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Social expertise of Mobbing 
 
By Marina Parés Soliva (*) 
 
  "In the perverted disappointments produce anger or resentment, and a desire for 
revenge. When a pervert perceives a narcissistic wound (a defeat or repulsion), he feels 
an unlimited desire to have a rematch. It is not a passing reaction, but of inflexible 
resentment. " Hirigoyen. 
 
Introduction 
In recent years there has been an increase in the number of reports of moral harassment 

at work, also known as mobbing anglicism. One of the great difficulties in court 

proceedings for mobbing is the difficulty of having direct evidence available, so expert 

reports have become a useful tool for their indisputable evidentiary value. The difficulty 

of having direct evidence is driven by three reasons: harassment is a subtle, enveloping 

and misleading mechanism, because the harasser denies exercising violence and 

because he aims to cover up fraud, in a fog or manner. to clutter and divert attention. 

The purpose of this paper is to analyse the process of moral harassment at work and to 

provide useful guidelines that allow us to conclude that we are facing a dynamic of 

exclusion and stigmatization of a worker, and the ultimate purpose is it will only benefit 

the instigator, at the expense of harming the organization and its employees. 

 
 
 
 
 
 
 
 
 

We have already mentioned that one of the great difficulties in mobbing lawsuits is the 

difficulty in having direct evidence available, and in addition we find that there are 

many definitions about the phenomenon of psychological harassment by virtue of the 

different disciplines of the human knowledge that could complicate the landscape; That 

is why before entering the mobbing assessment we need to clarify some basic concepts: 

                   The Expertise of Mobbing 
 
Judicial Legal process: difficulty in having direct evidence for: 
 A) Subtle, surround and misleading mechanism. 
 B) The exercise of violence is denied 
 C) Cover up fraud 
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the first is that we have to rely on a judicial definition of mobbing and the second we 

have to have three types of expert assessments in order to do a good job. differential 

diagnosis and to be sure that we are facing a workplace bullying situation and not other 

work situations. 

To summarize the three difficulties in determining a mobbing case are: 

First Difficulty. There are a multitude of definitions, and we are going to overcome this 

hurdle based on a legal definition of moral harassment at work. 

Second Difficulty: Avoid confusion with other occupational pathologies, for which it is 

necessary: 

 A) Do not confuse specific mobbing tests with complementary tests (type of 

organization and harm to the victim) 

 B) Make a good differential diagnosis 

Third Difficulty: It consists in being able to distinguish the various delusions about the 

phenomenon of psychological bullying, and for this it is necessary to know how to 

distinguish a true situation of bullying from: 

 A) False Mobbing (when the bully pretends to be a victim) 

 B) Mental Pathologies (paranoia) 

 C) Conscious Simulators 

 

Mobbing legal definition 

With regard to the definitions of the phenomenon, we especially like the judicial 

definition of mobbing by the magistrate Ramón Gimeno Lahoz at the 1st Day of 

Comprehensive Analysis of Mobbing in Girona. November 2005, in which he described 

moral harassment at work as "the tendentious work pressure aimed at self-elimination of 

'the worker.' Based on this definition, the mobbing expert's report will need to be able to 

determine that we are facing this type of pressure, that is, a harassment in the workplace 

towards a worker with the intention of causing -Damage or harm and the purpose is to 

get tired and disappear from the work environment. There are different manifestations 

of exclusion, from leaving work, moving to a department, firing a volunteer, or moving 

away from the situation. 
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Complementary Tests 
Undoubtedly, in order to diagnose a mobbing case, there are other complementary tests 

that will help to strengthen the expert opinion, such as the damage to the victim and the 

type of organization of the job. Although the damage to the victim, alone, he will not be 

able to determine whether or not there was harassment as the only thing that can 

determine is the individual sequelae of the harassment so it will be used to assess the 

damage but not for the opinion; since the injuries to the victim will depend more on the 

personal resistance of each individual than on the harassment received. In some 

situations, we may find low intensity harassment but severe consequences for the victim 

in the case of other mobbing cases with a high level of harassment and little impact on 

worker health. 

The same should be said about the type of organization of work, there will be situations 

in which each and every one of the organizational errors is presented which could lead 

to a context that facilitated the emergence of workplace bullying but that there was no 

action harassing no working chief; and we may also find ourselves in the opposite 

situation - with workplace organizations that despite their good internal practices have 

not been able to prevent the emergence of bullying. That is why we affirm that the type 

of organization of work is not a determining factor in the emergence of harassment, but 

whether it will be in the evolution that such harassment may have. 

 

Differential Diagnosis 

We will look at a relevant and fundamental aspect when assessing the existence of 

psychological harassment in the legal context, which consists of the proper differential 

diagnosis with respect to other labour phenomena; which, although similar in the 

context of onset and symptomatology, are radically different in origin and legal 

implications. Therefore, it is very important to know what is not mobbing, in particular, 

On the multitude of definitions (psychological, psychiatric, 

anthropological, social ...) 

