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Preface


This writing recounts a long period of struggle during which I had to face systemic harassment orchestrated by my employer.


The harassment began in the professional context. According to the Labor Code, article 1152-1-4, "repeated actions aimed at degrading working conditions can constitute moral harassment, potentially injuring the rights and dignity of the employee, impairing their physical or mental health, or compromising their professional life."


You will discover in the second part that my employer was intent on appropriating this article.


Seeking the help of a lawyer became necessary because the stakeholders, who were supposed to play a role in protecting employees, allowed the situation to unfold. The course of events confirms this; my employer's objective was to protect a toxic, manipulative, perverse, incompetent manager who was serving financial interests unrelated to our dispute. The lawyer in question was one of the pawns in the process prepared by the protagonists.


When the harassment extended into my private life, I was in a waiting phase regarding negotiations through a lawyer and sensed a toxic atmosphere that I did not understand. From my perspective, a discreet exit through an amicable breakup did not at all justify this palpable pressure.


The seizure of the courts became justified over the months as a certain number of events occurred. I recorded them in a notebook and collected visual evidence to manage the 'just in case.'


Alongside my efforts, I freed my thoughts by writing poems. These were published under the title 'I Was the Chosen One.'


As stated in the preface of this collection, my state of mind fluctuated with the difficulties. It was a true test at the heel and the commitment of a fight to defend my rights. As stated in the Napoleonic code, 'no one is supposed to be ignorant of the law'; I would even say, ' Dura Lex, Sed Lex'.


This document presents the chronology of the events that occurred and the steps taken to try to envision a constructive end to the story.


Upon reading it, you will understand that discernment is completely absent.


Sometimes it is appropriate to clarify the meaning of words, so I remind you of the definition of 'discernment' from Larousse.


'Discernment: n.m.


Ability to assess things sensibly; intelligence, critical sense: Act with more discernment.


Synonyms: Clarity - intelligence - judgment - common sense (informal) - insight


Opposites: Blindness - confusion.’










I. What is organized stalking?


The organized stalking targets the social elimination of a targeted individual, who will be persecuted by one or more groups of individuals, organised into a network.


This means that a dockyard is set up to identify all the actions needed to coordinate the various phases of the construction project, from design to completion. The dockyard must be well organised and well planned. In other words, this social elimination is planned.


The bandleader is responsible for this organization. They call upon various trades to ensure that the work is carried out. In this case study, Bono's six thinking hats method was used to solve the problem of my employer, i.e. myself. ( Um, she says she did not understand the idea...!)


This method uses six hats, each in a different colour, to distinguish the different stages of identifying the solution. Each colour represents a role to be played and a way of thinking. Bono defines them as follows:


- The blue hat is the conductor. Its role is organisation. It channels ideas, is rigorous, brings discipline, and identifies the solutions to be retained.


- The yellow hat represents optimism. It is the positive critic, full of dreams and hope, offering constructive comments.


- The green hat plays the role of the creative thinker. Their ideas are fertile and uncensored. They are the eccentric, the provocateur.


- The red hat is for emotions. It represents intuition and sensitivity.


- The white hat is neutral. It conveys information by referring to facts, figures and information that is free of interpretation.


- The black hat is responsible for risks; he is the pessimist of the group. He represents caution and assesses dangers.


The order in which the hats are used is determined in advance.


The number of participants is defined by the Bono method: from 5 to 30.


To identify the pawns who will wear the hats, relatives are the ideal actors. Indeed, the closer the network (family, friends, neighbours, and extensions of these three categories), the more effective the organisation will be. As the people in your close circle are supposed to be trusted individuals who know you well and can obtain information ‘without suspicion’, they seem ideal for this organisation at first glance. They can easily convey information, as they enjoy a high level of credibility with the conductor( s) and the final recipients of the information. Most of these hats or pawns have a fragmented view of your situation and are often manipulated. Nevertheless, these hats actively participate in the harassment because their actions are coordinated by the orchestrator( s) and/ or leader( s). The reasons for this participation can be numerous (financial interest, corruption, gifts, professional or personal favours, perversion, stupidity, etc.), there is no limit.


