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Abstract  This study analyzes the employee experiences of pleasure and suffering at work. It was carried out with an 
administrative staff of an organization of civil construction material in Distrito Federal. The article considers, at first, a 
historical frame of the studies of pleasure and suffering at work in order to contextualize the research. The study consisted in 
performing interviews with four employees part of the administrative staff of the mentioned organization. It  uses a qualitative 
methodology for both the data acquisition and the data analysis. In order to collect  enough data to perform the study, a 
semi-structured interview was used which was then taped and further transcribed. To analyze the data we submitted then to a 
content thematic categorical analysis. The results pointed to a prevail of suffering at work, due to the relationship with the 
bosses, working hours, overload and the need of enjoying the job. On the final considerations, it is discussed the implications 
of a stressful work as far as the employee's well being and productivity is concerned. 
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1. Introduction 
This article aims to  report the case study using the reality 

of a civil construction company in Distrito Federal. The 
approach of psychodymanics of work was taken as 
reference[1-2] and that encompasses the dynamic of 
pleasure and suffering of the worker provided h is/her 
organization at work. 

With the objective to structure this investigation, the 
following questions are placed: how is the organization of 
work in the admin istrative department of the company? At 
work, do the employees experience more pleasure or 
suffering? If there is suffering, how do the employees deal 
with it? 
Given the research questions, the general objective is to 
analyze the relat ionships between the organization of the 
collaborators' work and their experiences with pleasure and 
suffering at work. Specifically, it is intended to analyze 
detailedly the organization of work and the relationship 
with the history of the organization, how the experiences of 
pleasure and suffering at work occur, and what strategies 
are used by the employees to deal with the suffering, if 
there is any.  
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The chosen enterprise for the study is a medium-sized 
company, and the investigation was performed  qualitat ively 
both to collect and to analyze the data. Preliminarily, the 
company was categorized, based on data such as its history 
and functioning, in addition to open interviews and 
structures questionnaires, both focused on the owners of the 
organization. After that, some employees from the 
administrative section were selected, conveniently, by 
inviting them to participate in the study. Four volunteers 
were presented, who participated of a group interview 
semi-structures. 

The interview was based on two points “organization of 
work” and “feelings at work”. It was analyzed descriptively, 
seeking data of the organization at work of this section. 
Then, categorical thematic content analysis was used[3]. 

This article is divided into four sections. The first topic 
encompasses the psychodynamics of work, organization of 
work and the experiences of pleasure and suffering; the 
second topic rescues the tools and the methodological 
stages used, going from the characterization of the company 
to the description of the subjects in the research and the 
group of tools and procedures adopted until the analysis of 
the data; the third topic considers the results of the 
development of the research; the fourth topic of the article 
presents the discussion of the received data and the 
conclusion of the article. 

1.1. The Human Being and Work 



111  International Journal of Applied Psychology 2012, 2(5): 110-118  
 

 

Work is a significant and structuring activity for the 
human being. Studies about the prehistorical period confirm 
that there had already been organized forms of hunting and 
performing routine tasks[4]. It is evident that work is a 
peculiar and singular way used by human beings to fulfill, 
support economically and structure psychically. Thus, 
mentioning humanity means, consequently, to mention 
work. 

Chronologically, a  profile  can be traced of the ways to 
perform work and how the modifications happened over the 
20th century. The first system of production to be structured 
is considered to be the taylorism[4]. Based on the principles 
of homogeneity, vert icalizat ion, fragmentation, mechanizati
on and repeatability, this work system suppressed the 
intellectual activit ies and the knowhow, in a way that the 
employee did not relate to his/her tasks. 

Contemporary  to the tayloris m, there is the ford ism[4], 
based on similar princip les, highlighting the value given to 
the serial production, the performance of the tasks also 
sectioned and repetitive, resulting in  similar products and 
standard processes. Over this period there was a total 
control over the employees' movements. Their psychic 
events, when recognized, were d ismissed. 