 Based on a judicial definition 

 We bet on "Tendent labor pressure aimed at worker self-

exclusion" by R. Gimeno Lahoz (2005). 
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following Hirigoyen, we must distinguish moral harassment from work stress, burnout, 

work conflicts and professional demands: 

- Work stress: Stress is understood as the "physiological, psychological and behavioral 

response of an individual who tries to adapt and adjust to internal and external 

pressures". In this context; work stress is caused, among other situations, by job 

demands, work overload, competitiveness or responsibilities. When these working 

conditions exceed the coping capabilities of individuals, a series of psychological and 

physical alterations may occur. Often their symptoms can be confused with the post-

traumatic stress of a mobbing victim. 

- Burnout: This work phenomenon is defined as "a syndrome of emotional exhaustion, 

depersonalization and low personal achievement, which can occur between individuals 

who work with people". The phenomenon of burnout can also be a sequel to mobbing 

(emotional and emotional saturation; emotional distraction and loss of motivation for 

work performed). 

- Labour disputes: In an exclusively labour dispute, there is an explicit discrepancy after 

which, once resolved, the employment relationship returns to normal, unlike in the 

conflict phase of moral harassment where the conflict becomes the explicit reason for 

the harassment. 

- Professional demands: Finally, bullying must be distinguished from legitimate 

decisions concerning the organization of the job (constructive criticism, explicit 

evaluations of the work performed, job changes as long as they are in accordance with 

the contract). of work). 

The two fundamental features that differentiate these workplace pathologies from 

workplace bullying are: tenderness, that is, a desire to hurt, and cover-up. In the work 

situations described above there is no intention to cause harm to a specific victim, but it 

can equally affect the different employees of a company and there is also no 

concealment as the problems or complaints are explicit. On the other hand, in cases of 

moral harassment, there is no explicit conflict, developing in the guise of normalcy 

without anyone, except the victim and the aggressor, noticing it. 

 

Distinguish the various Fools 

In every judicial process, the search for truth is one of its ends, which is why 

reconstructing facts through witnessing becomes an important part. Speaking the lie in 

this context involves detecting the falsehood of that witness. In false accusations the 
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content of the speech may be accurate or erroneous, but within the content of the wrong 

it may happen that the subject actually creates what he says because he is aware of it, or 

may be that the subject, aware of the inauthenticity of his speech. , try to make this one 

true. Although in both places the speech is incorrect, at first there is a lack of intent to 

deceive. False accusations of mobbing will therefore be promoted by two types of 

subjects; on the one hand for those affected by a mental disorder (paranoia) and on the 

other for people who promote fraud. In the latter case, fraud takes place through 

manipulation, and the subjects who promote them can be both covert bullying and 

typical simulators in search of financial gain. Paranoid personality is a personality 

disorder that defines common characteristics with victims of bullying, as distrust, psych 

rigidity, low self-criticism, egocentrism, and the need for basic signs. of flattery. As 

much as the others they are people who harbour resentment and of remarkable 

aggression, in some cases detected and in others projected. Although no one denies that 

there is an abnormal or pathological background in one who seeks through the means of 

false accusations, revenge, utility, redemption, notoriety, fun, such an assertion cannot 

be generalized as there is a whole group of subjects for different reasons have one 

common feature: that of presenting a conscious will to fraud. 

 

The figure of false mobbing must be understood as false-positive in the sense that it is 

often a secret bully who does not perceive himself as such and, consciously or 

subconsciously, presents himself as bully victim and this is because of the bully's 

tendency to pretend to be a victim when exposed. 

Since in mobbing there is a tendency, an immoral purpose, to get to unmask the harasser 

by means of the tests that he himself provides, that is, in his own words, he can prevent 

the worker designated as a victim from being excluded. the world of work; therefore 

detecting the main bully as well as providing us with the elements needed to deal with 

the violence as well 

can be an effective method of detecting the false positives that are hurting the real 

victims so much. We know that in order to harass another human being, the harasser 

will have to carry out two types of manipulations, one aimed at the victim's environment 

and one directed at the harassed person. For the bully in the manipulation directed at the 

environment, he aims to make him his ally, whether he collaborates in the harassment or 

makes it not clear that this is the obvious and that is why the only thing asks the stalker 

is to do nothing. The environment that does nothing becomes a tacit contributor to 
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bullying. Manipulation of the language aimed at the victim is aimed at damaging and 

destabilizing it. Understanding the stalker's language (speech) manipulation is realized 

through four parameters, namely: the terms used, the mental schemas, the strategic 

approaches and the strategic procedures, and in all of them there are some keys. These 

keys are the detection of the use of the word’s talisman, false dilemmas, contradiction 

and inconsistency, as well as curse as one of the preferred procedures of a stalker. 

 We define incongruity as lack of logic or puzzling logic and contradict the set of 

fallacies, that is, the false arguments propagated by the manipulator, which include 

insinuations and misunderstandings. We find the contradiction in the discourse and the 

inconsistency in the reasoning. 

Manipulating language is a tool of the psychological bully as he seeks to hide the 

practice of violence and at the same time uses insider information to hurt. 

 

 

 

 

 

 

 

 

 

 

In false mobbing the type of communication is paradoxical, that is, manipulating 

language; instead, a true victim with authentic mobbing communicates through genuine 

and truthful speech. Knowing these keys gives us some immunity from manipulation. 

