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. INTRODUCTION Furthermore, the paper argues that Al-driven

The modern global workplace is often presented as a
neutral, meritocratic space, yet beneath the surface of
"corporate culture" lies a profound psycho-existential tension.
This article critically examines the enduring resonance of
Frantz Fanon’s socio-psychological framework—specifically
the concepts of “epidermalization” and the "White mask"—
within the architecture of the contemporary corporate sector.
While Fanon’s original 1952 critique focused on the colonial
subject’s struggle for recognition under the French gaze, this
study argues that the multinational corporation functions as a
neo-colonial site.

In this environment, the construct of "professionalism”
serves as a standardized, Western-centric cultural mask that
demands the systematic suppression of authentic identity.
Through what we term the "Silicon Panopticon," Al-driven
surveillance and algorithmic metrics have intensified this
alienation, creating a digital "gaze" that monitors not just
productivity, but the performance of identity itself. By
bridging the gap between mid-century post-colonial theory
and the 21st-century cubicle, this analysis uncovers the hidden
human cost of corporate life: a "shattering of the self" that
threatens both individual mental health and the possibility of
authentic organizational innovation. To decolonize the
workplace, we must first dismantle the requirement of the
mask.
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surveillance and algorithmic performance tracking intensify
this alienation. In an environment of constant digital
oversight, the "gaze" of the colonizer is replaced by the
relentless, invisible gaze of the data-set. This creates a
Visibility-Trust Paradox: employees must remain hyper-
visible through digital engagement metrics while
simultaneously concealing any cultural or personal traits that
deviate from the "Standard Professional Identity." This
perpetual state of hyper-vigilance leads to what Fanon
described as a "shattering of the self," manifesting in the
modern workplace as chronic burnout, identity fragmentation,
and a systematic erosion of psychological safety.

Ultimately, the article argues that current ‘Diversity,
Equity, and Inclusion’ (DEI) initiatives often fail because they
focus on "integration™ into existing colonial structures rather
than the "decolonization™ of the workplace itself. The study
concludes by advocating for a fundamental redefinition of
professionalism that dismantles the binary of the "mask" and
the "man," suggesting that true organizational innovation and
employee well-being can only be achieved when the systemic
requirement for identity performance is abolished.

. LITERATURE REVIEW
The literatures surrounding "The Corporate Mask"

operates at the intersection of post-colonial psychiatry, critical
management studies, and digital sociology. This review
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synthesizes the foundational work of Frantz Fanon with
contemporary theorists who examine how institutional
structures demand the performance of a “standardized"
identity.

» The Fanonian Foundation: Psycho-Existential Alienation:

The primary theoretical anchor is Frantz Fanon,
particularly his work in ‘Black Skin, White Masks’ (1952).
Fanon’s genius lay in his transition from economic alienation
(Marx) to psycho-existential alienation. He argues that the
colonized subject is "shattered” by the "White gaze," leading
to epidermalization—the internalization of a perceived
inferiority. For Fanon, the "mask" is a survival mechanism
that allows the subject to navigate a world that otherwise
denies their humanity. This provides the essential framework
for understanding why modern employees feel compelled to
"perform" a corporate identity that contradicts their authentic
self.

» Mimicry and the Ambivalence of Power:

Building on Fanon, Homi K. Bhabha in The Location of
Culture (1994) introduces the concept of mimicry. Bhabha
describes the colonized subject as being "almost the same, but
not quite." In a corporate context, this is reflected in the
pressure on employees from diverse backgrounds to mimic the
speech, dress, and mannerisms of the dominant "professional”
class. Bhabha argues that this mimicry is inherently unstable;
it produces a sense of "double consciousness" and anxiety, as
the employee is never fully accepted despite their performance
of the mask.

» Professionalism as Cultural Hegemony:

Critical management scholars like Joan Acker (2006)
provide the structural analysis for this alienation. Acker’s
theory of inequality regimes suggests that organizational
practices are never neutral; they are built upon the image of
the "ideal worker," which is historically rooted in Western,
male, and bourgeois norms. Furthermore, Pierre Bourdieu’s
(1984) work on habitus and cultural capital is vital. Bourdieu
explains how "professionalism" functions as a form of
capital—those who do not naturally possess the "habitus"
(speech, manners, tastes) of the elite must exhaustively
perform it, a process that leads to the alienation discussed in
Fanon’s work.

» Emotional Labour and Identity Fragmentation:

The internal strain of maintaining the mask is
illuminated by Arlie Russell Hochschild in The Managed
Heart (1983). Hochschild’s concept of emotional labour—the
effort to suppress or induce feelings to meet organizational
goals—parallels Fanon’s '"affective eradication." More
recently, McCluney et al. (2021) have applied these concepts
to the phenomenon of code-switching, providing empirical
evidence for the “identity labour" required by marginalized
professionals to navigate corporate spaces.

