medi cal researches, academic studies, and exper
non and bring some answers

P It took over twenty years to identify changes i
ment al health in the wor kpC.acke)i.ademg i fied since
The European Union is primarily concerned with 1

Z i t wo areas on two fronts

[rr— A first, as "guardian of the treaties" through |
Il ines safeguarding health and safety are wel/l |
A the second, as an employer, ensuring that its
posed on Member States.
R & D does not absolve itself from trying to hel
these new risks. In fact, we receive more and m
suffering bullyingosittuati &nacesthese, cobmphaint
curring and we don't generally practice the " osi
our time in the study of these situations at thi
Indeed, our political vision is based on the an:
dying the consequences, proposing sustainabl e ai
enviroAmehtade unionists and worker s, we have t|
tand the risk factors that could cause a failur
devel op, with the relevant services, a real st af
including a policy ofsoprieave nmtiisckms .of psycho




Quality of
Staff
fective

Y A

| mmedi ate assistance in case of
An i nformation to staff about
L 4
The of essional context in which we |Ii
diversity, however it is essential to Kk
rati of our services in preserving th
It is also important to remember the co
Peace and Solidarity!
On 20 September 2001 the European Parli
wor kpl ace, highlighting the eed for fu
sing effective measures against this pr
European Commission, the Dublin Foundati
Heal t h at Wovdl pttd isniutdii @tse oinn har assment .
The research report of the European Fou
Conditions, Prevention of harassment an
2003 highlights the general trend of
sexu orientation. I't highlights the v
this henomenon | eads to both employers
The ropean Court of Auditors points o
a se e of frustration in the working e
rop Institutions, which eventually r
me n di sorders account for about half
The urt therefore recommended the ado
pre tion and early treatment.
Th same year, the European Commi ssion
pr tative nature against I'l forms o
Co ion Decision (C (2006) 1624/3) o
cy protecting the dignity of the per
s e harassment at the European Comm
I n 4, the Staff Regulations incorpor
re to deal with cases of harassment
fr ny form of harassment and sexual
I n er to respond to the concept of we
pr MmMmeaoeooe" Towards ab&tmagtagywdok
mi n").
To |l yse the shortcomings, the Commiss
st survey in 2004, evaluation survey
su relativ to wel fare i 2005). One
at Commi ssion appeared fairly
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The requirements for the post, insufficient mastery o
resources for the successful completion of the | atter
forward to explain . Merceoweéern onalsisgmniefSsiscant percentage
dents (18.2% of 10 450 respondents) claims to have su
bullying at the workplace. The victims appear to be p
(from the Commission Communicabéong"adaowaodk atsthatEg
ropean Commission).
Ot her actions and initiatives foll owed.

Now, where are we?
The various policies and actions have they been enoug
institution, as employer, get through each day? Are m
ned to these risks? Which corporatwi thlthbheecwbutdabe
diversity o our institution? What is the role of the
medicine dispose of substanti al resources to support
emotional suffering? Men and women of | aw have they e
harassment cases?
Above all, can we differentiate, recogmoirsad and preser
harassment, sexual harassment, interpersonal conflict
Too much ink has flowed with the words, used simply a
could have been resolved through dialogue and willing
ned.
R&D as a trade Union close to Staff wild.l not only put
ments to all coll eagues but also provide the first an
possession and propose areas for discussion as well a

I nstitution is an example of welfare to wor k!




Our Ment al Heal t h

or the respect owed by t he erpployer t

A 4

Ment al Heal th is available in two d S
not 1t iIis respected by the employer
Healitsh a state of complete physical well bei , ment al

absence of disease or infirwHQ)y. (Worl d Heallfh9h Or gani

Ment al ihse ad tt abteei nogf iwelwhi ch a person can ul fil her
the normal stresses of I|ife, do productive ork and
munity. I n this positive sense bemenngt aolf haena IJtnhd iivsi dtuhael
and of the proper functioning of a community (WHO).

NOILODOMNAOALNI

Wh a t are the two di mensions of me n

+

WELBE| NGND
HAPP X TWORK

Respect the ment al heal t h
Nofrespect The consequences of non
the mental RheadotmBiiance of mental healt
will encourage the emer -
THEPsSYCHOSOCI AL gence of psychosocial ris
particularly of " mor al h a
Ri sks rassment" .
This di mension wil/l be ex

- ploited in this special i
of the "Renard D®cha n®".
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What are psychosoci al ri sks?