Being less vulnerable will allow us to differentiate between the victim and the bully. 

The discrediting of the victim will always provide a gain for the instigator of the 

harassment; the benefit that the harasser would gain from the victim's discredit could 

not be achieved without the use of harassment; therefore, manipulation is the key issue 

in determining the false mobbing of authentic mobbing. 

 

Diagnosis 

Due to the difficulty in obtaining direct evidence of the harassment, it will be necessary 

to reach the opinion of the harassment through expert reports. As the expert cannot rely 

 
Let's get closer to understanding language manipulation through 
studying: 
1- The terms used (I use words "talisman") 
2 - The mental schemes (use of the false dilemma) 
3 - Strategic approaches (contradiction and inconsistency) 
4 - Strategic procedures (curse and not attack from the front) 
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on the indication of a single sign, precisely because of the importance of your opinion, 

assessing both the damage to the victim and the type of organization of the job will 

provide complementary data and information that will be used to endorse or to 

contradict the first diagnosis. Therefore, in the assessment of mobbing we will have two 

objectives of expertise, the first will be to determine whether or not there is a case of 

workplace harassment and the second will be to determine the effect on the victim's 

health and his relationship with working conditions. Thus, the objectives of the skill are 

first to make a diagnosis and answer the question: is it mobbing or not? and second to 

know the consequences for the victim, by assessing the damage. Due to their 

complexity, three types of expertise will be required. The three types of experts required 

to determine a workplace bullying case are: medical, psychological and social. Medical 

expertise will determine the degree of effect on the health of the worker, basically 

through the verification of the physical symptoms of the psychosomatic alterations and 

the sequelae. Psychological expertise will be helpful in identifying alterations in the 

employee's emotional health as well as in the organizational context in which bullying 

emerged. However, social expertise will be the determining factor in the diagnosis of 

mobbing, since moral harassment at work is a social phenomenon and can be diagnosed 

through social parameters, such as the existence of harassing behaviours, the type of 

bullying what it is and the current phase of it. 

 

 

 

 

 

 

 

 

 

Social expertise of Mobbing 

Social Expertise is a report where a detailed, objective study of the aspects of the 

problem presented in the lawsuit is performed. In the case of a mobbing or bullying 

situation it must be shown that there have been tendentious work pressure behaviours. 

MOBBING EXPERTISE 
It has 2 objectives: 1) To diagnose if it is mobbing or not 

2) Rate the damage to the victim 
We will use 3 types of skill: 

 1) medical expertise (physical symptoms of psychosomatic disorders) 
 2) psychological expertise (emotional alteration of the worker and analysis of 

the work context) 
 3) social expertise (determinant based on social parameters). 
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The methodology of social assessment is based on the expert interview as a basic 

technique, so the social worker as an expert must be able to determine the type of 

bullying, we are facing and the current stage of evolution of the bullying process by 

means of tests and hints. The tests can be witness, written or through recordings. When 

it is possible to be accompanied by the interview with other employees of the 

department involved, we can have the proof. Thus, in order to determine that there has 

been tendentious labour pressure aimed at the self-exclusion of a worker, we must prove 

that the pressure has been exerted especially against a particular worker, unlike the rest 

of the peers. Although it is true that in order to determine that there is workplace 

bullying we do not have to test the conscious purpose of the company that the worker 

has self-excluded, that is, to leave his job; however, the finding of a business desire, by 

means of verbalization or any other means, for the worker to leave the company 

voluntarily with loss of social rights, if it is a weighty element in the analysis of the 

situation. We need to keep in mind that not always the harasser, especially in the early 

stages of the bullying, is aware of his desire to disassociate himself from the victim as 

sometimes the first thing he wants is to silence the victim to stop you from explaining 

something that the stalker does not want you to know; it is in a later stage when he 

realizes that he will not be able to achieve the submission of the victim, which will 

motivate him to want to disassociate from her. The social expertise of mobbing will 

determine the existence of a mobbing case, in three steps, the first step will be to list and 

detail several of the bullying behaviours, the second step will be to determine the type 

of mobbing and the third to test the phase in which the victim is. 

Step 1: Mobbing behaviors 
 
Having described the concept of moral harassment, it is necessary to know which 

behaviours are likely to be encased in this concept and for this we will base ourselves 

on the mobbing behaviours described by Zapf, Knorz and Kulla, in 1996, grouped into 

seven blogs: organizational measures, social isolation, private life, physical violence, 

attitudes, verbal aggression, and rumours, in particular: 

ATTACKS TO THE VICTIM WITH ORGANIZATIONAL MEASURES 
• The superior restricts the person to the possibilities of speaking 
• Change a person's location by separating them from their peers 
• Peers are not allowed to speak to a particular person 
• Forcing someone to execute tasks against their conscience 
• Judging a person's performance offensively 
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• Question a person's decisions 
• Do not assign tasks to a person 
• Assign meaningless tasks 
• Assigning a person tasks far below their capabilities 
• Assign degrading tasks 
 
