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Workt an irreplaceable individual and social

peacekeeper
Work Tt an irreplaceable individual and social peacekeeper

If work cancausesuffering it isfirst of all becausat holdsmany
promises

Promiseof self-accomplishmentthrough the recognition of
2 Yy S €kdls, allowing identity construction, thanks to the
gratitude, acknowledgment of users, colleagues and

management

Promise of social empowerment, of being useful to@hg
world andto others,of learningto live all together
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For a few decades, two currents of thoughts oppose
each other

A The first one supports the existence of narcissistic
perverts and fragile Wor<er$nOV|ng towards the
GYIFGdzNY t AT FOGAZ2YE 2F O

A The 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 examples

La gestion du changement

Les principes de chongemeats réussis daos o

5 enlrapreses

Or, Peter Susé 11.03.1999
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T tous” Les gens seronl imilés el wous posenonl celte question humaine: “Mads,

pourguoi? Pourqued devrais-ie vaus sulvre el abandonnar ma séeurild si vous ne
savwez méme pas o vous allez? Au ddbut da chagque processus da changemenl, @
faut poanvair donner une ripanse és plausitle. Clest normal que les gane asant das
iddes parsonnalles et veullent les suivre, B vaut mieux un darger gu'on cannali
QUi danger gu'on na connai pas. Les pens préférent restar dans wne silualion
connie phutdt que de prendre le fisque de changar, masme & Mobjectil @ abirayant.
Danes, aw débul da chagque pracessus de changament, || Taut une réponse cridible 3
I guestion "Pourquai?=. Aussi curius que cala pusse paraire, du point de wua
physiologique et newclogique, | n'existe que doux sclulions &t demis & ce probleme,
En barmes neurologiques, il n'y a que deus raiscns et daems pour g I cerveay
déslanche un processus de changeman al pow quez k5 créalivild soll possible, En ca
Qi cancerne les enlregrdses, la premidre solution n'est @ wal dire quune demi-
Solubion. On peud Erouver des gens qui adoren prendre des rsques. o eaiata!
Ermviran 10% des gens alment es siuations inatables et plongent les youe formds,
Chez sux, ba godt du rsgue est innd, Mais, si wous ramplissar volre enbregrise da
ces gans-k, je peux vous dire ce qui va Bfiver. Valre entrepeise sena sans sucun
douta une enlreprise vivarda mais pas du tout rentable, car, ces gens-ié ne sonl pas
inddressds par la roulife ni par 'optmésaion mais uniguansant par le changement, s
veudnont dons du nauveau méme si Fanclen modise est encore efcace, Cast
pourcraal, col n'est pas wne réponse compldte mals une dpoees particlls. 1l cxisha

paut parailre euriews, mals la P forcs los gens § changer. L3 H"mmmiur

pas vers lincanne, o'est le moleur du changement. Las gand cammencent & bauger

guand ils onl peur, Mais, 5i vous ulilisez la peur powr moliver vobre perscennel, Ga va
_ =

vous oodiber char, pancs qus waus Bz entrelenic laur aradnle. En plus, la pewr n'est
afficace que ai elia ﬂﬂrﬁemmuﬁhnﬁsnrﬁﬂ. I st gu'edle disparaisse pour que e
changement s'@rrille. Celte expérience est lascnanta, Fales un beul assourdissan

e =
% al obeereer la réaction das gens, lls vont s'encourir, peut-8tre sur 5 mabea, puis

samdtar @l regarder autour dew, Il faut un autre brudl assourdissant pour q\.;'i.ls 5@
femellent & courlr at, la deuxidme fois, s ne parcourront que 4,5 mdalras avant de
sarmeser. [T faul done conlinuar & tire du bruit ot qua le Bruil soil de plus en phes for,
Le degré de frayaur doit augmentsr pow que le mowvemaent conbinue, En tand que
cHde, vous Bocupez wne posiion bizame, car, vous shevaz ellrayer les gana et
continupiemient augmenter lewe frayew pow mainkeni le niveay des parformances.
Claal exaclemend ce quf se passe dans beaucoup denlraprises. La direclion arive

