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Workplace psychological harassment (WPH) is recognized as a major work-related risk with harmful effects on individuals’ mental health, well-being, and career trajectories (Tissot et al., 2022). Individuals exposed to WPH are at increased risk of psychological distress, occupational burnout (Pelletier & al., 2025; Caraso & al., 2021; Gullander & al., 2014; Kivimäki & al., 2003; Rugulies & al., 2012), and prolonged work absences (Nielsen & al., 2016; Hauge & al., 2010), as well as significant difficulties when returning to work (Aarestad & al., 2021; Coetzee & Van Dyk, 2018; Glambek & al., 2015). While recent research has increasingly focused on organizational practices that support return-to-work processes (St‑Arnaud & Pelletier, 2013; Nigatu & al., 2016; Pelletier & Giguère, 2026), the professional realities of organizational counselors responsible for managing these situations remain underexplored. Objective:  This presentation aims to document the main challenges and issues encountered by organizational counselors involved in managing disability leaves and return-to-work processes in cases of workplace psychological harassment. It focuses specifically on the tensions, constraints, and areas of complexity that emerge throughout the process, from the initial work absence to the return to work. Theoretical framework: This study is grounded in the conceptual framework of the dynamic process of recovery and return to work (St-Arnaud & Pelletier, 2013), which is used to understand how work lies at the heart of withdrawal and reintegration trajectories. Organizational support practices were conceptualized using the IGLOO model for return to work among people experiencing mental health issues (Nielsen & al., 2020). Method: A qualitative research design was used. Data were collected between 2024 and 2025 through individual and group interviews conducted with 8 organizational counselors from various sectors who are involved in disability management and return-to-work processes. A thematic content analysis was performed to identify the main challenges experienced by these professionals (Paillé & Mucchielli, 2021). Results: The findings highlight the significant complexity of these situations, characterized by the overlap of administrative, relational, legal, and organizational challenges. A key issue concerns limited access to a complete understanding of situations, as harassment is often disclosed progressively or only partially during periods of absence. This contributes to a persistent ambiguity between psychological harassment, interpersonal conflict, and managerial authority, making analysis and decision-making particularly difficult. The results also point to a fragmentation of roles within organizations, where responsibilities related to disability management, investigations, and labor relations are distributed across multiple actors. In this context, counselors play a central liaison role but operate with limited decision-making power, which can restrict their capacity to intervene effectively. Prolonged absence further weakens the relationship between the employee and the organization, often leading to mistrust, disengagement, and a risk of employment rupture. Additional challenges include confidentiality constraints, difficulties conducting investigations during absence, legal and union-related requirements, and the erosion of factual clarity over time. The emotional demands associated with these situations are also substantial, as counselors must navigate divergent perspectives and sensitive relational dynamics. The return-to-work phase emerges as a critical moment, often marked by expectations of change that are difficult to reconcile with organizational realities, particularly when limitations are psychological or relational in nature. Despite these challenges, several promising practices were identified, including individualized support, organizational flexibility, and structured follow-up. These findings contribute to a better understanding of the complex and often underrecognized role of organizational counselors in managing workplace psychological harassment situations. They highlight the need to strengthen organizational support, develop clearer guidelines, and provide targeted training to better equip these professionals to navigate the ethical, relational, and structural demands of their role, ultimately supporting more sustainable and adapted return-to-work trajectories.
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