In the 60s, the b inomial taylo ris m-fordis m started to 
decline[5]. The employees, who were before dominated and 
controlled, start to react  in  a consisted and organized way, 
questioning the pillars of capitalis m. Individual and 
collective forms of action were manifested in different 
forms that ranged from absenteeism to partial strikes and 
“operation of zeal”, employees' collect ive strategy that 
adopts a policy of ext reme care and preservation of their 
work material, which leads to slowness and delay in the 
production. Related to capitalism, there was an economical 
shortage of the cycle of flexible accumulation, the pillar of 
the system. The form of the production in large scale, 
aiming a bigger consumption and bigger profit generation, 
was shaken[5]. In the early  70s, there is a  complete 
restructuring, however the capitalism, that was renewed, 
continues to be the prevailing system in the world[5]. 

From the reformulation of the capitalism, that happened 
as an attempt to recover the productive cycle, the toyotism 
is structured, or the Japanese model[5]. This model assumes 
the team work, bigger number of tasks in shorter time 
period, applied in a “ lean” company, with a reduced staff 
and low costs. From this principle the processes of 
outsourcing begin, in  which the employee earns to think for 
the company. Th is way, what it  is seen today is a  form of 
work that, in  a certain way, rev ives the tayloris m[5]. It 
cannot be ignored the fact that globalization brings along 
frenetic changes, that transform the environment 
proportionally. For complex questions concerning work, it 
is necessary to have fast, accurate solutions that keep the 
organizations and the employees in a fierce competition 
circuit. 

With this view, the employee provided with the psychic 
structure and feelings, experiments the most different kinds 
of sensations and experiences. Broad questions arise: How 

does this subject face the adverse situations? What are the 
most frequent feelings, and what are the ways to deal with 
that? What does he/she think of the organizat ional 
occurrence that occupies a good deal of his/her life?  

To think about the employees' well being is to think in  
the organizational effect iveness. Ferreira[6] po ints out this 
interrelationship when defending the necessity of a better 
work environment and an organization of work that 
privileges the inter individual characteristics of the 
employees, which becomes a work environment prone to 
productivity. In summary, if the employees possess well 
being in their work relat ionship inside the organization, 
they present a lower rate of sickness, therefore less absences; 
similarly, if they feel comfortable with their obligations and 
demands, it will reflect a greater autonomy, the level of job 
rotation decreases, the productivity increases and the 
customer service improves. 

1.2. Psychodynamics of Work, Organization of Work 
and Pleasure and Suffering Experiences 

The psychodynamics of work is an approach based on the 
psychoanalysis, and it seeks to clarify the relationship 
established between the individual and the work, 
characterized by the space where it occurs the mediation of 
ego fulfillment in the social field. 

Organization of work is a term that surpasses the physical 
aspect of the employee's tasks. It is an intersubjective 
process, where interpersonal relationships and work 
relationships are involved, influencing the feeling relevant 
to this reality. 

Mendes[7] deals with the organization of work as “an 
intersubjective process in which  different subjects are found 
interacting with a certain  reality, resulting in an  own 
dynamics concerning their work situations as a place of 
production of psychic mean ings and of construction of 
social relations. 

For this study, the operational definit ion of the 
organization of work is proposed, by analyzing the 
technical and dynamical point of v iew[8-9]. 

The technical aspect is translated into the activity, into 
the processes and into the social-professional relat ionships 
and into the physical environment where the work is 
performed. On the other hand, the dynamics aspect is a 
result of the game of strengths between the employees in 
the sense of defin ing and negotiating the rules, creating 
team work, responsible for the ways of performing the work 
of a certain group. 

An organization of work, to favor the employee's 
pleasure and the psychic health, must value the participation, 
the autonomy and the flexibility of the work p rocess, factors 
that change or reduce the suffering[10]. It proposes that a 
flexib le organization of work provides benefits for the 
employees' psychic health, whereas it promotes the 
integration, the globalization of the processes, methods and 
work tools, allowing, thus, that the tasks are noticed as 
significant. Furthermore, it  stresses the importance of 
autonomy, of the use of technical and creative competences, 
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and of the hierarch ical relationships based on trust, 
cooperation and definition of rules by team work. 

The pleasure is presented associated to the recognition 
and appreciation of the employee by the work organizat ion, 
and the activities that have a beginning, middle and end. 
Besides that, the visualization of the production results, 
decentralization of decision and hierarchical flexib ility also 
are highlighted, related to the pleasure. To the author, the 
pleasure results more from the sublimat ing investments than 
from the changing of the suffering itself. The suffering is 
presented associated to the division and standardization of 
tasks, to the underutilizat ion of the technical potential and 
the creativity, to the hierarchical hardness, to the lack of 
participation in the decision and lack of professional 
appreciation, to the political interference, to the 
centralization of information, to the little professional 
growth perspective and to the individualis m among 
co-workers. 