• There are many forms of harassment:


• Cyberbullying


• Moral harassment


• Street harassment


• Harassment in the workplace


• …


An author specialising in the study of different forms of violence, Marie-France Hirigoyen (psychiatrist, psychoanalyst, and victimologist) sheds light on these malicious acts in her book ‘Moral harassment, perverse violence in everyday life’.


To encourage you to read his work, below you will find a collection of sentences that caught my attention in light of my own experiences:


‘Contrary to what aggressors would have us believe, victims are not people suffering from some kind of pathology or who are particularly weak. On the contrary, very often harassment occurs when a victim reacts to authoritarianism and refuses to be subjugated. It is their ability to resist authority despite pressure that makes them a target. ... A manipulative pervert who cannot tolerate the slightest opposition to his power will transform a conflictual relationship into hatred, to the point of wanting to destroy his target... When a pervert enters a group, he tends to gather around him more docile members whom he seduces. If an individual refuses to be manipulated, they are rejected by the group and designated as a scapegoat. A social bond is thus created between the members of the group through their shared criticism of the isolated person, through gossip and rumours, making them responsible for all faults. ... The goal of a perverse individual is to gain or maintain power by any means necessary, or to mask their own incompetence. To do this, they must get rid of anyone who stands in the way of their rise to power or who is too aware of their methods. We do not simply attack someone who is vulnerable, as is the case with abuse of power, but we create vulnerability in order to prevent the other person from defending themselves. The company itself can become a perverse system when the end justifies the means and it is prepared to do anything, including destroying individuals, to achieve its objectives. In this case, it is at the very level of work organisation that, through a perverse process, lies are used to establish control... The establishment of control uses processes that give the illusion of communication... Even non-verbal, even hidden, stifled, violence transpires through what is left unsaid, through innuendo, through reticence. ... Because they do not speak, we attribute greatness or wisdom to perversity.


The keys to perverse communication:


• Refusing direct communication


• Distorting language


• Lying


• Using sarcasm, derision, contempt


• Using paradox


• Disqualifying


• Divide and rule


• Imposing one's power


[For the record, according to the Petit Larousse dictionary, the scapegoat is designated ‘by reference to the biblical custom of loading all the sins of Israel onto a goat and driving it into the desert.’]


Network harassment is therefore designed to ‘punish’ a target who cannot be punished by other means. It is carried out in the utmost secrecy.


The methods used are very insidious, spreading surreptitiously, without anyone noticing:


• Encirclement/ confinement of the target


• Isolation of the target


• Denigration of the target


• Silencing of the target


• Attack on the moral and physical integrity of the target


• Violation of privacy and depersonalisation


• Continuous surveillance


• Denial of justice and services


• Slander and smear campaigns


• Precarization and impoverishment of the target, etc.


To ensure its effectiveness, network harassment enjoys institutional complicity thanks to infiltration. This explains the relative impunity of the perpetrators of this shared crime and the code of silence that reigns on this subject.


To return to my case study, as I write this, the hardest part is over. I have drafted 17 complaints totalling 1,478 pages, providing evidence that my line manager, the Chief Executive Officer (CEO) of my company and her predecessor, as well as the Human Resources Director of the parent company, in association with external individuals and companies, are the main instigators of the situation of which I have been a victim.


After investigating (myself, the victim) over a period of 26 months, formalised in 17 written submissions to the Public Prosecutor, I was able to identify the reasons for this harassment. As time went by, the trail led me to regulatory issues of unimaginable scope. In other words, the initial framework relating to a legitimate development in terms of my work and my annual performance from 2015 to 2021 was very far removed from the issues with which I was associated, which had to be dealt with by the parent company, its subsidiary, the group, the justice system and the responsible institutions.


As Marie-France Hirigoyen writes, ‘in the workplace, it is up to decision-makers to collectively choose not to let things slide, to reject harassment, and to ensure that human beings are respected at every level.’ Therefore, given that the company turned a blind eye and employees could only protest internally by bowing their heads, I had to take action and actively consider measures aimed at finding a collective solution to this complex ‘project.’ Upon reading this document, you will understand the usefulness of my written communications, as they had a positive impact on the protection of the employees of my company and those of its exclusive partner.


