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OTHER PSYCHOSOCIAL RISKS  

To stable, sustainable and effective solutions  

combining a healthy and participative Management ! 
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G 
iven the zero tolerance policy showed by the Commission, reading the political state-

ments, browsing the texts and annual reports produced by DG HR and IDOC, we are 

entitled to ask whether the Commission would not be an earthly paradise which mana-

ged to eradicate all forms of harassment by severely punishing the few proven cases. 

Unfortunately, the reality is quite different! 

Indeed, JUST ONE case of harassment has been formally recognized and sanctioned - by 

BLAME ï since 2008 (reference year for the establishment of a mechanism for dealing with 

any cases of harassment within the Commission), while almost 2,000 cases were initially re-

ported / open / identified and nearly 200 cases examined in substance by IDOC ... 

Within national administrations, rather than engaging in empty slogans, they work in the 

field and try to stem the problem. 

As an example, in Germany we are delighted to note that harassment rates in the public sector 

increased from 5 %, while a few years ago it came close to 7 %! 

Facts speak louder than slogans: within the Commission, a glaring suffering on deaf 

ears! 

Regularly asked by colleagues who use their assistance, specialists and legal advisors of R & 

D often faced: 

Ý the lack of responsiveness of the appointing authority 

Ý the unreasonable delay of audits by IDOC, 

Ý lack of concern / care / awareness / interest, which the institution should nevertheless 
display towards colleagues who have filed a complaint or witnesses who are called to 
collaborate in the investigation. 

VERBA: Commission says "ZERO tolerance to psychological 

and sexual harassment at the Commission" - MyIntracomm 

April 19, 2016 - and claims to have set up an effective system to 

severely punish any proven case of harassment. 

FACTA: "CALCULEMUS" JUST ONE case of harassment has 

been formally recognized and sanctioned - by BLAME ï since 

2008 i.e. the date of implementation of the mechanism to deal 

with any cases of harassment within the Commission. 
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Two weights and two measures 

And specifically, when cases fall under complaints against their superiors, it is clear 

that colleagues are often left to their fate for months, undergoing pressure in a hostile 

climate, with sometimes serious consequences, both for their careers and for their 

health. 

Too often, the same "treatment" is applied to colleagues who dare to testify in these 

investigations against their superior while this collaboration is imposed by the 

procedures in force (cf. Commission Decision C (2006) 1624/3 of 26 April 2006) 

Despite the reassurances of Administration and IDOC, we regret to observe that our reser-

vations about the need to improve and clarify the procedures and practices seem to be 

widely shared, also outside our institution. 

Opinion of the European Ombudsman on the only case of harassment sanctioned... 

On the one hand, it is with satisfaction that we took note of the opinion of the European Om-

budsman regarding a confirmed harassment case within one of the services of our adminis-

tration: http://www.ombudsman.europa.eu/cases/decision.faces/en/60356/html.bookmark  

This recommendation of the European Ombudsman strengthens the rights of complainants 

and other colleagues as witnesses during investigations by IDOC by recognizing them, 

namely, recognising their right to be informed of the findings of the procedure.  

On the other hand, it is unfortunate, though, having to wait for the findings of the Ombuds-

man to ensure that the courage of colleagues is recognised and that the bureaucratic and 

the purely procedural nature of the Commission's responses is stigmatized. 

The EP, through COCOBU, is now examining the file. 

R&D particularly appreciated the quality of interventions at the seminar organized by the 

Budgetary and Control Committee, chaired by Mrs Graessle, president of this parliamentary 

committee , on the management of cases of harassment, including their financial conse-

quences. 

It is high time to overcome empty slogans such as "move from good inten-

tions to deeds" 

R&D invites the Vice-President Kristalina Georgieva to act ... 

To pass finally from rhetoric to concrete actions, this is the invitation that we extend to Mrs. 

Kristalina Georgieva, Vice President in charge of Budget and Human Resources, which like 

its predecessors has, in turn, insisted on the implementation of measures to prevent and, if 

necessary, to severely punish any proven cases of harassment. 
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And to draw all the lessons from that... 

To this end, to improve procedures, R&D proposes to draw lessons and teachings of the 

only proven case of harassment and of all other cases which were the subject of a formal 

procedure. Particular attention should be given to the duration of investigations, the con-

ditions in which the victims were placed and the measures taken by the administration to 

provide an interim solution to the conflict, pending the findings of the investigation of the 

IDOC to ensure protection of witnesses called, to cooperate with the investigators and to 

adopt measures to indemnify, or compensate the victims of the consequences of both 

harassment and pressures faced. 