» The Digital Gaze: Surveillance Capitalism:

Finally, the evolution of the mask in the digital age is
informed by Shoshana Zuboff (2019) and her theory of
Surveillance Capitalism. Zuboff describes an environment
where every action is datafied. This creates what can be
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termed the Silicon Panopticon, a concept further refined by
Ruha Benjamin in Race After Technology (2019). Benjamin
argues that automated systems often replicate colonial biases,
forcing employees into a state of "digital defensive
compliance” where the mask must be maintained 24/7 to
satisfy the invisible gaze of the algorithm.

The literature collectively suggests that the "Corporate
Mask™ is not an individual choice but a systemic requirement.
From Fanon’s clinical observations to Bhabha’s cultural
mimicry and Zuboff’s digital surveillance, the consensus is
clear: the modern workplace remains a site of identity
alienation where the "mask" is the price of entry.

> Research Gaps

While the existing literature provides a robust theoretical
foundation for Fanonian alienation and organizational
surveillance, several critical research gaps remain. Addressing
these could significantly advance the field of Critical
Management Studies (CMS) and decolonial psychology.

e Gap:

We do not yet fully understand how real-time sentiment
analysis or "productivity tracking" software creates a unique
form of digital epidermalization, where the employee begins
to see their own worth strictly through the "gaze" of a non-
human, biased algorithm.

o Gap:

There is a dearth of longitudinal studies that track the
career-long impact of wearing the "Corporate Mask." How
does twenty years of identity suppression affect the long-term
mental health, cultural connection, and retirement transition
of marginalized professionals?

o Gap:

There is a significant research gap in practical decolonial
methodologies within the corporate sector. Most literature
identifies the problem (alienation), but few studies provide a
roadmap for what a "Decolonized Professionalism" looks like
in practice. How would an organization function if it
completely dismantled the Eurocentric "Standard Professional
Identity"?

o Gap:

There is limited research on digital neo-colonialism in
the context of outsourcing. For example, how do employees
in the Global South (India, Philippines, etc.) experience
identity alienation when they are forced to adopt Western
names, accents, and working hours to "fit" the culture of a
company located thousands of miles away?

o Gap:

There is a need for research into everyday forms of
resistance—how employees subvert the Corporate Mask,
create "counter-spaces" for authenticity within the Silicon
Panopticon, and maintain psychological safety through
informal networks.
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» Problem Statement

Despite the proliferation of Diversity, Equity, and
Inclusion (DEI) initiatives, modern corporate environments
continue to operate as neo-colonial spaces that demand the
performance of a "Standard Professional Identity.” This
standard, rooted in Eurocentric and bourgeois norms, compels
employees—particularly those from marginalized or non-
Western backgrounds—to adopt what Frantz Fanon termed
the "white mask." The problem is two-fold:

o ldentity Fragmentation:

The requirement to maintain a "Corporate Mask" creates
a psycho-existential rupture, leading to profound alienation,
affective erasure, and chronic burnout.

o The Digital Panopticon:

The rise of Al-driven surveillance and algorithmic
monitoring (the Silicon Panopticon) has intensified this
alienation. The "gaze" of power is now omnipresent and data-
driven, forcing a state of permanent "defensive compliance"
where employees must remain hyper-visible in productivity
metrics while remaining invisible in their authentic cultural
identities.

Without a critical deconstruction of these "professional”
norms, the workplace remains a site of psychological violence
that stifles genuine innovation and systematically erodes the
mental well-being of the workforce.

1. RESEARCH METHODOLOGY

This study will employ a qualitative methodology,
utilizing a Fanonian theoretical framework to analyze the
lived experiences of professionals.

» Research Design

e Theoretical Lens: A decolonial framework based on
Fanon’s Black Skin, White Masks. This approach rejects
the "neutrality" of corporate culture and seeks to uncover
the power imbalances inherent in organizational norms.

e Approach: Phenomenological analysis, focusing on "how"
employees experience the tension between their authentic
selves and their corporate personas.

» Data Collection Methods

e Semi-Structured Interviews: In-depth conversations with
15-20 professionals from diverse ethnic and cultural
backgrounds across the technology and financial sectors;
having experiences with code-switching, perceived
pressure to conform, and the psychological impact of
performance reviews.

o Digital Auto-Ethnography: Participants will be asked to
keep a "Reflection Journal" for two weeks, noting
instances where they felt they had to "adjust" their
personality or speech for digital platforms (e.g., Slack,
Zoom, and LinkedIn).

o Critical Discourse Analysis (CDA): An analysis of
corporate HR policy documents and DEI mission
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statements from Fortune 500 companies to identify the
linguistic markers of "professionalism™ and "culture fit."