In my view, the justice system must enforce the rule of law.


The question ‘What is the Constitutional State?’ is answered by the European Commission, among others. As stated on 25 July 2025 on the website ‘ commission.europa.eu’, this implies the guarantee "that all public authorities act within the limits set by law, in accordance with democratic values and fundamental rights, and under the control of independent and impartial courts.


The Constitutional State can be defined according to six principles: legality, which presupposes a transparent, accountable, democratic, and pluralistic process of enacting laws; legal certainty; the prohibition of arbitrary exercise of executive power; effective judicial protection provided by independent and impartial courts, with effective judicial review including respect for fundamental rights; separation of powers; and equality before the law. These principles have been confirmed by the Court of Justice of the European Union and the European Court of Human Rights. In addition, the Council of Europe has developed standards and issued opinions and recommendations that provide well-established guidelines for promoting and enforcing the Constitutional State. »


When you read about the history of the facts, you will understand why the legal proceedings have remained silent for the moment. But, Dura Lex, Sed Lex; I believe in it with faith.


I know that the public prosecutor involved acts every time a formal discovery is made, and I thank him for that because his actions have alleviated my suffering. I also know that justice will be served in view of the cumulative and justified offences reported in the complaints filed.


As I wrote in a poem, ‘I am not master of time, the sword will strike at the right time.’










II. Professional life


A) Summary of my employer's breaches


Before contextualising the professional issue, I would like to specify below the articles of the Labour Code that my employer has failed to comply with, based on the file compiled, which is based on 74 documents formalising the chronology of events from 2021 to 2023.


Added to this is an essential principle in French law that has constitutional value: respect for privacy.


1) Certificate of employment


Article L 1234 – 19 (see Article D 1234-6 and R 1238-3): ‘Upon expiry of the employment contract, the employer shall issue the employee with a certificate, the content of which is determined by regulation.’


Art. D 1234-6 – 1°: ‘The employment certificate shall contain only the following information: 1° the employee's start date and end date...’


R 1238-3: Failure to issue an employment certificate in violation of the provisions of Article 1234-19 shall be punishable by the fine provided for fourth-class offences."


R 1454-28: ‘The labour court may order the provisional enforcement of its decisions. The following, in particular, are provisionally enforceable: 2° a judgment ordering the delivery of a work certificate, pay slip or any other document that the employer is required to provide.’


(Social Chamber of the Court of Cassation, 11 January 2006, No. 03-46.055): in the event of damage to the employee, the latter may claim damages before the Labour Court (Social Chamber of the Court of Cassation, 11 January 2006, No. 03 46.055).


2) Classification / remuneration


Article L 3243-2


‘When paying wages, the employer shall provide the persons referred to in Article L 3243-1 with a supporting document known as a payslip. The information that must appear on the payslip or be attached to it shall be determined by decree of the Council of State.’ See Article R 3243-1


Art. 3243-1 The payslip referred to in Article 3243-2 shall include:


4° The name and job title of the employee, as well as their position in the applicable collective agreement classification."


Article L 1221 – 1 – remuneration


243. General provisions. ‘The employee's contractual remuneration is an element of the employment contract that cannot be modified, even minimally, without their consent.’


3) Warning


Article L 1331-1 Disciplinary action


"Any measure, other than verbal warnings, taken by the employer following an act by the employee that the employer considers to be wrongful constitutes disciplinary action, whether or not such measure immediately affects the employee's presence in the company, their position, their career or their remuneration.


Article L 1331-1-B-18: warning. A warning constitutes a disciplinary sanction within the meaning of Article L 122-40 (L 1331-1 new). A warning is an electronic message sent by the employer to an employee in which the employer informs the employee of various complaints and imperatively invites the employee to make a radical change, with a subsequent review.


4) Modification of the employment contract


Article L 1221-1 – 280


Need for express agreement. ‘Any modification of the employment contract by the employer requires the employee's agreement.’


‘The employee's acceptance of a contract modification cannot result from the continuation of work, and it is the employer's responsibility to terminate the contract.’


5) Professional qualification


Article L 1221-1


‘Definition: Professional qualifications are determined by the duties actually performed.’