R&D analyzed this file for you and makes proposals. 

R&D, faithful to its commitments regarding its communication and action policy, 

conducted an analysis of the file concerning psychosocial risks based on expert 

studies, on the specific indicators of the Commission from administrative sources 

and makes proposals that will be complemented by the launch of a psychosocial 

survey with the help of a consulting firm. 

On this basis, R&D will invite all concerned players to organize GENERAL STATES 

of psychosocial risks in order to establish a shared view of the current situation, to 

draw conclusions, to propose a genuine action plan and implement without delay 

concrete steps to no longer be limited to good intentions. 

In this area, more than ever ... FACTA NON VERBA! 

 

 
Cristiano Sebastiani 

President 
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I  
n recent decades, the world of work has changed substantially. The industrial era 

has given way to the tertiary sector. Thus, the individual had to adapt his/her rela-

tionship to work according to the needs of his time. 

In the recent past, physical health was the basis of a solid foundation of the company. 

Therefore, the employer and the social partners have undertaken the establishment of highly 

effective policies to preserve the physical health of workers. 

Today, due to multiple factors, including the revolution of the digital world, new risks called " 

psychosocial" arose. These affect the emotional and mental health of workers and thus di-

rectly the health of the company and the administration, given the "turnover", repeated sick 

leave, early retirement and applications for disability pensions. 

Thus, mental health experts were faced with patients with new occupational diseases. These 

practitioners have studied the causes of these conditions. Thus, a substantial number of 

medical researches, academic studies, and expert reports deal with this negative phenome-

non and bring some answers 

It took over twenty years to identify changes in work organization specifically involved in 
mental health in the workplace identified since the 1980s (C. Dejours). 
The European Union is primarily concerned with this phenomenon since it must respond to it 

in two areas on two fronts: 

Å first, as "guardian of the treaties" through the European Commission, ensuring that guide-

lines safeguarding  health and safety are well respected in the Member States, 

Å the second, as an employer, ensuring that its staff enjoys the same rules of prevention im-

posed on Member States. 

R & D does not absolve itself from trying to help in the management of the emergence of 

these new risks. In fact, we receive more and more colleagues in a moral state of suffering, 

suffering bullying situations, stress, burn-out ... Since those complaints have become re-

curring and we don't generally practice the "ostrich policy", we have invested a large part of 

our time in the study of these situations at the institution. 

Indeed, our political vision is based on the analysis of the causes of a given situation by stu-

dying the consequences, proposing sustainable and effective solutions for our professional 

environment. As trade unionists and workers, we have the duty to study and unders-

tand the risk factors that could cause a failure in the working lives of staff and thus 

develop, with the relevant services, a real staff policy focused on wellness at work, 

including a policy of prevention of psycho-social risks. 
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The professional context in which we live is certainly a multicultural wealth and a jewel of 

diversity, however it is essential to know how to manage this human capital for optimum ope-

ration of our services in preserving the health of our colleagues. 

It is also important to remember the core values of the construction of the European Union:  

Peace and Solidarity! 

On 20 September 2001 the European Parliament adopted a resolution on harassment at the 

workplace, highlighting the need for further studies on this growing phenomenon and propo-

sing effective measures against this problem throughout the European Union. It urges the 

European Commission, the Dublin Foundation and the European Agency for Safety and 

Health at Work to initiate in-depth studies on harassment. 

The research report of the European Foundation for the Improvement of Living and Working 

Conditions, Prevention of harassment and violence in the workplace, published in February 

2003, highlights the general trend of increasing harassment based on race, gender, age and 

sexual orientation. It highlights the vulnerability of women in the workplace, and the costs that 

this phenomenon leads to both employers and in terms of productivity. 

The European Court of Auditors points out in its report 3/2003 that some evidence shows that 

a sense of frustration in the working environment is felt by some members of staff of the Eu-

ropean Institutions, which eventually retire for health reasons. The report also shows that 

mental disorders account for about half of the diseases causing disability in the Commission. 

The Court therefore recommended the adoption of adequate administrative measures for 

prevention and early treatment. 