Derrienic and Vézina[11] point to the b ig and growing 
number of “infra pathological” complaints, understood by 
labor doctors as psychic suffering originated probably from 
their profession. By analyzing four epidemiological studies 
concerning mental health  and work, the authors conclude 
that data point to the confirmat ion of the idea that the 
psychic suffering at  work, when it is not suppresses by 
defensive strategies, individual or collective, may have 
strong influence over the productivity and mental health. 
Concerning the productivity, the authors also observed the 
presence of demobilizat ion, lack of commitment, and 
individualism; concerning the mental health, there is 
depression and neuroses. The consonance of the 
epidemiological results with the research carried out 
through the psychodynamics approach reinforces the link 
between the work organization and the psychic balance. 

As it can be observed, the psychodynamics treats the 
issue of organization of work always relat ing it to the 
individual's feelings and developing the empirical 
relationships to help understand the employee's health 
conditions. In this sense, the issue of pleasure and suffering 
can be treated as consequences of the organization of work 
and as indicators of psychic health. 

The first pieces of research about psychic suffering at 
work were carried out with civil construction workers, 
telephone operators and general working class[12]. The 
author showed, from these studies, that the reality  at work 
influences positively and negatively the employees' psychic 
functions. 

The continuation of the studies[1-2-13-14] po ints to 
several elements related to the organization of work that can 
cause suffering for the employee. 

In 1999, Mendes expanded the concepts of Dejours[7], 
by studying the pleasure-suffering as the constructing, to 
which three factors are related: appreciation, recognition 
and excessive wear. For the author, when the employee 
feels valued, he/she considers his/her work important for 
him/herself, for the company and for the society, in  a 
mechanis m of positive reinforcement  for the self image, 

related to the pride of the work performed, to the 
professional fu lfillment and to the feelings of helpfu lness 
and productivity. The appreciation comes from the freedom 
and good relationship with bosses and co-workers, as well 
as from the space to build the collective work where there 
are marg ins for freedom and adjustment between the 
personal needs and tasks, The feeling of excessive wear is 
related to the tiring, unpleasant, repetitive, overwhelming 
activities that generates frustration, discouragement and 
dissatisfaction. 

The same author redefines and improves her concepts 
[15], and defends, then, as indicators of pleasure and 
suffering at work. As indicators of pleasure, there is the 
fulfillment and the freedom. Fu lfillment is the feeling of 
reward, pride and identification with the work that meets 
the personal needs. Freedom is the feeling to be free to 
think, to organize and to talk about work. 

As indicators of suffering, there is the excessive wear and 
the depreciation. Excessive wear is related to the feelings of 
discouragement, tiredness, anxiety, frustration, emot ional 
tension, overload and stress at work. Depreciation is related 
to the feelings of insecurity when facing pressure to meet 
the demands of perfo rmance and productivity. In this study, 
these definitions will be used. 

There are two ways through which the suffering can be 
driven, since its appearance: the subject can adopt an 
strategy of subjective mobilization or a strategy of defense. 
If these two strategies fail, sickness might be used in order 
to manifest this feeling. 

The subjective manifestation is a process of pursuing the 
pleasure, when it cannot be experienced at work. In this 
process, the individual looks for a change of the situations 
that generate the suffering, making them, from this change, 
a source of pleasure. 

The change of the suffering into pleasure passes through 
the recognition of work, and the recognition passes through 
the record of build ing the identity. The suffering may  be 
seen as an element for the normality, since it is from this 
feeling that there is a confrontation of the imposition and 
pressures at work, leading to the healthy; there may be at 
work place, not unfolding into pathology. This is what 
Reicher-Brouard[16] defends when he claims that, through 
the recognitions concerning the quality of work, the 
suffering may be changed, leading the employee to search 
for new situations and challenges. 