6) Discrimination


Article L 1132-1 Principle of non-discrimination


"No person may be excluded from a recruitment or appointment procedure... no employee may be penalised, dismissed or subjected to direct or indirect discrimination ‘as defined in Article 1 of Law 2008-496 of 27 May 2008 on various provisions adapting to Community law in the field of combating discrimination’, particularly in terms of remuneration, within the meaning of Article L 3221-3, .. Professional promotion,…, performance evaluation, "


Article 1152-1-18: specific compensation for harassment and discrimination. Unique facts, simultaneously characterising discrimination and moral harassment, entitle the employee suffering such acts to claim double compensation in the event of separate damages.


Article 1121-2: No person may be excluded from a recruitment procedure... no employee may be penalised... or be subject to direct or indirect discrimination.


7) Harassment


Article 1152-1-4 Elements constituting psychological harassment: ‘repeated acts that have the purpose or effect of degrading working conditions in a way that may undermine the rights and dignity of the employee, alter their physical or mental health, or compromise their professional life’ may constitute psychological harassment.


Article 1152-1 – 15 Employer and third-party safety obligations


The employer has a duty of care towards its employees about the protection of their health and safety, particularly in relation to psychological harassment, and the absence of fault on its part cannot exempt it from liability; it is responsible for the actions of persons who exercise authority over employees, whether de facto or de jure.


Article 1152-3 ‘Any termination of the employment contract in breach of the provisions of Articles 1152-1 and L. 1152-2, any provision or any act contrary thereto shall be null and void.’


Article 1152-3-1. Employee rights. "Where the employer has repeatedly engaged in behaviour constituting moral and psychological abuse towards the employee, the employee is entitled to terminate their employment contract and attribute the termination to the employer.


Article 1152-2 No person who has suffered or refused to suffer repeated acts of moral harassment... may be subject to the measures referred to in Article 1121-2.


B) The starting point for this story is a ‘legitimate’ development confirmed by the Managing Director of my company.


1) A ‘legitimate’ desire for change


Before introducing myself, I would like to outline my performance history and the evolution of my remuneration between 2017 and 2020:


○ 2017 performance: Outstanding – Median salary of a Product Manager (without ‘ s’) whose activity is dedicated to a single product. For my part, I managed/ developed a range of three products known as ‘In-house’ and ten products designated as ‘Partner’.


My formal comment, concluding the 2017 performance review:


‘My goal, shared with ‘The Producer’ is to take on managerial roles. As such, I am investing in developing my technical skills and in projects specific to the business market.’


○ 2018 performance: Very satisfactory – (Salary increase: +7.47%)


My formal comment, concluding the 2018 performance review:


‘As shared with “The Producer”, my short-term goal is to continue expanding my skill set, particularly in management, so that I can move towards broader roles and responsibilities within the subsidiary.’


○ 2019 performance: Very satisfactory – (Salary increase: +12.144%)


My formal comment, concluding the 2019 performance review:


"As in previous years, 2019 was a year rich in projects, successes and development. I was a leader on product development projects:


- Obtained approval from the Global Governance Committee, the parent company's global body, for two products. This means they can be launched and listed within the parent company group for distribution in other countries.


- Removal of constraints and consensus reached with partner Greek God to consider launching the product


- Support for my counterparts at the parent company on matters within their remit


- Confirmation of my rigour with positive conclusions on a ‘product audit’.


- My expanded skill set, which now includes managing a work-study student, has confirmed my desire to move towards broader roles and responsibilities.


○ 2020 performance: Outstanding – (Salary increase: +5.09%)


My formal comment, concluding the 2020 performance review:


- ‘This year has been marked by the COVID-19 pandemic, requiring adaptability and resilience ( lockdown and home schooling from 16 March to 19 May). It has been rich in challenges, projects and successes, with the key words being: commitment, tenacity, responsiveness, collaboration, sense of responsibility, support and proposals.


- The major successes are the simultaneous launches of post- lockdown offers:


1) Product 1 development: 16/06


2) Product 2 launch for the business and professional market: 16/06


3) Launch of Product 3 and Product 4 : 18/06


4) Regarding the ‘Greek God’ product, the validation stages in the subsidiary's committees have been completed.