ATTACKS TO THE SOCIAL RELATIONS OF VICTIM WITH SOCIAL 
ISOLATION 
• Restrict the ability to talk to a partner 
• Refuse communication with a person through looks and gestures 
• Refuse communication with a person through not communicating directly with them 
• Do not address the word to a person 
• Treat a person as if he did not exist 
 
ATTACKS TO THE PRIVATE LIFE OF THE VICTIM 
• Permanent criticism of a person's private life 
• Telephone Terror 
• Make a person look stupid 
• Understand that a person has psychological problems 
• Mocking a person's disabilities 
• Imitate the gestures, voices ... of a person 
• Mocking a person's private life 
 
PHYSICAL VIOLENCE 
. Sexual offers, sexual violence 
. Threars of physical violence 
. Use of minors violence 
. Physical abuse  
 
ATTACKS TO THE ATTITUDES OF THE VICTIM 
. Attacks on political attitudes and beliefs 
. Attacks on religious attitudes and beliefs 
. Mockery of the victim´s nationality  
 
VERBAL AGGRESSIONS 
. Shout or insult 
. Permanent criticism of the person´s work 
. Verbal threats  
 
RUMORS  
. Speak badly about the person behind you 
. Dissemination of rumors 
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2- Second step: Type of workplace harassment 

The classification according to the objectives will provide us with the following four 

types of harassment: strategic, directing, perverse and disciplinary. 

 

1st - The Strategic Siege. 

It is the quintessential scam or fraud harassment. This is an "institutional" bully because 

it is part of the company strategy that tends to "lay off" avoiding paying compensation, 

executives take advantage of mergers to save on the social plan, and this method it 

allows unscrupulous companies to bag the many employment aids that are available in 

European Union countries, then to get rid of the new worker just after the legal 

deadlines have passed, to resume others and so on. 

 

2nd - Stalker of Direction 

It is the bullying exercised by the institution's management, it is management or 

organizational harassment, and it can have two goals: to eliminate a submissive worker 

or to force situations of slavery in the workplace. Removing a worker who is "out of the 

mold" is determined by the organizational pervert, which has climbed the ranks and 

filled positions with certain power within the company. Thus, the victim of the bullying 

will be that worker who has a genius, who has excessive shine in his tasks, or who is a 

representative of the staff without being subject to the use of the boss, or that (that) 

place is wanted to give to a friend or lover. It is the bully and ineffective manager 

bullying that you are afraid of because you can't be as bright as your worker. Other 

times, harassment from the management is instituted to force situations of labour 

slavery, so that management seeks to increase performance and profit by making more 

and more work, with less and less staff, paid every time. less. Then, since nothing is 

left, the pressure, facilitated by the economic climate and the debt, is used. In the long 

run, the proposed goals are not achieved. Today it is known that there are many 

companies that do not need harassment to be very competitive, even if they are fighting 

against the bullying, because they understand that this method costs the company 

money. and it will cost more and more. 
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3rd - Harassment Perverse 
 
Harassment is the most abundant, for all cases of horizontal harassment, and for upward 

vertical harassment, and in some cases, for downward or bossing harassment. It is the 

type of harassment that the French therapist Marie-France Hirigoyen defines in its many 

facets. In fact, this type of bully is presented mostly as a manipulator, only manifesting 

his true nature before the victim, without witnesses. She is very seductive, easily gains 

the trust of others, and tells them her private life so that she can turn her full face in her 

attacks. The victim sees her speaking kindly to others, but instead ignores or humiliates 

her when they are alone. It has, above all, an absorbing act and equates it with 

emotional blackmailers. When you end up with one victim, there will always be 

another. No one is safe, no shelter. Its seduction is such that sometimes it manages to 

put the whole society against the victim .... it even gets it betrayed by its friends. This 

personage causes disorder in any department where he works and causes great damage 

to the victim when he gets people who, once helped, or reassured, turn brutally against 

him and betray him. The wicked has only one weak point, he fears light, which is why it 

is important to direct a projector on his hidden manoeuvres and make the fact public 

through the socialization of the problem. 

 
 4th harassment Disciplinary 

Bullying can have several goals: to make the victim understand that he or she must "get 

into the mold" or to punish him / her if he / she does not, and to fear witnesses of such 

violence for fear of suggesting what to do it can happen to them. It is the category used 

against delegates and other elected officials or against all those whose charisma or 

competence overshadows the instigator of harassment. It also helps to get rid of "too ill" 

individuals, who have "too many" casualties, or women who were unwise to announce 

their pregnancy. This category may also be classified as crimes of racism, 

discrimination, and all those workers who report fraud in the institution, such as the 

example of a nurse who reports abuse, or that of a non-accountant agreement on the 

cover-up of embezzlements, or that of the 'secretary who sees passing bribes, etc. 

 
 
3- Third step: Phases of workplace harassment 
 
Seduction Phase. 