The concept of subjective mobilizat ion was first worked 
by Dejours and Abdoucheli[2-17-18-19]. These researchers 
characterize the mobilization through the use of the 
employees' psychological resources along with the public 
space for the discussion about the work. The functioning of 
the subjective mobilizat ion goes through the rescue of the 
sense of work from the re-framing of the suffering[20]. The 
mean ing of work may be understood as the aspect of 
inter-relationship among the employee's subjectivity, the 
knowledge and the collective work. Subject ivity involves 
the relationship between the psychic and the social. It is 
how the employee makes sense of his/her work, when 
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facing a certain  reality. On  the other hand, the knowledge, 
type of intelligence developed at work, helps the subject to 
regulate the prescribed and to develop a part icular operative 
way in order to perform the work, many times overlapping 
the leadership's determinations and the organization's rules. 
The collective work involves cooperation, sympathy, trust 
among peers, being this collective built from the shared 
rules and from the commitment solutions. 

About the collective work, some authors[20-21] state that 
this is created in a situation, involv ing specific people and 
specific rules, and exists regardless of the company's will. 
The rules that constitute the collective work, accord ing to 
the authors, are not only technical, but also related to the 
relationships between people, having an ethical dimension 
that refers to the concept of fair–unfair, and to the values, 
besides relating also to the judgment of aesthetics and 
quality of work. 

The studies about subjective mobilizat ion have been 
more theoretical than empirical, but research is already in 
progress that aims to investigate how indicators of 
mobilization subjectivate the cooperation, the sympathy, the 
trust and the engaging in discussion of the group , with the 
goal to induce changes[21]. This research starts with the 
assumption that the consequences of the subjective 
mobilization leads the employee to an  increase in 
motivation and in the ability to participate actively in 
collective discussions, aiming to modify the rules related to 
the task content and to the social-professional relat ionships 
that cause suffering. 

Another strategy to cope with suffering is to use the 
defense. These are collective, and involve strategies to deny, 
avoid or reduce the suffering that is shared[14]. They are 
used when the organization of work does not favor the 
collective work, being based on the lack of cooperation and 
trust. 

As a most used means of defense, Merlo and Mendes[22] 
identified the denial, that represents the denial of the other's 
and own suffering when the expression of this suffering if 
embarrassing or when it causes a subjective difficulty; the 
rationalizat ion, that has its origin in the disassociation of the 
work p rocess[23], and it is presented in the means of usage 
of rat ional justifications to cope with  the conflicting 
situations; the individualism, when there is a naturalization 
of the context  that generates the suffering, not existing the 
collective work; the passivity, expresses through the 
immobility when facing the impositions and the 
impossibilit ies to change the work reality, in  a behavior of 
accommodation when facing the organizat ion of work, 
using it to justify the no changes in the situations; the 
speeding of the rhythm at work; using of jokes while a task 
is performed; arriv ing earlier at work; following the 
guidelines or leave; creating expressions; getting away from 
the client/user; and, finally, the affective dullness. 

The artificial psychic stability existing in some work 
contexts may  disguise the psychic suffering, acquiring a 
pathological dimension. In the presence of this kind of 
stability the use of defensive strategies appear to be a 

positive resource, collaborating with the psychic balance 
and helping to adapt to the permanent situations of 
emotional distress. 

Thus, it can be observed that the issues of pleasure and 
suffering are linked to a work “kind of” significant, and to a 
workp lace that enables the understanding that the work is 
mean ingful. For Morin[24], work is mean ingful when it is 
intrinsically satisfying. Looking for a mean ingful work is 
part of the pursue of pleasure. 

2. Method 
The performance of this case study took place in  a civil 

construction material company in  Brasília-DF, and it  was 
selected qualitative strategies both for analysis and 
collection of data. Here, this company will be referred as 
Delta, a fict ion name to preserve the identity of the 
organization. 

The company Delta has been in the market for 26 years, 
Since its foundation, it has belonged to several different 
societies, although the major partner is still the same. It  was 
founded in December, 1978, with a store in the satellite city 
of Ceilândia-DF. Since then, 8 more stores were opened, 
until they got to a b igger store where nowadays it is located 
in the Sector of Industry and Supply - Setor de Indústria e 
Abastecimento (SIA). 

As a consequence of long crisis periods, in May, 1999 the 
company filed for bankruptcy, negotiating their debts with 
suppliers. 50 employees were laid off from the store that 
existed, at the time, in the satellite city of Samambaia, 
which was closed. The 34 employees that were not laid off 
were moved to the store at SIA, where layoffs also 
happened. 