5) Management of 70 related topics to these launch projects in the context of lockdown and homeschooling.


- Management of an apprentice with close support despite the distance.


- Today, after five years of successfully overcoming challenges, demonstrating my commitment to my management team, and acquiring management and professional skills, particularly through mentoring a work-study student for two years and taking on a wide range of responsibilities (product, process, communication, management, training, etc.), I am ready to broaden my skills, take on new challenges and reach new heights. My goal for professional development is very real.’


After this brief overview of my profile as an ‘exemplary’ employee, let me introduce myself: I am a hard-working and committed professional who has demonstrated my leadership and expertise in multidisciplinary fields on behalf of my employer and parent company. As you can see, my performance has always been recognised and confirmed, as evidenced by the ratings I have received (Very satisfactory or outstanding). In addition, I have received feedback from colleagues confirming my positive attitude, professionalism, kindness, friendliness (perhaps a little too much), commitment... in short, my pure perfection. Joking aside, my main driving force has always been my career and my child, since his birth.


On 29 January 2021, during a planned meeting with 20 employees, the CEO indicated that her door was open to discuss her desire for change.


Before requesting a meeting, I set myself the goal of finalising the governance of the Greek God product, which is the responsibility of the parent company at the ‘global’ level. As stated in my 2021 review (document no. 38 in the Labour Court file), I was able to initiate discussions with the Global Governance Product Committee in March 2021. After four months of questions and answers ( Q&A), collaboration with the various stakeholders (Group, partner, Risk Managers, Partnership Manager), review of processes (distribution, finance), and follow-ups, I obtained approval for global governance in June 2021. This final approval means that the Greek God product can now be launched and listed within the parent company group for distribution in other countries. ‘Business to follow’...


Having achieved my goal, I was able to focus on my professional goal of advancing to a position as ‘Product Manager’. Since the standard career progression protocol had been followed, namely ‘raising the subject with my manager’ during my annual reviews from 2017 to 2020 without any follow-up, I responded to the ‘call’ from the company's Chief Executive Officer (CEO).


This took place in July.


Unfortunately, as history shows, it was a trap and the starting point for collaborative harassment.


The meeting went very well. I discussed all my achievements over the past eight years, demonstrating my expanding role and responsibilities beyond my actual job description. The main points of the discussion were the value I hoped to bring to the position I was targeting and the areas for improvement I proposed to optimise the business. On paper and from his point of view, the move was legitimate. My wish was to join the parent company, replacing my manager's counterpart, a certain Roman numeral.


I supported him by managing his actions across all projects. It seemed like a logical next step in my career at the company where I had been working since 2010 (parent company and subsidiary) with the same commitment and loyalty. And yet, it was far from paradise. As soon as I joined the company (parent company in the retail market), I had to put up with my first manager. She made it clear to me from the outset that I was not welcome. She even took a fortnight's holiday, leaving me with some work to do. During the first year, I had to endure her humiliating me in meetings, making it clear that I was not up to the job. I was still learning the ropes of my new job and needed a little time and work to get up to speed. In addition, during that first year, I was isolated from the team she informally led. But I am stubborn and intelligent, so I turned the situation around over time. She spent her time in the cafeteria, while I managed the projects. This suited me fine, as my work had become a pleasure thanks to the network of peers I had built up.


However, when it came to annual appraisals, bonuses were discriminatory, amounting to around €100, and performance was undervalued. As my goal was to progress within the organisation (parent company or subsidiary) and change managers, I kept quiet about this period until now. I will close this parenthesis.


Let's return to the subject that has been on my mind for the past 26 months. The CEO welcomed my approach and told me that my career development was indeed legitimate. She took immediate action and scheduled a meeting with the CEO of the parent company for the following week. In the meantime, I was to discuss the matter with my manager.


However, when the annual appraisal period came around, the bonuses were discriminatory, amounting to around a hundred euros, and performance was undervalued. As my goal was to progress within the organisation (parent company or subsidiary) and change managers, I have kept quiet about this period until now. I will close this parenthesis.