 12 

In this phase the siege has not yet manifested its great violent potential. Seduction is 

usually targeted at the victim, but at times the seduction is targeted to the victim's 

immediate environment, and then this phase may be masked. Without this phase the 

bullying cannot occur. In the seduction phase the manipulator will make you believe 

that you care about the (future) victim, either through flattery or through compassion. It 

is a strategy aimed at the knowledge of the cracks (weaknesses) of the future victim and 

the objective is the absorption of "something" that has more of the victim. This thing of 

extra, it can be a personal quality or social contacts. The ultimate consequence is the 

occupational and social neglect of the victim. We conclude that the seduction phase is a 

process aimed at appropriating something foreign and consists of a series of steps, 

namely: a) capturing the person, b) absorbing or learning the quality, c) testing and 

finding and lastly d) the personal external discredit of the authentic possessor of the 

quality. The seduction aimed at the victim aims to appropriate something that belongs to 

him, instead the seduction directed at the environment aims to make him an ally of the 

stalker, so that he does not show the violence exerted. against the victim. 

 

Conflict Phase 

Most experts define mobbing from this stage on, and find that an interpersonal 

relationship that was once good or neutral often suffers from a negative change; without 

understanding the existence of the previous phase of seduction, this abrupt change has 

no explanation. Conflict in the work environment, whether due to personal disputes, 

differences of opinion, pursuit of different goals, or personal friction, is very common. 

Not all conflicts degenerate into harassment, in my opinion only those with a baseless 

interest. In all kinds of conflict, the parties try to defend their views or interests, but it 

starts as a starting point for bullying when one party starts a strategy to influence, defeat 

or oppress the other. Bad resolution of the conflict is what leads to workplace bullying. 

The first consequence is that one-off conflict is not resolved, it becomes chronic, and 

harassment occurs. The conflict is almost always linked to a questioning of the future 

authority of the leader (formal or informal) by the future victim. 

 

Harassment Phase 

By allowing the conflict to degenerate into harassment, society as a whole loses, 

basically, because it cedes social control to the manipulator and becomes a collaborator 

beside the bully in the process of destroying a human. The stronger part, that is, the 
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bully, adopts annoying attitudes to the other, the victim. In the beginning they are 

subtle, indirect and difficult to detect actions and are aimed at attacking the victim's 

weakest point. The goal of every person who instigates a persecution is the immoral 

desire to want to achieve the disappearance of the victim from the work environment 

through their psychic destruction. One of the consequences is that the victim may begin 

to ask what is wrong. If the victim does not socialize the problem of harassment and is 

silent, or if the system of notification and resolution of conflicts in the company does 

not work, he will go to the situation of harassment and harassment in which the 

psychological violence against the victim will be increasing. 

 

Phase of Intervention of the Environment 
The response of the work environment will be the one that will determine the rapid 

resolution of the harassment or its permanent implantation, with the consequent damage 

to the health of the bullying. Therefore, the attitude of the environment will be a basic 

element in the development or resolution of bullying. The manipulator, who has already 

become the main stalker, needs to surround himself with people who help him achieve 

his goals, and so he encloses in a clique, acting like his allies. You will also need the 

support of others in the institution, who will play a less aggressive but equally 

destructive role in spreading slander and helping create a "black legend", either as tacit 

collaborators or accomplices. The aim of the harasser in this phase is to obtain the 

necessary authorization to carry out psychological violence with impunity against the 

victim, with the consent and even active participation in the harassment of all people in 

the work environment close to the victim. The first consequence is the establishment of 

a work environment full of bad rolls, rarities and susceptibilities. 

 
Phase of Company Intervention 
Bullying can occur in any company, sometimes because of poor planning and 

organization of work as an integral part of doing business. Whether it is a conscious or 

an unconscious business strategy, we must not forget that it rests on the moral and 

physical suffering of the worker; and that the organization will always be able to 

implement mechanisms to prevent bullying. In this phase the company realizes the 

situation and tries to act. They usually approach the situation by identifying the victim 

as their problem. He interprets it as an interpersonal conflict, blames the victim and 

avoids taking responsibility. Behaviour of widespread bullying, the so-called multi-

bullying, may occur, and the victim is beginning to be viewed as a threat or annoyance, 
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"persona non grata" by all. The objective in this phase is to achieve unanimity in the 

satanization and stigmatization of the victim, so from the exclusion of the victim there is 

hardly a step. The pursuer uses attitudes or behaviours for isolation and for more direct 

or forceful aggression or attack, and the victim loses his or her coping, defence or 

fighting mechanisms. The first consequence is that the personality and behaviour of the 

victim change and the pursuer uses it to indicate as the cause of the problem. Even if the 

victim fights the abusive behaviour of the harasser, this fact will be interpreted by the 

workforce as a negative attitude on the part of the victim. The victim is subsequently 

discharged from medical care instead of seeking the source or source of the problem. 