The number of employees at the company, at the time of 
the collection o f data, was 234 people, plus the 64 service 
providers, which are mostly drivers and deliverers. The 
average level of education was a high school degree, and 
the average age was 27 years old. The average period 
working at this company was from 5 months to 2 years. 

There is not a Human Resources Department in  the 
company, neither strategies of people management. These 
activities were performed  by the manager supervisor, 
regarding the store and the warehouse. In the administrative 
department, the human resources management is performed 
by the financial/admin istrative manager. 

The company Delta is characterized for being a bold 
retail store, try ing to help  as many clients as possible and, 
thus, generate a high inventory and capital turnover. It is not 
limited  to help a specific class of clients, and it  seeks to 
offer products at competitive prices, with a technical, 
personal, simple and straightforward service provision. 

Delta's mission is to be a competitive and innovative 
company inside its market, meeting the needs of its 
consumers, providing them with satisfaction and well being, 
pursuing the professional and personal growth of all its 
employees. The goal of the company is to offer the clients 
the best options of the products characteristic of its segment, 
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at fair prices, with convenience and comfort, and by doing 
so, making a profit that allows the maintenance and growth 
of the company and its employees. 

The main guidelines are: buying qualitatively at a low 
price, selling growing amounts, linked to the service 
provision, increasing the profit margins and reducing the 
costs and expenses. In this sense, the company is guided 
basically by the past evolution, the years of 2000 and 2001, 
of each variant (buying, selling, expenses, number of 
assistance) to determine the future goals, always attempting 
to grow in a way that overcomes the losses related to the 
economical variants (such as the inflat ion and interests), 
and the market growth, resulting in a real growth. 

The origin of the financial resources comes only and 
exclusively  from the buying and selling of products. The 
improvement in the service provision is, consequently, the 
only means to maximize the earnings. As far as 
improvement in the service prov ision, it is understood that 
the optimization of the processes of choice, buying, storage, 
organization, selling, assistance and delivery. 

For the client, the official product of the company is the 
civil construction material. For the employees, the 
orientation given is that the official product is the “good 
service provided”. The products sold at the company come 
from all over the country. In past moments, in  1996 and 
1997, there was importation of tiles straight from Spain and 
Italy, and metals from Argentina. Nowadays, the company 
buy imported products with companies that have branches 
in Brazil. 

The product outlet is exclusively through the process of 
sales, which can  be self-service, when the client gets the 
products from the shelf and goes through the cashier; 
traditional service, when the client asks a sales assistant and 
the product is taken from the expedit ion service or the 
warehouse; and delivery, when the client specifies the 
address that he/she wants the material to be shipped to. 

The feedback is not an official process, due to the 
informal relat ionship inside the company, It happens daily, 
through the follow-up of the managers and other people in 
charge, that are responsible for coordinating the operational 
tasks, assuring that there is no impediment for the 
employees to perform their tasks. 

In order to carry out the study, at first, there was a contact 
with the owner of the company to check the possibility to 
do so. The authorization was granted for the interview and 
the application of the questionnaire. It was allowed that the 
interview took place during the working hours, in the store 
itself, if it did not take more than one hour and a half. 

Since the company direction allowed the interview to 
take place during working hours, it was set with the 
manager of the department the most convenient day and 
time for the interview. The company provided the training 
room, and during the interview the door was closed. 

The collect ion of data was through the free observation, 
document analysis, open interviews, questionnaire about the 
company and collective interview with the employees 
mentioned above. The instruments, and the application are 

described below: 
Free observations: The company routine, both at the 

store and administration, as well as the physical structure, 
opening and closing times, the relationship of the 
employees were observed freely. These observations 
occurred on the week when the interviews were performed, 
and during the normal working hours. These observations 
were analyzed qualitatively. 

Document analysis: The documents provided by the 
company, such as a list of employees, bankruptcy notice 
published on the official journal, models of employees' 
warnings, company's chart and store layout were analyzed 
descriptively, since the amount was not enough for a 
content analysis. The documents were submitted to a 
descriptive qualitative analysis, the contents being 
registered related to the characterization of the company 
only concerning the presence or absence. 