Let us return to the subject that has been on my mind for the past 26 months. The CEO welcomed my approach and told me that my request for a transfer was indeed legitimate. She took immediate action and scheduled a meeting with the CEO of the parent company for the following week. In the meantime, I had to discuss the matter with my manager.


Following this key meeting, I discussed the appointment with my line manager. He pointed out that he would have liked to have been informed of this step. I replied that I had been expressing my desire for advancement for five years and that the purpose of this discussion was to obtain his support for the next steps, as requested by the CEO.


On 6 July 2021, I sent an email to the CEO thanking him for his availability, his willingness to listen and his help with my career development plans within the parent company. I also informed him that I had responded to his request by discussing the process with my manager. My manager had confirmed his support for the request from the parent company's Director of Development.


On 13/07/2021, my manager began his harassment, which took the form of meetings during which I was the target.


Nevertheless, I continued with the process and met with the CEO of the parent company on 23/07/2021, who had had lunch with the CEO of my company during which she had supported my application. I explained my career development plans and shared my desire to continue developing the business. He told me that I needed to schedule a meeting with the development director to discuss the details of the position.


On 29/07/2021, the development director outlined the position, specifying that I would have a cross-functional role and that we would be working together. I mentioned the classification discrepancy and pointed out that the scope of the role required knowledge of the various business lines. He reassured me that, in his view, this was not necessary and that I would develop the necessary skills. This is what he himself did during his career by taking on responsibilities in positions that he did not fully master.


The business director said that the advertisement was being drafted and that he would send it to me by email in the next few days, as soon as it was posted online, to formalise my application.


At the end of this interview, my promotion seemed to be confirmed. All that remained was to deal with the formalities.


2) A change of direction during my holiday in the mountains


I went on holiday shortly afterwards and checked my email regularly, waiting for his confirmation email. When nothing arrived, I sent him a reminder on 16/08/21. I summarised the content of our exchange and concluded with: ‘As we agreed, so that I can apply with my CV and cover letter, I wanted to make sure that the ad had actually been posted online.’


The next day, he replied: "We're going to take a few more weeks with the CEO to decide on the structure to put in place and the roles we'll need to manage the entire target area.


I will get back to you with more details so that we can move forward with the application.


On 01/09/21, I followed up with my CV and cover letter. On the same day, I met with my N+ 2, the deputy CEO. She confirmed:


○ "His support for continuing to develop the business in a spirit of collaboration between the subsidiary and the parent company.


○ Initiate the subsidiary's participation in the parent company's business meetings organised by the ‘development’ director.


On 10/09/21, the development director scheduled a new meeting during which the tone was ‘surprisingly’ different, with all the irony that this implies. It echoed the conversation with my N+ 2, but left room for change:


○ "Priority for job creation given to the recruitment of a senior manager for a scope of responsibilities classified as level 3.


○ I will be contacted by the level 3 manager as soon as their appointment is announced.


○ They will be able to move forward with the second position to manage the team dedicated to activities in my area of expertise. I will be contacted by the level 3 manager as soon as their appointment is announced."


In any case, according to Group standards, once an employee's development is supported by two members of the executive committee with ratings of ‘outstanding’ or ‘very satisfactory’ for two consecutive years, it must be implemented. In this case, the CEO and Deputy CEO (my N+ 2), the CEO of the parent company and the Director of Development supported my development.


On 16/09/21, in order to position myself with the person in classification 3, I sent an email of intent to the ‘development’ director:


"This message follows our exchange on 10/09 regarding the progress report on the recruitment process concerning me.


During this interview, you indicated that:


○ Priority for new positions had been given to recruiting a senior manager for a scope of responsibilities of classification 3.


○ I would be contacted by the classification 3 manager as soon as their appointment was announced.


Now that the name is official, may I request a meeting with them and send them my CV, copying you in?"


(Discrimination is therefore formalised).


That same day, he replied, "Let's give him time to get to know his teams, better define his missions and imagine his target structure.


I've already told him about you."


