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Job characteristics

Time on job
varied from 3 to
35 years

73% worked more
than 10 extra
hours per week

89% worked
more than 40
hours weekly

94% reported
moderate to fast
work pace

80% were urged
to do overwork

83%had no
control over
work rhythm
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Discovery of fraud - 4 cases

¢ Following an organizational change which could
be a promotion, change of management, etc. a
fraud was discovered

Interviews showed 2 types of employee’s
behaviors after discovering a fraud, each of them
unleashing different consequences:

denounce (or threaten to denounce)
acknowledge and refuse to participate

b

Discovery of fraud: 2) refusal to
participate in the fraud

Ex.: refusal to pay propine in order to obtain privileges
aim seems to be to punish the employee by:

intentionally exposing to danger (for example assigning
the driver the most dangerous bus itinerary)

interfering with working time (assigning worst working
schedules)

damaging the employee in his wages, benefits or worker’s
right

discrimination and lack of equity

firing menaces if he complains or denounces any of the
previous

e Ex:F.M.

Type of mobbing behavior | N %
Concerning _job _content | 13 72
(attributions, job, function,

vacancy)

Concerning working place 33
Concerning work | 6 33
organization

Work pressure 13 72
Concerning working time | © 50
Concerning wages, | 12 66
benefits, worker’s rights

Concerning law suits 2 22
Ask for urgent work |3 17
unnecessarily

Taking out of infrastructure | 4 22
Firing menaces. 13 72
Humiliations 17 o4
Discriminations and lack of | 11 61
equity

Exclusion 6 33
Isolation 7 39
Others 16 89

Discovery of fraud: 1) denounces or
threatens to denounce a fraud

e Counteroffensive aim appears to be to neutralize
employee by:

* |Isolation and exclusion;

e Changesinjob content;

e Discredit employee by humiliating, discriminating

e Threaten employee (life threatens, intentionally
expose to dangers, lawsuits, police reports, firing
menaces)

e CADS, FMGS and CCAC are examples of this
situation

Management change: 4 cases

. When a new manager/supervisor/director comes into scene the aim
seems to be to put things and employees into a new frame, changing
everything:

. Ex.: MN (doctor) - new manager:

. destroyed the previous existing work organization

. took out her assistants and infrastructure

. immediately demanded double productivity,

. discredited her with the receptionists

. made diminishing comments about her capabilities
. jokes, sarcasms

. forbade her to talk to receptionists

. forged complaints against her for refusing to treat the patients

. threatened to fire her

. overtime was reduced and there were mistakes concerning her
paycheck
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ability - 4 cases
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pointed to the complex nature of bullying
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