That same year, the European Commission adopted a policy (C (2003) 3644) of primarily 

preventative nature against all forms of harassment and violence. 

Commission Decision (C (2006) 1624/3) of 26 April 2006 on the European Commission poli-

cy on protecting the dignity of the person and preventing psychological harassment and 

sexual harassment at the European Commission has updated and consolidated this policy. 

In 2004, the Staff Regulations incorporates Article 12a which becomes the legal basis of refe-

rence to deal with cases of harassment and sexual harassment ("any official shall refrain 

from any form of harassment and sexual harassment"). 

In order to respond to the concept of welfare, the Commission adopted a multiannual action 

programme 2006-2009 ("Towards a Strategy for Well-being at work at the European Com-

mission"). 

To analyse the shortcomings, the Commission has launched three surveys of staff (opinion of 

staff survey in 2004, evaluation survey relative to work environment in 2005 and evaluation 

survey relative to welfare in 2005). One of those surveys noted that the working environment 

at the Commission appeared fairly stressful.  

Quality of work life was central to our platform for the renewal of the Brussels 

Staff Committee (2015-2018), R&D is committed to all the staff to implement ef-

fective prevention of psychosocial risks based on: 

Ý A psychosocial risk prevention policy 

Ý An audit of working conditions and a measure of evaluation of stress wi-
thin the institutions, to adopt prevention tools 

Ý Immediate assistance in case of difficulties within a service 

Ý An information to staff about the different consequences on health 
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The requirements for the post, insufficient mastery of tasks to accomplish and lack of 

resources for the successful completion of the latter are the main reasons put 

forward to explain occupational stress. Moreover, a significant percentage of respon-

dents (18.2% of 10 450 respondents) claims to have suffered at one time or another, from 

bullying at the workplace. The victims appear to be particularly prone to health problems 

(from the Commission Communication "Towards a strategy for well-being at work at the Eu-

ropean Commission). 

Other actions and initiatives followed... 

  

Now, where are we? 

The various policies and actions have they been enough to curb these risks? How does our 

institution, as employer, get through each day? Are managers sufficiently informed and trai-

ned to these risks? Which corporate culture would be best equipped to deal  with the cultural 

diversity of our institution? What is the role of the Mediation Service? Does occupational 

medicine dispose of substantial resources to support colleagues in a state of mental and 

emotional suffering? Men and women of law have they enough material to defend or handle 

harassment cases? 

Above all, can we differentiate, recognise and preserve ourselves from a situation of moral 

harassment, sexual harassment, interpersonal conflict, violence, stress, burnout...? 

Too much ink has flowed with the words, used simply as a "magic shield" in situations that 

could have been resolved through dialogue and willingness on the part of the parties concer-

ned. 

R&D as a trade Union close to Staff will not only put into action its election commit-

ments to all colleagues but also provide the first answers based on information in its 

possession and propose areas for discussion as well as solutions to ensure that our 

Institution is an example of welfare to work! 
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Our Mental Health  

or the respect owed by the employer to his staff  

Health is a state of complete physical wellbeing, mental and social, which is not merely the 

absence of disease or infirmity (World Health Organization -WHO). 

Mental health is a state of well-being in which a person can fulfil her or himself, cope with 

the normal stresses of life, do productive work and contribute to the life of her or his com-

munity. In this positive sense, mental health is the foundation of well-being of an individual 

and of the proper functioning of a community (WHO). 

What are the two dimensions of mental health? 

Mental Health is available in two dimensions according to whether or 

not it is respected by the employer. 

WELL-BEING AND  

HAPPY AT WORK 

Respect the mental health 

THE PSYCHOSOCIAL 

RISKS  

 

Nonïrespect  
the mental health 

The consequences of non-

compliance of mental health 

will encourage the emer-

gence of psychosocial risks, 

particularly of "moral ha-

rassment".  

This dimension will be ex-

ploited in this special issue 

of the "Renard D®cha´n®". 
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Psychosocial risk takes all aspects of work 

organization and management as well as the 

social and environmental context, asking 

could they harm the social, psychological and 

physical plans? (Cox et al. 2000). It is defined 

as a risk to the mental, physical and social 

health, the determinants of which are to search 

both in working conditions, work organization and 

interpersonal relationships that can interact with 

the mental functioning of workers (Combalbert 

and Armand 2016). 

According to the European Agency for Safety and 

Health at work, psychosocial risks are the result 

of poor design, organization or labour manage-

ment and of an unfavourable socio-professional 

context. 