3) New managerial ‘strategy’


On 16/09/21, my manager scheduled a half-hour meeting with the subject line ‘debrief’. This meeting was intended to show me the king's crown, but it mainly highlighted his harassing behaviour and attempt at intimidation. During this hour-long meeting, which was supposed to last half an hour, he revisited the exchange with the CEO and the fact that he had overstepped my direct managerial authority. I had to remind him of the context of this meeting, which was initiated by the CEO, and his overtures during an exchange with about twenty employees. I also made it clear that my decision went beyond a desire for change and that I no longer accepted his way of working. For example, ‘the communication posted on the intranet about the project that required 497 hours of work on my part,’ highlighting two correspondents from the parent company, which he had transferred during my holiday, with the sole message “FYI” (‘For Your Information’). I had worked on the project with determination, commitment, and resilience for four years, without giving up, identifying, and dealing with all the associated issues, backed up by evidence. As noted in my 2019 performance review, I obtained approval from the Global Governance Committee, world instance under the responsibility of the parent company, enabling the launch of both products and their listing within the group for possible distribution in other countries.


I didn't write it down in my files, but I remember the CEO's attitude after this exchange. The CEO had come into the open-plan office with my line manager. I was working, focused on an analysis. She didn't say hello, so I remained silent. The CEO walked behind me and headed towards the window without saying a word. Then she left. The message was perfectly clear. I'll close this parenthesis now.


On 29/11/21, two and a half months after the manager in classification 3 took up his position, I sent an email to the ‘development’ director, as I was waiting to hear from the manager:


"I am sending this message after several months since our last exchanges and would like to confirm with you the possibility of contacting the manager in classification 3 for the previously mentioned exchange.


My desire to join the parent company to support and help develop the business remains, of course, intact."


On 17/12/21, my manager scheduled a meeting entitled ‘Organisational development: questions and answers’.


I refused to attend because the Social and Economic Committee (CSE) or Works Council had confirmed, based on an organisational chart presented by the CEO, that my position would remain unchanged.


‘As shared since 5 July 2021, when I had the pleasure of meeting with the CEO, with whom I discussed my career development plans and who supports my approach as legitimate, I am looking forward to this professional development opportunity in line with the work I have been doing with commitment, perseverance, collaboration, and resilience for the past six years. I have also formalised this desire for development in my annual performance reviews since 2017, by working with you and sharing an annual review of my achievements and accomplishments.


Since 2015, I have actively contributed to the development of the business with the teams. For the record, here is a list of key projects since 2017.


The new organisation means that I will retain my current role. I therefore refuse this exchange. As discussed with you on 6 and 13 December 2021, there are additional reasons for my decision.’


On 04/01/22, I had my annual performance review with my manager. My 2021 performance review was rated as ‘very satisfactory’.


○ 2021 performance: Very satisfactory – (Salary increase: (-) 0.54% compared to 2020)


- In particular, I obtained approval from the Global Governance Committee, the parent company's global body, for the launch of the Greek God product after four months of ‘Questions and Answers’ with the Group's Risk Managers.


During the performance review, my manager stated that ‘your development will take place in the coming weeks’.


I formalised this point in the ‘employee comments’ section of the performance review with the necessary and appropriate goodwill:


"Firstly, I would like to thank my manager for formalising his support for my professional development project. I hope that this development will take place in the coming weeks, as specified by my manager during this discussion.


I would like to add that I agree with the rating given: very satisfactory."


On 21/01/22, the manager in classification 3 contacted me to ‘tell me that the position had been filled by an employee returning from parental leave.’


A few days after this telephone conversation, my manager called me about an ad hoc matter. Then he returned to the subject of ‘development’. I told him that the manager with classification 3 had contacted me to confirm the favourable outcome. Questions asked by my manager during this conversation: ‘Not too disappointed?’ I said no. He insisted: ‘Are you sure you're not disappointed?’ I said no, and in any case, since he had told me that my development would take place in the coming weeks, I asked him about the nature of this development. He then returned to the wording used during the interview on 04/01, saying, ‘I told you: I hope you will develop in the coming weeks.’


[image: ]


A week later, I had another conversation with my manager, during which I reminded him of the changes that would be taking place in the coming weeks. He reiterated that the wording used was ‘I hope you will progress...’ and added that the manager's call for classification 3 was his own initiative.
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