+avac un scinana calstophe. Le personne reate sasis ef se Gk "Alars, quol® Ca y

T

o

-+ nbanmeinsdeus sohitions complites, La premisns corsishe 4 affrayar los gans. Cela lr'_" ,f[
—_ L J-
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esl, un sulng qui monle a Fassaul, encore un proghéle, ele.” En lail, c'aal PO ainsi
dire misux que les @=ns ne se lalssent pas rop alfectar par lgur PEUM DAFCE Que, &
an sligmente syskmatigusment b nlveaw de frayeur ot ai le5 gens lo prennent t.n:E
AU drioux, on arrhe ﬂm.pﬂnL;[mew la pawr se iransfonme N pankgug et
ail = changemant ='arrile, La mallvalion par fa peur ni fonectanng G petias
gﬁmnfaﬁqunlnm enl pan 2, {0’y & plus de changeman| i
gens réag=sant lous de la méme rmanidne, l:.aurap;rl le mailleur naunowrs &
_h:u- porlés, s'azsolent dans un coin el appeilent lsur maman. La parigue amdle oyl
mouvamient el, & partic de o8 moment-la Teal la régression Las aens rebrawsant des
modidles archaiquos el essaient de sa slabilser & Wimporie quel pric Dong, 5 vours

e b plan neurophysiclogique. ) mais fris dificis 8 résiises W eisie havraimaniant

wlifsez la pewr commea mopen da molivation — Ce N est volre drodl - wous SEreE
cerdrantés & ca qu'on appels une siluation trds dificile en termes raychologigusas,
1% Vous devrez antratanic la molivalion par la peur toul le temips, 2°) intensiiar g
Peur systdmaliquernent et 3°) fala trds altanlion 4 ce que 1a PEUF fie 58 irarsionma
Pas &N ganigue, ce quiimplqueralt ia fin tu changement. Brel, on pourrall dirg gl
coux qui uliisen! la pewr samme abbment de mativation daivent awair des talants
pychalogiques paur s compritansion, car, ils doiven| savair exaciement ce qu'ils
fonk. Curiswsemanl, ca aant toujsurs les cadres les moins psychobogues gui essalent
daftrayer lous personnel, Vool Wik aulne exemple, Une povsonng & peine capalbls da
peler une pomme avee un couleay & fruits o b drail depdrer un comuw aveac un
scalped, La motivation poaria P est gans aucwn doute efficace (Col & bl prawvd

s autre forma de motivalion, dond j& vals parier maintanant. C'exl g fascinalion, S|
WELE 8ver quelque chose qui indrigud les geng, is commonceront ETaETE
mEme panser aux risques quile Courant Ei vous parvenaz a frapper Ifmagination
des gens, 59 disen| s Fsme Ga”, e polentiel de changement ast infimi.
sintenant, jal une quastion & vouws Pasar, Qulast-oe qui vous plall dans vole”

bangue? Owesl-ca gue la o & o i séduisant? SF vous R EAVEE BaS M
répandre, ca sera dificile dinslawer d=s procesaus da changarmenl, Vous deves
rowver quelgue choss & PRpos dsjusl vous poweaz dirar “J'adong A, clesl oo qui
fend ma vie professionmelle axcilanle, c'agy CE QU jo vaux walment” Lag cadres
davtaient e los pramiors & se poser catte question. C'esl b quiniervient ia matian
d‘c_\_i:'—un_ Vous ne réaliser sans dogbe Pas & guel poinl ce conssent & gl n-ml_m;e_
dans Firdustris, |1 ¥ a eu lant dactions farkeling avec la nolion ga visliea comerns
e cantral gue parssnna ne ka Prend plus au séneus. Les gans nant pas campris
Aue la vision n'avait rien & voir gves ou paplar de hixe couven de beans fexbe mais
I B'agizzait 4 ure rdsonance dans Fesprit des cadras. Si wous ne Farvenar pas &

e,
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Questioning work

Changes In the organization of work and
their consequences




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;

Anglicismsar e used, a Anewspeako

Theterms 6 d i s r uapilityo eandn,a n@ gement 6 or 0
nati gtes 0,

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

A define the realities of t hese 0

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

A Euphemise, neutralize the negative realities that are produced

A Create a fispecific common
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
guantified performance targets to be achieved,
variable salary components, bonuses

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

breakdown of workspaces
New computer technologies inducing virtualization

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

A The 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.

A The 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, lkea,

Firestone. @

(2) [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

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.

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

There is a tendency to report only positive information and to
hide the difficulties encountered in real work
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The most common forms of work organisation in companies and
establishments today

THE CONSEQUENCES

wworkload, difficult to absorb, time pressure, complexitygrk in degraded mode
wemotional requirements, in particular contact with the public,

wlack of autonomy and of room for manoeuvre,

wlack of social support and cooperation from management and work colleagues,
wdifficulties in reconciling family and professional life

wlack of recognition and feeling of uselessness of the work dose,of meaningf the work
one does

wconflicts of value between work requirements and personal values that can be harmful to
mental health éthical conflic)

winsecurity as a result of organisational changes

wThese factors are causing interpersoteisionsin 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)gbossible
moral harassment,