Among the working conditions which may lead to 

psychosocial risks we can mention: work over-

load, conflicting demands and lack of clarity 

on the function to fulfil them, staff non-

participation in decisions concerning it and 

its absence of influence on the embodiment 

of its business, organizational changes mis-

managed and job insecurity, ineffective com-

munication and lack of support from manage-

ment or colleagues ... 

These risks are the cause of various occupational 

diseases: depression and burnout syndromes, 

chronic stress, crossing over into aggressive 

acts, psychosomatic diseases, musculoskeletal 

disorders, etc. (Combalbert and Armand 2016) 

Bullying is one of the most difficult psychoso-

cial risks to define. It emerges, usually after a 

period of stress, violence, burnout ... We will 

bring some answers to identify it on time, to 

protect and, in extreme cases, to defend 

against it. 

What are psychosocial risks? 

Psychosocial risks include verbal and phy-

sical violence, stress, burnout, moral and 

sexual harassment. 

A new risk is emerging in recent times, 

óboron-outô or boredom at work. 
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Concept of psychological harassment according to experts 

As stipulated by  Sean Van  Raepenbusch, in his 
study "The judge facing harassment in the dis-
putes of the European civil service" while Judge 
at the Court of the EU Civil Service (today, he 
holds the role of Chairman): "it is imperative to 
carefully define bullying to prevent that, under 
the cover of this concept, are in fact implicated 
the poor working conditions, an overload work, 
poor administration, a quarrel between people at 
work, or a reorganization of services, a decision 
to reassign, a resented assessment of merits. 
Thus, the fact that an official has a difficult rela-
tionship or conflict with colleagues or superiors 
or that she/he considers it wrong that her/his 
views or recommendations are rejected, does 

not constitute, by itself, a demonstration of ha-
rassment... The facts or acts in question should 
aim specifically to undermine the dignity of a 
person by creating humiliating or degrading 
working conditions, making such acts particularly 
serious." 
 

 

 

Given the complexity of bullying, it is important to define the concept so that staff 
can benefit from effective tools to identify it and react in time. 

Legal definition 

Psychological and sexual harassment are the only psychosocial risks 

recognized by the Staff Regulations of officials and other servants of 

the European Union. 

Case F-52/05 
 

The Court interpreted for the first time this 
article. It held that: "For a moral ha-
rassment within the meaning of that pro-
vision is established, it is not a require-
ment that such physical behaviour, 
spoken or written language, gestures or 
other acts were committed with the in-
tention of undermining the personality, 
dignity or physical or psychological inte-
grity of the individual. It is sufficient that 
the actions have led objectively to such 
consequences. " 

This definition is similar to the clinical defini-
tion given by Marie-France Hirigoyen  

Article 12a(3) of the Staff Regula-

tions 

óPsychological harassmentô means any 
improper conduct that takes place over 
a period, is repetitive or systematic and 
involves physical behaviour, spoken or 
written language, gestures or other acts 
that are intentional and that may under-
mine the personality, dignity or physi-
cal or psychological integrity of any 
person. 

We have used expert definitions covering 

the concept of harassment. 
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According to experts, some changes will create a 
situation that will weaken people. These changes 
include permanent restructurings, reorganiza-
tions and / or moves that are a source of concern 
to the staff. All studies show that if the changes are 
not accompanied by a healthy communication and 
dialogue, they are a bullying risk factor. The fear of 
being in a position of incompetence, of losing her/
his professional identity or job, develops. 

These changes also undermine managers who 
serve as a buffer between their team and the hie-
rarchy. They must know how to manage the fears 
and frustrations of their colleagues. Sometimes, 
lack of managerial experience and / or lack of hie-

rarchical superior support during these changes 
will promote harassment situations of which the 
affected person is not really conscious. 

Mr Sean Van Raepenbusch also states in his re-
port that the surveys confirm that cases of ha-
rassment tend to emerge in particular under 
stressful environments, service restructuring or 
frequent task reorganizations, which maintain the 
culture of excellence and of continuous impro-
vement and uses assessment tools, including indi-
vidual, based on rating scales and objectives. This 
does not call into question the management of 
policies, but only the awareness of this reality... 

These situations are fertile ground  to 
sow and cultivate harassment. . 