» Data Analysis (Thematic Coding):

e Deductive Codes: (Based on Fanon) Epidermalization,
The Gaze, Masking, Linguistic Alienation, Affective
Eradication.

e Inductive Codes: (Emerging from data) Digital
exhaustion, Algorithmic anxiety, Zoom fatigue as
performance, "Professional™ aesthetic standards.

» The Analytical Concepts

The following analysis of the concepts explores how
Frantz Fanon's psychological theories, originally developed to
describe the relationship between the colonizer and the
colonized, provide a powerful lens for understanding the
modern corporate environment.

e The "Corporate Mask"

The concept of the "corporate mask" draws a direct
parallel between Frantz Fanon’s colonial critiques and the
modern professional landscape. In his 1952 work, Black Skin,
White Masks, Fanon described how colonized subjects
adopted the language and behaviours of the colonizer to
survive and gain social recognition. In the contemporary
workplace, this "mask" is a psychological and behavioral
veneer that employees—particularly those from marginalized
or non-Western backgrounds—must adopt to align with
Eurocentric, middle-class standards of "professionalism."

v" The Performance of Professionalism:

The mask is not merely a choice but a systemic
requirement for upward mobility. It involves a process of
identity fragmentation, where the individual splits themselves
into a "professional persona" and an "authentic self." This
manifests through: (i) Linguistic Alienation: Constant code-
switching to match corporate jargon or "standard" accents; (ii)
Emotional Labour: Suppressing genuine reactions in favour of
a "corporate-approved"” emotional range, often characterized
by toxic positivity or stoic detachment; and (iii) Aesthetic
Conformity: Altering physical appearance, from hair textures
to dress codes, to avoid being labelled as "unprofessional.”

v" The Surveillance of the Mask:

In the digital age, this mask is reinforced by what can be
termed the “Silicon Panopticon’. With Al-driven surveillance
and algorithmic monitoring, the "gaze" of the supervisor is
omnipresent. Employees feel compelled to perform "digital
busyness," ensuring their metrics reflect a mask of constant
productivity, even when such metrics do not align with actual
value or mental well-being.

v" The Cost of the Performance:

The long-term maintenance of the corporate mask leads
to affective eradication—the numbing of one's own cultural
and emotional identity. This results in chronic burnout,
imposter syndrome, and a profound sense of alienation. A
Fanonian analysis suggests that true organizational health
cannot be achieved through superficial inclusion, but only
through a decolonization of professionalism that allows
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individuals to exist in the workplace without the psychological
burden of the mask.

e Psychopathology of "Culture Fit"

The psychopathology of "culture fit" represents a
modern iteration of what Frantz Fanon described as the
internalized oppression of the colonial subject. In
contemporary organizational theory, "culture fit" is often
framed as a benign search for shared values; however, a
Fanonian critique reveals it as a sophisticated mechanism of
exclusion and identity erasure. When an organization defines
"fit" based on unstated Eurocentric or class-based norms, it
forces those who deviate from these norms into a state of
permanent psychological hyper-vigilance.

v" Internalized Surveillance:

The core of this psychopathology is defensive
compliance. An employee who does not naturally mirror the
dominant culture must engage in constant self-monitoring.
This is the modern "White mask"—a curated performance of
personality, speech, and social habitus designed to avoid the
"gaze" of being labelled "unprofessional” or "difficult."
Unlike technical skills, which can be acquired, "fit" is often an
elusive, shifting target that demands the suppression of one’s
authentic cultural heritage and emotional reality.

v The Shattering of the Self:

This performance leads to what Fanon called a
"shattering of the self." The individual experiences a profound
identity fragmentation, where the energy required to maintain
the corporate persona depletes the cognitive and emotional
resources needed for genuine creativity and well-being. The
psychopathology manifests as: (i) Affective Alienation: The
numbing of genuine emotions to maintain "corporate
positivity”; (i) Imposter Syndrome: The persistent fear that
the "authentic" (and therefore "unfit™) self will be discovered;
and (iii) Chronic Stress: A state of high cortisol induced by the
invisible pressure to "belong" in a space that was not designed
for one's true identity. Ultimately, the pathology of "culture
fit" creates a workplace that prizes homogeneity over
humanity. It suggests that for an individual to be valued, they
must first become someone else—a psychological trade-off
that Fanon argued was the very definition of colonial
alienation.

e Linguistic Alienation

Fanon argued in Black Skin, White Masks that to speak
a language is to "assume a culture™ and "support the weight of
a civilization." He noted that the colonized person was judged
primarily by their mastery of the colonizer's tongue—the more
"perfectly” they spoke French, the "whiter" they became in the
eyes of power.