Exclusion or marginalization phase 

Exclusion refers to both the marching of the victim of the organization and one of the 

grave consequences of any bullying phenomenon that has been allowed to flourish up to 

this stage and is no more than exclusion from the world. of a worker, usually defined, 

before the bullying, as brilliant in the performance of his duties. Marginalization refers 

to situations where the exclusion of a worker is impossible, as in the case of civil 

servants, in which case the worker is marginalized in a department or office without any 

actual employment. Excluding bullying from the workplace takes different 

manifestations, such as improper dismissals, early retirement, or invalid opinions. It also 

includes the social exclusion of those affected by moral harassment at work by 

establishing chronic diseases, both physical and mental, that prevent the full 

participation of the individual in society. The most extreme case of exclusion is one that 

results in the loss of life of the person affected by moral harassment, whether through 

suicide, or in fatal work accidents. In this phase, the obvious aim of the entire 

organization is for the victim to request a change of job or leave the company. However, 

for the main stalker, the target is still the fraudulent appropriation of what the victim 

was representing, which is why often even after the victim's departure from the 

business, negative reports are transmitted from her to avoid to get another job at another 

company. The first consequence is the isolation of the victim, which is extreme and 

widespread on the part of the staff, accompanied by the alteration of the emotional and 

psychophysical partner balance of the victim, the cessation of their systems of coping 

and finally of the exclusion from the labour world. 
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Recovery Phase 

The spread of the phenomenon of psychological harassment, the spread of information 

about it and the inclusion of moral harassment as a psychosocial risk in occupational 

health prevention measures are promoting that some affected by moral bullying do not 

end up being excluded from the world of work and who can return to it once the 

aftermath of the psychological violence exerted on them. It is, therefore, a new phase in 

which the greater knowledge and dissemination of this destructive process, facilitates 

the existence of people in the company (bosses and colleagues) who refuse to assault; as 

well as a group of people and institutions from outside the company that help repair the 

damage received. The objective of this phase is twofold: on the one hand, it promotes 

the recovery of the health of the affected person by harassment of its aftermath, and on 

the other hand, recovers for the working world a brilliant and successful worker. One of 

the consequences is that the recovery will usually occur posteriori, whether it be from 

the siege territory or not. 

                                                        APPAISAL- TAXATION 

Determining the damage to the victim. The Appraisal. 

Damage to a mobbing victim has two aspects: one concerns health at the time of the 
bullying and another refers to the aftermath of prolonged and untreated bullying. 

  

 

 

Symptoms: 

Once it has been possible to determine that we are really facing a mobbing case, it will 

be necessary to be able to determine how the victim has affected and we will do this by 

assessing the damage and for this it is imperative to know what the symptoms are. are 

more common in victims of workplace harassment. The most common symptoms in 

mobbing victims are post-traumatic stress disorder, with sleep disturbance, general 

tiredness, especially negative thoughts about the future, and the individual's future 

possibilities. Also, the presence of a varied form of physical symptoms, such as 

headaches, pain, low back pain, digestive problems, ringing in the ears, hypertension, 

Damage appraisal 
symptoms 

sequels 
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respiratory problems, stress etc. that all of them are still part of the trauma process, and 

can be denied for a long time. Of course, there are also slightly more specific 

symptoms, such as anxiety, distress, disability or difficulty, or the lack of desire to do 

tasks that could be done without problems before (going out, meeting others, etc.).  

And as time passes, other symptoms appear, such as difficulty concentrating, 

forgetfulness, memory loss, lack of energy in general, or lack of appetite, the lack of 

taste in things, or find them meaningless. All of this is preceded by even more specific 

paintings in which the bully victim avoids doing things, shuts down, fear prevails, and 

caution goes away, and rumours or reminiscent of pictures of something happened to 

them, or to live personally, together with a state of constant alteration. It is also very 

common to find a state of almost constant irritability and violence in victims of moral 

harassment, which causes them to escalate into conflicts of all kinds and exacerbate 

them further, giving us a sense of greater frustration. 

The damage assessment will therefore be supported by the aforementioned medical, 

psychological and social expertise; where the doctor must determine the physical 

symptoms of the somatization, the psychologist must determine the alterations in the 

victim's personality, and the social worker will determine the type of harassment and 

affect the social networks on the victim. 

 

 

Sequels: 

 

We know that survivors of prolonged bullying develop personality traits that are 

characteristic of post-traumatic stress disorder, which we will discuss in more detail 

later, including deformations in our ability to relate. 

It is important to note that in addition to the diagnostic difficulty caused by both the 

disguise with which the situation is presented and the re-victimization, an additional 

element must be pointed out and which further emphasizes this difficulty and is related 

to the victim's guilt. Because post-traumatic symptoms are so persistent and so varied, 

they can be confused with personality traits of the victim 
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SYMPTOMS 
 

Post-traumatic stress 
● Sleep disturbances 

● Generalized tiredness 
● Negative ideas about the future 

 
Physical 

● Pain: headaches and lower back pain 
● Digestive problems 

● Ear ringing 
● Hypertension 

● Respiratory problems 
● tensional 

Specific 
 

of short duration 
● Anxiety 
● Anxiety 

● Inability or difficulty performing tasks 
● State of irritability and violence 

● Feelings of incomprehension 
 

of average duration 
● Difficulty concentrating 

● Oblivion and memory loss 
● Lack of power in general 

● A hedonism 
● Attitudes of mistrust 

● Loss of enthusiasm and interest in family projects 
 

long lasting 
● Avoid doing things and close 
● Exaggerated fear and caution 

● Rumours predominate or remember something 
it happened to him or he lived 

State of constant alteration 
● Conduct of isolation, avoidance and retraction 

● Abandonment of family responsibilities and commitments 
● Alteration of affectivity 