Recognize the risk at the organizational level 

The origin of psychological harassment is based 
on various psychological, sociological and mana-
gerial factors that interact and reinforce each 
other. 

The psychological pressure caused by the de-
mands of the professional environment causing 
more and more antisocial behaviour, interperso-
nal conflict, lack of respect and recognition has 
become a major concern, especially as the world 
of work does not always match with a professio-
nal development to some. 

Management methods in recent years do not 
help to prevent these situations. Instead, a pro-
duction-centred management involves patho-
genic psychological pressure. Each employee is 
accountable and must be evaluated on objec-
tives. 

Overwork is real and psychological. It results in a 
mental load that occurs when one has trouble not 
thinking about work, not sleeping peacefully and 
the release of this professional stress seeping 
into the private life. Anti-social behaviour, disres-
pectful methods of management, lack of recogni-
tion, the constant pressure, the implicit threat of 
losing his/her job makes the work environment 
threatening (Harc¯lement moral au travailï Com-
prendre et se d®fendreðDunod 2014) 

How to recognize it? 

Harassment is considered a psychological violence consisting of words or actions that 

aim to destabilize or injure another, but also to submit or control her/him, in order to 

keep a position of superiority (M-F Hirigoyen). 

Marie-France Hirigoyen confirm this state-
ment. 

-ÁÒÉÅ-&ÒÁÎÃÅ (ÉÒÉÇÏÙÅÎ 
0ÓÙÃÈÉÁÔÒÅɂ0ÓÙÃÈÁÎÁÌÙÓÔÅ 

±hLw [! ±L59h 

Des cas  de plus en plus graves de harc¯lement au 

travail 

ƘǧǇǎΥκκǿǿǿΦȅƻǳǘǳōŜΦŎƻƳκǿŀǘŎƘΚǾҐψǎǾсŀŎ¦Ƴ½тv 

https://www.youtube.com/watch?v=_sv6acUmZ7Q
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According to H. Leymann, harassment is a se-
quence over a long period, from external and hos-
tile behaviour expressed or displayed by one or 
more persons to a third person. Its essential pro-
cess of action is the manipulation and then the 

destruction of the target. 

The actions must be repeated. It involves a com-
plementary relationship: either the harasser 
creates an inequality or strengthens an existing 
one in order to dominate better. 

Harassment that lasts more than 6 months is 
considered very serious and dangerous to the 
health of the victim. 

The recognition at the individual level 

 

Three elements constitute harassment 

According to medical experts, a bullying consists of frequent hostile actions, spread 

over time and based on a complementary relationship. 

Hostile actions 

Ý Isolation of the victim, communication refu-
sal, the stigma of the victim near col-
leagues, the discrediting of her/his work 

Ý Undermining working conditions 

Ý Personal attacks 

Ý Intimidation 

The frequency and duration 

For a situation to be considered ha-
rassment, one and / or more actions 
must be repeated over time and spread 
over a long period. 

Complementarity 

In all cases of harassment, an unequal 
power relationship between people is 
established. The harasser and / or the 
harassers' group have much more weight 
than the victim who finds her/himself 
isolated. 

Intention is retained as the criteria that will help 
to establish the bullying case. Sean Van Rae-
penbusch recounts in his study that "the inten-
tion of harming precisely explains the trauma of 
harassment and can make it particularly se-
rious, especially when the person perceives the 
malevolence which her/him is subject. Certainly, 
there is not always conscious malice in the 
treatment by a supervisor or colleague to a 
worker. But the lack of consideration can be 
malicious by the consequences it entails when 
such consequences are usually predictable ... 
This intention is, most of the time difficult or 
impossible to prove, as this demonstration can 

lead the victim to have to scrutinize mobile se-
crets of the harasser, who will avoid, in general, 
any conduct that might suggest her/his intention 
to discredit her/his victim or degrading working 
conditions thereof, for unmentionable reasons 
(under envy, jealousy, rivalry, fear or denial of 
difference, the settlement account). In addition, 
malicious intent can be unconscious, repressed, 
in the sense that the harasser can not measure 
the consequences of their actions and not be 
able to feel any empathy for her/his victim." 