In the modern corporate context, this has evolved into a
mastery of corporate jargon and standard accents. Linguistic
alienation occurs when an employee must engage in constant
code-switching as a form of survival. This is not merely
changing words; it is the suppression of one’s native rhythm,
dialect, and cultural nuance to adopt a sanitized, Eurocentric
"professional” vernacular. When an employee feels they
cannot bring their natural voice into a boardroom without
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being labelled "unpolished™ or "unclear,” they experience a
profound rupture. The psychic energy required to constantly
translate one's thoughts into the "acceptable” dialect of power
is a form of cognitive labour that leads to deep mental
exhaustion and a feeling of being a "foreigner" within one's
own career.

e The Visibility Paradox

Fanon noted that the colonized subject was caught in a
trap: they were hyper-visible as an "object"” (the "Black man"
as a stereotype) but invisible as a "subject" (a human being
with a complex inner life). The modern corporate sector
replicates this through the “Visibility Paradox’.

Employees are under immense pressure to be "seen"—
they must maintain high performance metrics, a curated
LinkedIn persona, and "enthusiastic participation™ in team
meetings. This is the performance of the successful corporate
subject. However, this visibility is conditional. To maintain it,
the employee must remain "unseen" regarding their true
cultural, personal, or psychological struggles. They must hide
the "shattering of the self" that occurs when their authentic
identity clashes with corporate norms.

Under the digital gaze of the Silicon Panopticon, this
paradox intensifies. Al surveillance tracks "activity" and
"sentiment," forcing employees to wear a digital mask of
productivity and positivity. If they reveal the exhaustion of the
mask—if they show the "authentic" strain of living in a space
not designed for them—they risk being labelled a "poor fit."
This permanent state of hyper-vigilance, where one must be
seen to exist but hidden to survive, is the very definition of
Fanonian alienation, leading to a systematic erosion of
psychological safety and a profound sense of existential
homelessness within the workplace.

» Case Study: Semi-Structured Interview

e Target Participants: 15-20 Professionals (Tech/Finance)

e Estimated Duration: 45-60 Minutes

e Guiding Principle: Creating a "Safe Space" for the removal
of the mask.

» Part 1: The "Professional" Persona (The Mask)
Goal: To identify the gap between the authentic self and
the corporate self.

e How would you describe your "work persona" to a close
friend who has never seen you in the office?

e Are there specific parts of your personality, heritage, or
language that you feel must be "left at the door" when you
log in or enter the office?

e Do you ever feel like you are "performing" a version of
yourself that was designed by someone else? What does
that performance feel like physically?

» Part 2: Linguistic Alienation & Code-Switching
Goal: To map the "mastery of the colonizer's language"
in a corporate setting.
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e How does your way of speaking change when you
transition from a call with family to a high-stakes board
meeting or a Slack channel with leadership?

e Have you ever received feedback (formal or informal)
about your “communication style,” "tone,” or
"assertiveness"? How did that feedback affect your sense
of belonging?

e Do you find yourself using "corporate jargon" as a
protective shield? Does using this language feel
empowering or alienating?

» Part 3: The Panopticon & Performance Reviews
Goal: To understand the "Gaze" and its psychological
impact.

e When you prepare for a formal performance review, what
is your primary focus: your actual output, or how well you
"fit" the image of a leader in your company?

e How does the knowledge that your digital activity (Slack
status, keystrokes, "sentiments") is being tracked change
how you express yourself at work?
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e Do you feel pressured to be hyper-visible on platforms like
LinkedIn or internal forums? Does this visibility feel like
"recognition” or "surveillance™?

» Part 4: The Psychological Cost (Internalized Alienation)
Goal: To capture the "Psychopathology" and "Affective
Eradication.”

e After a full day of "masking," how do you feel emotionally
and physically? How long does it take you to "find
yourself" again after work?

e Have you ever experienced "Imposter Syndrome"? If so,
do you think it stems from a lack of skill, or from the
feeling that your identity is out of place in this
environment?

e Fanon speaks of a "shattering of the self." Have you ever
felt that the requirements of your job are slowly eroding
your connection to your cultural or personal roots?

» Table: Simulated Data Analysis Matrix

Below is a simulated Data Analysis Matrix based on
common themes found in critical organizational studies and
Fanonian theory:

Table 1 Simulated Data Analysis Matrix

Interview Quote (Simulated Data) | Fanonian Concept

Organizational Context Psychological Impact

"I have a 'work voice' that is three
octaves higher and uses 50% more
jargon than my real voice."