Open interviews: 4 (four) open interviews were 
performed with the owners of the company, 2 (two) with 
each of them. In theses interviews, it was intended to find 
informat ion about the company history, its functioning, as 
well as its structure, areas of work, main crisis and changes. 

Questionnaire about the organization: the 
questionnaire carried out with the owners consisted of 20 
(twenty) questions, related to the company's characteristics, 
with the mission, values, input, and about the administration 
of human resources, also aiming to characterize the 
organization. Th is interview was handed to the owners and 
collected 1 (one) week later. 

Semi-structured collective interview: the participants 
of the interview were selected randomly in the 
administrative department. The employees were number on 
the list of employees provided by the company and after 
that 7 employees were drawn in the department, following a 
table of random numbers, All the people that were selected 
received phone calls from the researchers, inviting them for 
the collective interv iew that was going to  take place at their 
workp lace, during working hours, and that it would take 
around 1 hour. 4 employees of the administrative 
department attended the interview. 

The semi-structured interview is centered on the person, 
and the interviewer must use techniques of reformulation in 
order to collect the data[3]. This way, there are main  points, 
but the questions that stem from these main points are 
elaborated according to the logic of the interv iewed and to 
the interview process. 

In this study, 2 main points guided the script of the 
interview. 

The first point, referred to the organization of work, 
which contained questions about the activity, involving the 
content of tasks, process of work, pressures, control, 
working hours and breaks, besides the social-professional 
relationships with the co-workers and bosses. The main 
question of this point was “what do you do in a typical 
working day?”, fo llowed by “how are your relat ionships 
with your co-workers and bosses?”. 

The second point, referred to the feelings at work, which 
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contained questions to investigate how the employees felt 
performing the work, interacting with the co-workers and 
with the bosses, and in case of having negative feelings, 
how they dealt with them. The main questions of this point 
were “how do you feel at work?” and “how do you deal 
with these feelings?”. 

To start the interview, the interviewer introduced and 
explained that the content of the interview was secret and 
explained the script briefly. It  was clarified the need to have 
an audio recording for methodological matters. It was 
highlighted, at that moment, the volunteer character of the 
participation, confirming the will o f the participants to be 
submitted to the interv iew. No employee gave up 
participating. The interview ran without interruptions and 
took 1 hour and 10 minutes. 

The thematic categorical content analysis was 
performed[3]. To the thematic categorical analysis was used 
the criterion of recurrence of themes, that were submitted to 
a frequency counting. Recurrent themes are classified in 
specific categories, and then adjusted in general categories. 
The interview was submitted to the analysis of 2 (two) 
judges, that defined the specific categories, determined 
based on the predominant contents in the verbalizations 
found in the interviews. 

3. Results and Discussion 
Due to the data collection, the presentation of the results 

will be through the explanation of the organizat ion of work 
and the pleasure-suffering of the employees. 
3.1. Organization of Work 

The admin istrative department of the company is in 
charge of all the bureaucratic part, also controlling the 
purchase of material and the personnel department. 
Although there are different functions, the employees of all 
the department are subjected to the same organization of 
work. 

The working hours are divided in only one shift, that 
starts at 8 am and it finishes at 6 pm with 1 hour lunch 
break. However, they usually have to stay overtime. The 
employees of this department do not earn  overtime. Besides 
that, it is customary to take work to be done at home, since 
they do not have enough time to perfo rm all the tasks in the 
company. 

The control over the employees is strict and intense, since 
they are close to the bosses, including physically, since they 
work on the same floor in the company. However, the 
intensity of this control is related main ly to the fact that all 
the employees in the administration have to report to 
several bosses, found in a same h ierarch ical position, what 
makes them nervous and confused. The rhythm at work is 
also intense, although it is not exactly fast: some tasks 
cannot be performed quickly, since they demand close 
attention, as in the case of evaluation of financial balance 
sheets. In the most striking aspect of this organization of 

work is the pressure exerted by all the leaders that are in 
constant contact with the employees determining difficu lt 
deadlines to be met, and emitting conflicting instructions, 
which is a mirror to the problems stressed in the 
communicat ion, in the delegation and in the follow-up of 
the tasks and operations. 

They claim that there is an excess of meetings, which 
harm even more the process of their tasks, They report an 
ambiguous behavior of the bosses, which  is flexib le only 
according to their own needs. They have a relatively far 
relationship with their co-workers.  