The Court of the European Civil Service has also identified three elements: duration, 
infringement of privacy, dignity or physical or psychological integrity of a person - 
real aggression - and intent. 
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Descending vertical 

 harassment 

Collaborator harassed  
by a superior, 

Ascending vertical 

 harassement 

Harassed manager *  
manager function questioned) 

Horizontal harassment 

Harassment between colleagues 
without hierarchical link * 

Key triggers 

§ Contexte organisationnel anxio-
g¯ne: incertitude, changements 

§ Manquements chez le manager 

§ Top management trop autori-
taire ou  trop laxiste 

§ R®sistance ¨ lôautoritarisme du 
manager 

§ Estime de soi menac®e chez le 
manager, en lien avec un senti-
ment de jalousie envers son 
subordonn® 

 

Key behaviours  
the harasser 

 

§ Re-appropriation of subordi-

nate's skills and achievements 

§ Abusive demands 

§ Conflicting orders 

§ Humiliating or degrading instruc-
tions 

§ Malicious remarks 

§ Lack of clear guidelines 

§ Failure to communicate 

§ Fuzzy Communication that leads 
to errors 

§ Shelved: not convening to mee-
tings, information retention, etc. . 

§ Marginalization: office isolation, 
removal of files and equip-
ment ... 

Key triggers 

§ Jealousy from the subordinate 

who thinks he deserves the job 

§ Not accepting the change of 

manager  

§ Rivalry, power struggle 
 
 
 
 
 
 
 
 
 

Key behaviours  
the harasser 

 

§ passive aggressive behaviour: 
repeated delays, repeated 
absences, more or less ob-
vious opposition, non-respect 
of deadlines, work not done or 
badly done  

§ Rumours 

§ Regular reporting of objectives 

§ Challenging of manager's style 

§ Reviewed the skills and perso-
nality of the manager 

§ Undue harassment accusa-
tions since the manager gives 
instructions, makes remarks ... 

Key triggers 

§ Management approach too 
vague, leaving people without 
true benchmarks and delivered 
to themselves 

§ Pressure related to the context 
of the company 
(reorganization ...) 

§ Jealousy 

§ Rivalry 

§ Difference, minority 
 
 

Key behaviours  
the harasser 

 
 

 

§ Teasing, taunting 

§ Rudeness 

§ Threat 

§ Treason 

§ Isolation, no longer speak, de-
nied contact ... 

 

There are three types of bullying situations: 

descending vertical harassment, ascending vertical harassment and hori-

zontal harassment  

To cope with bullying, it is important to understand the different situations in or-
der to identify and protect oneself 

Tableau made from the book : Harc¯lement moral au travailðComprendre et se d®fendre .  
Chapitre3 : Dans quel sens se fait le harc¯lement ?Odile Jacob 2014 
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The three steps of harassment: grip, destabilization and destruction 

ISOLEMENT 

 ALERT PHASE 

It is at this stage that the handling 

process must be interrupted so 

that it does not take the next step. 

NORMAL REACTIONS OF THE ENTOURAGE  

FEAR of suffering the same treatment: the terror felt by the witnesses is at the height of 
the violence generated by harassment (triggering the survival instinct) 

THE RATIONALIZATION in order not to be in disagreement with her/his moral values 

THE ILLUSION OF A JUST WORLD: if the person is harassed is because she deserves 
that 

THE SILENCE OF THE VICTIM 

CHANGE IN VICTIM'S BEHAVIOUR: facing an ongoing situation, the victim will become 
irritable, tight, aggressive ... witnesses will conclude that it is the victim that is the pro-
blem 

HANDLING OF WITNESSES: the harasser being a fine manipulator, she/he will appeal 
to influential people in the service to lure and hide her/his actions 

Schema made from the book : ç Prendre en 
charge les victimes de harc¯lement moralð
Comprendre et se d®fendre . Chapitre1: Les 
trois phases du harc¯lementð A-F Chape-
ron Dunod 2015 è 

Post-traumatic stress differs from that of 
occupational stress based on the following 
elements: recurrent and intrusive me-
mories, repetitive dreams, net reduction of 
interest in significant activities, deteriora-
tion of social, occupational, family functio-
ning..., feeling of being detached from 
others. 