Psychosoci al ri sk takes iatlsl aabsspeencctes ooff iwofrlkuence on
organization and managenoefnti tass bwesliln easss ,t hoer gani zat i
soci al and environment almacnoangteedx ta,nda sjkoibngi nsecuri ty,
could they harm the socinmulni cpastyicohno |laongd claa c ka nodf s uprpg
ysipdaln(sCox et al . 2000ment tor scadalelfée amgues
i nt al , h srcal and socr a l

a risk to the mo W y s ks ‘ar the cause c
alth, the determlnants.of wh ch ar e to.searc
. . . . seases. depression and bt
th in working conditions, work ,organization and
) chr'oni c stress, crossrmﬁ 0 V

terpersonal reIatronshrps t ha an |nteracL it
p y ho omat c di seasce

e ment al functioning of. workers (Co
|
d Armand 2016) . RIS OIAEREHAER GG o CPmba bert

-~ T T T 9 ©
5 5 0O 0 »n o

. | is one of the most
According to the European ﬁg Safety and
| to def i ne. It . er
Heal t h wor k, psychosocr rlsks are the Tresul't
) |od of stress vi ol ence,
of poor design, organi t| or Iabour manage -,
g some answers to ident
ment and of an umﬁmemsm¢ﬂalsocr
protect and, in extreme cas
context. .
against it.
wor king conditions which may | ead to
i al ri swer lweoevamn- menti on:

e
c
nflicting demands and | ack of <clarity
u
a

Z
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Among t
psychos
|l oad, c
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nction to-fulfillPstylcehm,s osctiaaflf rnosrks i ngl ude
tion in decisiqrd cadncvérodiemng ei,t sdddkssyg, bu
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A new risk is emerging in
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Psychol ogi cal and sexual harassment a
recognized by the Staff Regul ations o
the European Union.

Legaéfinition

Article 12a(3) of tﬂle Staff Regul a-
tions Caseb &/ 05
6Psychol ogi cal harassmemhé w®eans amyerpreted for
i mproper conduct tha akebchbéace tPoilkelad nohrmtl: h'a
a period, is repetitjiverassmgatemathecnande meanin
involves physical behayvyivbstronspekentablished, it
written | anguage, gestumestorthbahersuwmech s phygical
that are intentional |[andpbhaeh may weumdern | anpguage
mine the personality]| dd tghnd rt y a otrs p\/me/rSé-commTitted
cal or psychol ogical neagfohy obf uder mi ni hg the
person. dignity or physical dr psy
grity of the individdgal. I
the actions have |l ed| objec
consequences.
This definition is siilmilar
tion givelhr dryc MaHii rei gloyen
Concept of psychol ogi cal har assm
Given the complexity of bullying, it is impo
can benefit from effective tools to identify

INJNSSYYVH TVIID010HIASd - | Luvd

As sti uS eadre dV ary Raierp emmbauts chonstitut e, by itself,
study "The judge faci ngr ahsasrmesrstme.n.t Tihne tfhaectddi so-r agdg
putes of the European cawvml spercvif¢e'al Wi Iteo Jwnddgeer m
at the Court of the EUPpE@irwioln Sheyr viccea(itondayhumhdi
holds the rol &ibfi €haimpwemraktiinnge ctoondi ti ons, maki ng
carefully define bullyis@ritoousprevent that, under
the cover of this concept, are in fact i mplicated
the poor working conditions, an overload wor k,
poor administration, a quarrel bet ween people at
wor k, or a reorganizati - : ' - i on
to reassign, a resented|We have used expert dlef i n
Thus, the fact that an dthe concept of harassmdntr.s
tionship or conflict wi t . iors
or that she/ he considers it wrong that her/ his
Vi ews or recommendati ons are rejected, does
S 't A perte d'appétit d h - ] 't
umptomes au harceiemen
\ énervement
oo fFISE ;::IOOlIJ"'DIES du SO?PQggﬁaiE;e%%ﬁg;memp%%e de libido Sexuelle o estionnerients Nceseants _
] pensées obsédantes sur le traval _ epuisement au travail
e S SCD!ETE manque de temps  perte de plaisir & travailler

sentiment dinutilité sentiment de culpabilité
anhedonie  desespoir
frustrations
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http://curia.europa.eu/jcms/jcms/Jo2_7026/fr/?types=com.jalios.jcms.Content&typesOff=generated.RecueilPublication&textSearch=true&catName=true&searchInFiles=true&text=sean+van+raepenbusch&opSearch=Recherche&jsp=plugins%2FCuriaPlugin%2Fjsp%2Fquery.jsp

How to recognize it?