3.2. Pleasure and Suffering at Work  

The categories found in the interviews and the respective 
frequency are in the table 1 as follows. 

Table 1.  Summary of the categories of the interview 

Department Categories Frequency 

Administration 

Relationship with the bosses 
Working hours 

Overload 
Necessity to enjoy the job 

35 
19 
19 
11 

The details of the categories are presented in the following 
tables: 

Table 2.  Category A of the interview in the administrative department 

Relationship with the bosses 
(Frequency: 35) 

Definition 
The bosses behave ambiguously concerning the employees' 
problems, being sometimes available and others not. Besides that, 
they ask the employees to use creativity to perform the tasks, but do 
not accept when the work is done differently from the way it was 
prescribed, stopping the autonomy and making the employees feel 
revolted. There are many bosses to report to, many “egos” to fulfill, 
and they do not know who to answer first , feeling, because of that, 
uncomfortable, burdened, nervous, confused, divided. The 
employees state that they are not recognized and feel stressed, worn 
out and tired. 

Table 3.  Category B of the interview with the administrative department 

Category B: Working Hours 
(Frequency: 19) 

Definition 
There is a dissatisfaction concerning the working hours, since it  is 
flexible only according to the needs of the company. When an 
employee needs flexibility, he/she must bear the punishment, even 
the informal ones. The company also make the employees to 
perform non prescribed tasks, which generates an increase in the 
amount of work and makes it more difficult  to perform the tasks. 
Besides that, there are complaints concerning the excessive amount 
of meetings. 
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Table 4.  Category C of the interview with the administrative department 

O verload 
(Frequency: 19) 

Definition 
The employees feel uncomfortable, t ired and pressured with the 
amount of activities, having to meet the demands of several bosses 
and performing many activities at the same time. There is not space 
for feelings, that end up being expressed at home, with the family. 
There is somatization of the emotions, that are predominately fear, 
anguish, frustration and pressure. 

Table 5.  Category D of the interview with the administrative department 

Necessity to enjoy the job 
(Frequency: 11) 

Definition 
The employees feel that they must, or are obliged and need to enjoy 
the job they have, since the company is one that provides one of the 
best salaries in the field. They believe that they cannot pay attention 
to their feelings about work, because this may compromise their 
production. 

Category A, “relationship with the bosses”, points to the 
perception of the company as it is centralized in the bosses, 
although they do not agree about the priority of the tasks. The 
categories B and  C, “working hours” and “overload” indicate 
anexcessive wear of the employees, that feel the work 
routine to be heavy and extensive. Besides that, they do not 
notice any appreciation from the bosses, and feel numb about 
their creativ ity. 

Another relevant aspect of category A is the perception of 
double command, encouraged by the direct contact with the 
bosses. The fact to have many bosses makes it difficu lt to 
work in th is department. 

Category D, “necessity to enjoy the job”, reveals an 
organization that seduces using the salary. The employees 
must enjoy the job because they have a job, and besides that 
because the salary is one of the best in  the job market 
concerning civil construction material area. The feelings do 
not matter: the company pays well, and they remain with the 
lack of space to feel or even think. 

In all the categories of this interview it  can be observed 
suffering at work. In category A, the suffering results from 
the perception of ambiguity in the behavior of the bosses, 
and the fact of not knowing who to obey, which  provokes 
feelings of stress, tiredness and exhaustion. Furthermore, 
they do not feel any recognition from the bosses regarding 
the tasks they perform. 

In category B the suffering appears related to the excess of 
work, meetings and the working hours, which  is flexib le only 
if it is convenient for the company. 

Category C presents the employees' suffering also related 
to the excess of work and to the feeling of being explo ited. 
The work makes them tired, afraid, anguished, frustrated and 
with a feeling of being pressured. Since there is no space for 
emotions, they end up somatizing what they feel. 

In category D there is the perception that if there were 

feelings at work, there would be harm for the production. 
The employees are aware that they need to enjoy the job, 
both for the fact that they have a job and that they are well 
paid. The necessity to avoid feelings ends up generating 
discomfort. 

4. Conclusions 
In the last decade, it can be observed an expressive 

development in the administration of companies and the 
management of human resources in our country. However, 
there are organizations that still do not understand the 
importance of coherence in their admin istrative area and in 
the global administration of the organization. 