CREATING A  

PSYCHOLOGICAL  

DEPENDENCE  

 

¶ The relationship is pleasantly 
tied 

¶ She/he shows her/his best 

¶ She/he flatters to win the trust of 
victim 

¶ She/he is always ready to render 
services 

¶ She/he invites her/his victim on 
the outside; it is at this stage that 

she/he will let victim speak about 

her/his private life, so that she/he 

may better use the victim in 

future  

OCCURRENCE OF  

HEALTH PROBLEMS 

 

¶ Signs of depression:  

discouragement, severe fatigue, 

loss of desire and motivation, me-

mory and concentration problems, 

strong devaluation, screaming 

tantrum, difficult to get up in the 

morning, decline in intellectual 

function, chronic insomnia, ap-

pearance of dark thoughts, SUI-

CIDE is the only solution 

¶ Emergence of post-traumatic 

stress disorder:  

 

 

 

 

 

THE HARASSER USES THREE 

MAIN STRATEGIES 

¶ Jamming of communication: 

she/he creates doubt as to the 

victim to feel confused, incompe-

tent and until the victim submits to 

her/his control. 

¶ The illusion of honesty:  her/his 

"manipulated" immediate entou-

rage acts for her/him: she/he 

hides her/his incompetence by 

hoarding the work of others; she/

he wears the other her/his res-

ponsibilities, she/he complains of 

her/his workload, incompetence 

of her/his colleagues ...; she/he 

lies regularly, she/he slips away 

when feeling she/he will be un-

masked; she/he does not support 

any criticism and does not reco-

gnize her/his mistakes; she/he 

turns into victim as soon as 

she/he feels she/he is going to 

be discovered ... 

¶ Taking control and maintai-
ning the grip:  she/he causes 

feelings of guilt; changes her/his 

attitude from sympathy to humilia-

tion, uses the threat, causes an 

unhealthy atmosphere (mistrust, 

tense ...) in her/his presence, 

uses situations of "fait accompli", 

isolates the victim. 

DESTABILIZATION 

The victim sinks into a sense of 

guilt and loss of esteem.  

 

DESTRUCTION 

 increased destabilization phase 
under a steady pace 

THE GRIP  

Everything sounds wrong! 

Le Renard D®cha´n®ð Harassment and other  psychosocial risks  



 мс 

The harasser acts as a predator. He/she will 
look at the other what lacks, her/his skills, 
energy, psychological balance, self-esteem ... 
he will pour all his frustration at a colleague 
who has no way/means to defend her/himself. 
He/she needs to feed on the qualities of her/
his victim. He/she will pump her/him up to 
make a scarecrow if no one intervenes. 

Why this need to harass? 

Harassers are acting out of fear, lack of emotional intelligence and social skills, need to assert, by envy or 

jealousy, passivity  

The harasser chooses her/his target... 

For these reasons, it is important that col-
leagues with knowledge or having witnessed 
such a situation can refer to different stake-
holders as stipulated in Point 4.6., 2nd para-
graph, of Commission Decision of 26 April 
2006 C1624/3: "Any person who is made 
aware of, or is a witness to,  someone's 
conduct which appears to be improper ac-
cording to the above descriptions, has both 
the right and the duty to so inform whiche-
ver of the parties mentioned in this point 
(departments of DG ADMIN, Confidential 
Counsellors, Mediation Service, Human 
Resources Managers, Hierarchical Mana-
gers) They are also obliged to cooperate in 
the smooth running of all enquiries carried 
out as part of the formal procedure." 

Recognition of various disorders of the harasser 

The harasser is someone who builds relationships 
with colleagues based on power relations, mistrust 
and manipulation. 

In general, the purpose of the manipulator is to 
reach quickly across the hierarchy and to take 
power. If he/she can not reach it or if he/she has 
already achieved and he/she feels threatened, he/
she will address the colleague with the right skills 
for the job in question. 

Commonalities/shared features can be found 

among harassers at the level of their personality. 

They suffer from "narcissistic perverse" pathology. 

Other disorders are grafted to this personality, 

such as paranoid, borderline, obsessive and anti-

social. 

It is important to note that those affected by these 

personality disorders do not necessarily have all 

of the behaviours of harassers. It is a set of cha-

racteristics, related to childhood that may or may 

not favour, in a particular context, acts of ha-

rassment. 

For these reasons, we must be very vigilant 
to work conditions, management methods 
and workspace within our Institution. 

According to H. Leyman, isolating the 
target is the preferred approach of the 
persecutors. There are many ways to 
isolate: do not say hello, do not speak, 
withholding information, do not invite to 
meetings, office removal, spreading 
rumours, distort and interpret remarks, 
raising people up against people, convey 
the idea of madness ... 
























































































