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PSYCHOLOGICAL HARASSMENT
From offence to management style



THEAPPEARANCEOFTHENOTIONOF

PSYCHOLOGICALHARASSMENTHASTODO

WITHTHE STRONGINCREASEOF

PSYCHOLOGICALDISORDERSASSOCIATEDWITH

ORGANIZATIONALTRANSFORMATIONAND

NEWMANAGEMENTPROCEDURES
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Work τan irreplaceable individual and social peacekeeper 

If work cancausesuffering, it is first of all becauseit holdsmany
promises:

Promiseof self-accomplishmentthrough the recognitionof
ƻƴŜΩǎskills, allowing identity construction, thanks to the
gratitude, acknowledgment of users, colleagues and
management..

Promise of social empowerment, of being useful to the
world andto others,of learningto liveall together
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Work τan irreplaceable individual and social 
peacekeeper 



For a few decades, two currents of thoughts oppose 
each other:

ÅThe first  one supports the existence of narcissistic 

perverts and fragile workers, moving towards the 
άƴŀǘǳǊŀƭƛȊŀǘƛƻƴέ ƻŦ ǘƘŜ ǇƘŜƴƻƳŜƴƻƴ.

ÅThe second, based on clinical occupational health 
research, explains the origin of the profound changes 
in organisational patterns at work  by the existence 
and spreading of specific management guides and 
their implementation in companies
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Companymanagement guides τexamples
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Questioning work

Changes in the organization of work and 

their consequences
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The production of values is no 
longer to be sought in work 

but, instead, in new 
management methods..



NEW SEMANTICS TO BETTER INTEGRATE 
NEW LOGICS

We speak of:

managers, reporting:, objectives and individual interviews, 
performance; 

Anglicismsare used, a ñnewspeakò

The termsódisruptionô, óagilityô, óleanmanagementô or ódigital 
nativesô, etc

These terms are not neutral and are not a makeover of old terms. 
They serve to:

Å define the realities of these óoperational improvementsô

Å Create a gap between the corporate governance and the 
primary function, the grassroots workers 

Å Euphemise, neutralize the negative realities that are produced

Å Create a ñspecific common vocabularyò, an inside language 
which makes you powerful if you master it.



THE INDIVIDUALISATION 
is based on individual assessment and is  implanted in order to 
isolate the worker:

V annual appraisal interviews, ranking

V quantified performance targets to be achieved,

V variable salary components, bonuses

V atomisation of work tasks to the detriment of know-how, 
professions and workgroups

V breakdown of workspaces

V New computer technologies inducing virtualization 

V Need to self-train, to be proactive, to build your own skills 
pathway, to become self-entrepreneur



THE QUALITY

Total quality, a commercial argument, is 
unrelated to the concept of quality of work 
in the sense of the employee
ÅThe result is far from the promise: Toyota, for example, increased from 

60 000 vehicles recalled for manufacturing defects in 2001 to 1.88 

million in 2005 (1). We stand at 7 million in 2009, and 10 million in 

2010.

ÅThe number of alerts concerning non-food products already marketed 

and found to be dangerous, either because they were marketed too 

early or because they do not comply with the standards, indicates that 

between 2003 and 2015 there has been an almost 15-fold increase in 

the number of alerts for as many brands as Samsung, Toyota, Ikea, 

Firestone. (2)

(1) [Watanabe, Hayashi, 2007 : 146-175]

(2) [census by the European Commission]



The COMMUNICATION
V The internal communication of the company means getting 

employees to be Corporate, investing their bodies and minds 
in the service of business

V the influx of daily emails makes necessary to learn how to 
manage the hierarchy of importance, to know response 
techniques so as not to be trapped by the email that has not 
been read.

V Day and night overflow, or weekends, as can be seen in the 
files submitted by employees.

V There is a tendency to report only positive information and to 
hide the difficulties encountered in real work



THE CONSEQUENCES 

ωworkload, difficult to absorb, time pressure, complexity, work in degraded mode,

ωemotional requirements, in particular contact with the public,

ωlack of autonomy and of room for manoeuvre,

ωlack of social support and cooperation from management and work colleagues,

ωdifficulties in reconciling family and professional life

ωlack of recognition and feeling of uselessness of the work done, loss of meaning of the work 
one does, 

ωconflicts of value between work requirements and personal values that can be harmful to 
mental health (ethical conflict)

ωinsecurity as a result of organisational changes

ωThese factors are causing interpersonal tensionsin the departments, increasing tension at work 
and, in some cases, the isolation of employees (excluding the one that is suffering also in 
relation to the image he gives to the working group of what might happen to them), possible 
moral harassment,
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The most common forms of work organisation in companies and 
establishments today