 18 

We know that sometime after the bullying is over, many affected still feel like some of 

them have died, and some of the victims, the most afflicted, wish they were dead. The 

threat of annihilation defining harassment can torment the survivor long after the danger 

has passed. Traumatized people feel completely abandoned and alone in exile from the 

human system of care and protection. From that moment on, each relationship, from the 

closest family ties to community affiliations, will be dominated by a sense of alienation 

and disconnection. The traumatic event of being the victim of the harassment of one's 

own people (company and co-workers) has destroyed the belief that the individual can 

be "self" in relation to others. Thus, by definition, traumatic events frustrate initiative 

and destroy individual competition. We must not forget that regardless of the attitude of 

the victim, the harassment has continued, that is, no matter how brave and full of 

resources the victim is; their actions were insufficient to prevent the disaster. After 

violent events of harassment, victims review and judge their behaviour, and feelings of 

guilt and inferiority are almost universal. We discussed earlier that traumatic events 

shatter the normal protective systems that give people a sense of control, connection and 

meaning. Thus, traumatic reactions take place when the action is of no use, that is, when 

it is impossible to resist or escape, then the human self-defence system feels 

overwhelmed and disorganized. It is in these situations that traumatic events produce 

profound and lasting changes in physiological response, emotions, cognition and 

memory. Following Hirigoyen, we cite a salient consequence of bullying, namely stable 

psychic modifications, that is, changes in the victim's personality. These changes can 

take three different patterns: a) The predominance of obsessive traits (hostile attitude 

and suspicion, chronic feelings of nervousness, hypersensitivity to injustices); b) 

predominance of depressive traits (feelings of helplessness, inability to enjoy and feel 

pleasure, anhedonia, learned hopelessness) and; Finally, c) Resignation: isolation, a 

feeling of alienation from society, a cynical attitude towards the environment. 

 

Symptoms of sequelae in a victim of prolonged bullying can be categorized into these 

three main categories: hyper-activation, intrusion, and constriction. 
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The hyper-activation reflects the persistent expectation of danger. The most important 

symptoms are as follows: the person is easily startled (exaggerated alertness), reacts 

irritatingly to small stimuli (irritability and explosive behaviour), and sleeps poorly 

(nightmares). Hyper-activation is the predominant pattern of obsessive traits described 

by Hirigoyen. 

 

The intrusion reflects the indelible imprint of a traumatic moment. Victims relive the 

facts time and again in their thoughts, dreams and actions (with the desire to 

subconsciously or hiddenly reverse the situation) The bullied person continues to face a 

difficult situation, in which he has failed to play a satisfactory role, so he continues to 

strive to adapt. Reliving the trauma can mean mastering it. 

 

The constriction reflects the overwhelming response of surrender. Then the person 

closes in on himself, there is altered consciousness as a protection from unbearable pain. 

Symptoms include: suspension of initiative and critical judgment, subjective or calm 

distancing, analgesia, distortion of reality, and depersonalization. Symptoms of 

constriction demonstrate dissociation of the victim. Dissociation is an attempt to forget 

the growing sense of helplessness and terror. It is a way of escaping from difficulties, by 

limiting actions (they stop doing things, they stay home) and initiative. 

SEQUELS 
 

obsession 
● hostile attitude and suspicion 

● nervousness 
● hypersensitivity to injustices 

 
depression 

● feelings of helplessness 
● Anhedonia 

● Hopelessness learned 
 

resignation 
● Insulation 

● Feeling of alienation 
● cynical attitude towards the environment 
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The onset of these symptoms follows a set pattern, so after an experience of 

overwhelming danger, such as an act of labour harassment, the two contradictory 

responses of intrusion and constriction alternate in a victim's attempt. to find the 

balance. Often, the victim has nightmares or frightening thoughts about the terrible 

experience he had, and he tries to stay away from anything that reminds him of this 

horrific moment. You may also feel angry and don't care about anyone or trust others. In 

these cases, the victim is always on the defensive, aware of any danger, and feels very 

bad when something happens that catches her by surprise. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

As the bullying process goes on, and the victim continues to be harassed, there is an 

attempt to adapt to the chronicle of the situation through emotional protection 

mechanisms, and a decrease in intrusive symptoms. As intrusive symptoms subside, 

avoidative or constricting symptoms begin to dominate. The traumatized person no 

longer looks scared and can regain his former way of life, but the mechanism of 

stripping events of their normal meaning persists. Constrictive symptoms are not easily 

recognizable, as their importance lies in the missing, that is, in the restriction of the 

traumatic person's inner life and outward activity. 

The social effects of workplace bullying on the victim are characterized by the 

appearance of mistrust and isolation, avoidance and retraction behaviours. These social 

SERIES OF SYMPTOMS 
 

First Appearance = persistent expectation of danger 
Exaggerated alert status 

● Irritability and explosive behaviour 
● nightmares 

 
Maintenance = footprint of traumatic moment 

● relive the facts over and over in their thoughts 
● Rumours 

 
Chronifation = stifling surrender response 

● closes on itself 
● suspension of initiative and critical judgment 

● Calm and analgesia 
● distortion of reality 

Depersonalization and dissociation 
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consequences are also manifested in family relationships such as feelings of 

incomprehension; loss of enthusiasm and interest in common projects; abandoning 

family responsibilities and commitments; altered affectivity. 