Harassment is considered a psychological vi ol enc
aim to destabilize or injure another, but al so t
keep a positionfMEf Hiupkrgoyenty
The origin of psychological harassment is based
on various psychological, i i 2 - s -
gerial factors that intera
ot her
The psychol ogi cal pressur e 2 ,,"
mands of the professional “
more and more antisocial b ‘ . ’
nal conflict, lack of 1 esp¥ eucaemenrmon [ ; as
become a major concern, es '
of work does not al ways ma é
nal devel opment to some. A .
_ 72 Al
Management methods in rece
help to prevent these situ en plus o -
ductcieont red management i nvd
genic psychological pressu 57,
accountable and must be ev L o s A~
tives - AGEBAT AA ( EOE
Overwork is real and psych OOUAE?B)MO"EEAIAIUOO a
ment al |l oad that occurs wh +hLw I + t
thinking about work, not sleepin_,- ,____-_-_.l1ly and
the release of this profesi o .~ o o a xoul . «x ;
into the pridoaiteal IbefheaviAamIr‘r,—K—g—l?]nal\s(l(n—Ke'z’s'z'—-'z’—(l)g—Q—dZ—u—d—ZO—§SJQ—Q—Y—K'Z’IUOKK‘a
pectful methods of managememar-Fdaanccke OHi rmiegmyen -conf i rn
tion, the constant pressurementhe i mplicit threat of
|l osing his/ her job makes the work environment
threat(Haircg | ement inGom¢ gutravaitl
prendre et dDeno®@f 20dua¢ These situations are fertile
sow and cultivate harassment.
Recognize the risk at the organizational | ev
According to experts, somar chiachaglesswpeéeti amr esuppart du
S i uation that wi || we a kwinl Ipeppomot efhharassmengts situa
inclmeiemanent restreocganafiffect ed person is not really
ti omrsd rthowetshat are a source of concern
to the staff. All studieMrsiS®e®nt hVaatn |Ra e mesn behsacnhg eal $10 e
not accompanied by a heaP0hly d¢dmbhuntihceats wmnmvedsd confirr
dialogue, they are a bulrgassgentsktemdt 0. €Mer geaird Nof
being in a position of iSktlhhenpefieihcenvbéronmenhsg, heSre/r vi
his professional identityrequjedat K tdaewkKe | rogpor.gani zations,
culture of excellence and of
These changes also unde(RinBAt MAARIGESs WsOs essment t oc
serve as a buffer betweep; dP£i " gL adf e ng €scal e
rarchy. They must know h(?&"eéon@f"n%gaqIthientfoeadL?'estion
and frustrations of theiprolFé‘lb§?958§-orﬁlo)/“ettﬂé“eéwarene
|l ack of manageri al experitence and [/ or | ack of hie-



https://www.youtube.com/watch?v=_sv6acUmZ7Q

The recognition at the individual l evel

Accor diHng Lteos mamaar ass mentThies ag@tiseAns must be repeated. [
guence over a |l ong periopl ermemtmarext errenlaalt iaonnds hh ops: - eithe
tile behaviour expressedcreratess mlnayiedeqhuyal ong on streng

more persons t ol tas tehsisredn ophneerlsapnr.or der t o dominate better.
cess of acnianoinp uilsart dd & h e p—t—ha

destrucftitome target. Harassment that | asts ore than
considered very seriou and dan:¢
health of the victim.

Three el ements constitute harassment

Juswsseley [BaIB0j0YAs - | Led

According to medical experts, a bul

Il ying consi sts
over time and based on a compl ementar relationshi

i
y

i communication refu-
t h ictim near col -
tingMof her/ his work

ondi ions

Compl ementarity

I'n all cases of harassment, an
power relationship bet ween peop
established. The harasser and |/
harassers' group have much more

t han t he victim who finds her/
isol ated.

The Court of the European Civil Service has also id
infringement of privacy, dignity or phys-ical or ps
real agg-raemmgsiionn ent

Intention is retained alseadettaiviectiiamtthathaveél tbebpruti
to establish the bullyicTetcavsd. tfeamaVass®ae-who will a

penbusch recountst he iihmnasreys-tcwdyd utchatt h‘at mi ght suggest he
tion of harming precisetly @ixpdraedist ther timiassmai of i m or dg
harassment and can makeonidi tpamti ctuhlearreloyf , s e-or unmenti o

rious, especially when (tbhrederersmny pejeaiovesyt heivalry,
mal evol ence which her/ hdimffiersub¢ ectheCertal emgnt accoun
there is not al ways comaslciicoiuosu smahhiteat i @mant hbee unconsci o
treat ment by a superviismrt her semilsleeacwmd t he aharasser ca
wor ker . But the | ack offheconesn deqgwdn oens coafn tbheei r acti on
mal i ci ous by the consecqauwelnec etso iftee¢ntaamiyl e mphehy for her/
such consequences are wusually predictable

This intention is, mo s t of the time difficuldt or

i mpossible to prove, as this demonstration can

Le Renard dDWahass@®ent and ot her psychosoci a




There are three types of bullying situat
descending vertical harassment, ascendi |

zont al harassment

ng, it i s important to U
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Key triggers

8 Contexte organis
g ne: incertitud
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8§ Top management t
taire ou trop |
8§ R®sistance "~ | o6a
manager
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Key behaviour
the harasser

8 Reappropriation
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8Conflicting orde
8Humiliating or d
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