The company analyzed in this study presents a history of 
opening and closing down of stores, an aspect that shows 
instability of the company. It  also shows difficulties in the 
administration of the resources. It is alarming the fact  that a 
company cannot find its place in the market, having 
difficult ies to establish limits and goals, and making itself 
excessively available to take risks[25]. When the instability 
appears to be momentary in the organization's history, it  is 
understood as part of adaptation of the company to the means. 
In the case of the company in question, the instability stands 
out all over its history. If a crisis stage generated excessive 
expenses for the organization, it can be concluded that a 
“permanent” crisis makes the admin istration much more 
difficult, both financially and concerning the energy and the 
effort spent in the process of admin istering. 

Concerning the categories resulting from the analysis of 
content, the first category, “relationship with the bosses” 
shows that the relationship with the employees is ambiguous, 
which may cause apprehension, anxiety, and consequently 
low motivation. It is essential that, in a work environment 
that intends to be healthy, there is transparency of 
informat ion and clarity of roles. Otherwise, both the 
employee and the company suffer the consequences of the 
distress promoted by the difficulty of communication. 

The ambiguity in the commands, and the relation  like “two  
weights, two measures” also is presented in the category 
“working hours”. It is stressed there, the explo itation of the 
employee by the company. At first, the organization may be 
able to, with a policy of ext reme pressure, have a higher 
productivity from the employee. However, over the t ime, 
this kind of strategy provokes excessive wear and stress, 
harming the perfo rmance, increasing the turnover and the 
dissatisfaction with the organizat ion. 

It is known that many organizations go through difficult  
moments, where a bigger effort  is demanded from all the 
collaborators. This effort, however, needs to be appreciated 
and rewarded. If it  is taken as basis Maslow and h is pyramids 
of necessities, it  can be concluded that the people do not 
move only to satisfy their physiological and safety needs, but 
also the social, where it is included the need to know they are 
important. The company in  question certainly would benefit 
in productivity if they favoured the effort and the work of 
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their collaborators. 
The excessive amount of meetings, that appears in 

category B, may  be related to the lack of communication, or 
to the ambiguous communication mentioned by the 
employees. Ev idently, the more time it  is spent in meet ings, 
the less it is produced. Excess of meetings to attempt to have 
a bigger control both over the employees and over the 
processes may lead to a perception of useless meetings, Even 
inside the basic theories of perception it is found that when 
an institution is excessively exposed to stimulus, there is a 
trend to “tiredness”, and the reply does not occur as 
expected. 

The fear, anguish, frustration and pressure content in the 
category “overload”, lead the employees to distress, and 
consequently to the reduction of work efficiency and to 
suffering. The amount of negative feelings is so big that the 
employees, in a defensive position against the suffering, they 
start to feel obligated to enjoy the job, as it is shown on 
category D, “necessity to enjoy the job”. To continue 
working, in  spite of everything that they feel that is bad and 
frustrating, the employees argue that they must find positive 
the fact of having a job. It is worrying, however, the fact of 
defenses, when used for a long time, to finish or fail, or 
turning suffering into psychological or physical d iseases,or 
even psychosomatics. 

Therefore it  can be concluded that the company, in spite of 
the several attempts to control as much as possible both the 
employees and the processes performed by them, has had 
losses that may not justify the excessive control. Ev idently, 
the processes in the organization must be reviewed specially 
the ones that concern the human resources: the creation of a 
administrative department of human resources is urgent, so 
the processes of hiring, training and evaluation of 
performance development can be established harmonically, 
allowing that the employees work, and do not waste time and 
energy worrying with unnecessary matters. This strategy can, 
in medium term, promote the pleasure at work. 

Another point to be stressed is the excess of mistrust: the 
employees seem to have to explain everything all the time, 
not having a relationships of reciprocity: they must trust the 
company, but the company does not trust them. As the 
studies of pleasure and suffering at work indicate, the 
appreciation is one of the items related to the pleasure at 
work. Without that, both the organization and the employees 
tend not to enjoy optimally their potential of realization. 

It is recommended in  previous studies that other involved 
variants such as: the bosses' policy, problematics of family 
companies concerning pleasure and suffering and still other 
issues that might interfere in the experiences of pleasure and 
suffering of employees. 
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