 

Conclusions 

It is normal for a group of people to have crisis and conflict. A hurtful warning in a 

moment of exasperation or moodiness is not significant; and even less so if you make 

excuses below. What destroys the phenomenon is the repetition of vexations and 

humiliations. Bullying is a scary phenomenon because it is inhuman. He knows no 

moods, no mercy. Co-workers, out of spite, out of selfishness or fear, prefer to stay on 

the side-lines. When such an asymmetric and destructive interaction starts between two 

people, the only thing that it does is amplify progressively, unless an outside person 

intervenes vigorously. If at some point in the bullying process someone, with a certain 

amount of power, reacts in a healthy way, the process stops. 

 

All reproduction must cite the author and the source 
(© marinapares2007) 

 

(*) Marina Parés Soliva. Diploma in Social Work. Legal social expert. President of the 

European Mobbing Information Service (SEDISEM). webmaster of 

www.acosomoral.org 

 

 

BIBLIOGRAPHY 

 
1. Escudero, José Francisco i Poyatos, Glòria. "Mobbing: Anàlisis multidisciplinar y 
estrategia legal". Barcelona. Bosch, 2004. 
2. García, Rolsma i Fuentes. "Treballant amb l'enemic". Barcelona.Random H. 
Mondadori, 2003 
3. González de Rivera Revolta, José Luis. "El Maltrato psicologico" .Madrid. 
Espasa.Calpe, 2002 
4. Hirigoyen, Marie-France. "L'assetjament moral" .Barcelona. Paidós, 1999. 
5. Hirigoyen, Marie-France. "L'assetjament moral a la feina" .Barcelona. Edicions 62, 
2001. 
6. Leymann, Heinz. "Mobbing. La Persecution au travail". Paris. Editions du Seuil 
1996. 
7. Piñuel Zabala, Iñaki. "Mobbing: Como sobrevivir al acoso psicologico en el trabajo". 
Santander. Claret, 2001. 



 22 

8. Piñuel Zabala, Iñaki. "Mobbing. Manual de autoayuda ". Madrid. Aguilar, 2003. 
 
INTERNET REFERENCES 
 
1- Leymann, Heinz. "Contingut i Desenvolupament de l'Assetjament grupal / Mobbing" 
Publicat a "Leymann" (on line) (ref 3-9-02). Disponible a la web Assetjament Moral 
http://www.acosomoral.org/leymann2.htm 
 
2- Gimeno Lahoz, Ramón. "L'actuació del jutge davant de la pressió laboral 
tendenciosa". Publicat en CD de les Primeres Jornades d'Anàlisi Integral de l'Mobbing. 
Girona 2005 i en Articles Jurídics (on line) (réf. 30-11-05) Disponible al web 
Assetjament Moral. http://www.acosomoral.org/pdf/PoRGimeno.PDF 
 
3- Parés Soliva, Marina "Detectar a l'assetjador a través del llenguatge" III Trobada 
Internacional sobre Prevenció i Salut Laboral. Vilanova i La Geltrú, maig 2005. 
Publicat al CD de l'Esdeveniment. 
 
4- Parés Soliva, Marina "La Comunicació en el Mobbing". 1 Simposi Iberoamericà 
d'Ergonomia i Psicosociologia. Avilés. Octubre 2005. Publicat a "La Comunicació en el 
Mobbing" (on line) (ref 30-10-05). Disponible en el lloc Assetjament Moral 
http://www.acosomoral.org/pdf/ResumAviles.PDF y en la revista "Seguridad" nº 160 
editada per la Comissió de Seguretat en la Indústria Sidero metalurgica d'Avilés pag.13-
33 ISSN 0378- 9551 
 
5- Parés Soliva, Marina "La Prova testifical com detectar el fals mobbing? "Publicat al 
CD de les Primeres Jornades d'Anàlisi Integral de l'Mobbing. Girona 2005 i en Articles 
Jurídics (on line) (réf. 30-11-05) Disponible al web Assetjament Moral. 
http://www.acosomoral.org/pdf/poMPares.PDF 
 
6- Parés Soliva, Marina "La Detección del falso Mobbing" Congréso Latinoamericano 
de Psicologia Jurídica y Forense. On-Line. Versió 3.0. Abril 2006. Publicat al Butlletí 
Electrònic de Psicologia Jurídica (on line) (réf 3-8- 06) Disponible al web 
http://www.psicologiajuridica.org 


	3rd - Harassment Perverse
	Harassment is the most abundant, for all cases of horizontal harassment, and for upward vertical harassment, and in some cases, for downward or bossing harassment. It is the type of harassment that the French therapist Marie-France Hirigoyen defines i...
	4th harassment Disciplinary
	Bullying can have several goals: to make the victim understand that he or she must "get into the mold" or to punish him / her if he / she does not, and to fear witnesses of such violence for fear of suggesting what to do it can happen to them. It is t...
	3- Third step: Phases of workplace harassment