Linguistic Alienation

Code-Switching: Adjusting
speech to match Eurocentric
"professional" standards.

Cognitive Load: Constant
mental translation leads to
high fatigue and inauthenticity.

The Gaze / The
Panopticon

"| feel like ’m on a stage the
moment | log into Slack. I have to
perform 'happiness' for the
algorithm."

Digital Surveillance: The
feeling of being watched by
Al-driven sentiment and
activity trackers.

Defensive Compliance:
Employees perform
"busyness" rather than doing
deep, meaningful work.

"l straighten my hair and wear
glasses | don't need just to look
more 'analytical’ and less

'threatening'.

Epidermalization

Executive Presence:
Internalizing the idea that
one's natural appearance is
"unprofessional.”

Identity Fragmentation: A

literal "splitting" of the self

into a public persona and a
private reality.

"During my review, they said |
wasn't a ‘culture fit." It felt like they
were saying | just don't belong in
their world."

The Inferiority
Complex

Bio-Power / Gatekeeping:
Using "culture" as a tool to
exclude those who do not
mirror the elite.

Internalized Alienation: The
employee begins to believe
they are fundamentally
"lesser" than their peers.

"By the time | get home, I’m too Affective Eradication
exhausted to speak my native
language or even listen to my own

music."

Identity Labour: The sheer

Burnout: A total depletion of

effort of maintaining the
"Corporate Mask" for 8+
hours a day.

the self, leading to a loss of
cultural and personal
connection.

V. DISCUSSION

» Toward A Decolonized Human Resource Framework

The findings of this study suggest that the modern
corporate landscape operates as a sophisticated neo-colonial
ecosystem, where identity alienation is not an accidental by-
product but a structural requirement. By interpreting these
results through a Fanonian lens, we can see that traditional
Human Resource (HR) practices—often framed as "neutral"
or "objective"—frequently function as the "disciplinary
agents" of the corporate mask.
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e The Fallacy of "Culture Fit" as Bio-Power:

The interviews reveal that "culture fit" is a primary site
of epidermalization. When HR departments use "fit" to screen
candidates or evaluate performance, they are often checking
for a specific habitus—the speech patterns, social cues, and
aesthetic norms of the dominant Western bourgeoisie.

v' The Decolonial Shift:

HR must move from "Culture Fit" to "Culture Add."
Instead of asking how a candidate can mold themselves to the
existing "White mask" of the organization, the focus should
be on how the organization can expand its psychological
borders to accommodate the authentic identities of new
arrivals.
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e From Inclusion to Decolonization:

A major theme in the data is the failure of traditional
Diversity, Equity, and Inclusion (DEI) initiatives. The
participants noted that being “included" often meant being
invited to sit at the table as long as they wore the mask.

v" The Decolonial Shift:

Decolonizing HR  means moving  beyond
"representation” (numbers) toward "subjectivity" (humanity).
This requires a radical redefinition of "Professionalism."
Policies must be dismantled that penalize non-standard
accents, protective hairstyles, or cultural expressions of
emotion. Professionalism should be measured by technical
competence and ethical integrity, not by proximity to
Eurocentric behavioral norms.

¢ Dismantling the Silicon Panopticon:

The "Digital Gaze" identified in the research creates a
state of permanent affective eradication. When Al monitors
"sentiment" or "engagement," it punishes those whose cultural
expression does not align with "standardized corporate
positivity."

v" The Decolonial Shift:

HR must establish "Digital Autonomy" policies. This
includes limiting intrusive surveillance and rejecting
algorithmic "sentiment" scores that penalize neuro-divergent
or culturally diverse employees who do not perform the
expected "digital smile." Trust must be restored as the
foundational metric, rather than the "visibility" of the mask on
Slack or Zoom.

o Mitigating Identity Fragmentation:

The "shattering of the self" described by participants is
a clinical crisis that traditional "Wellness Programs" fail to
address. Offering "mindfulness apps" to employees forced to
suppress their identity is a form of gaslighting.

v" The Decolonial Shift:

Psychological safety must be treated as a structural right,
not a perk. HR should facilitate "Unmasking Spaces"—
affinity groups and mentorship programs where the
"Corporate Mask" is explicitly permitted to be lowered
without fear of career repercussions.

To decolonize the workplace is to fulfil Fanon’s plea for
"true disalienation." It requires an HR revolution that refuses
to see employees as "Human Capital" (objects) and begins to
see them as "Human Subjects." Only by dismantling the
systemic requirement for the "Corporate Mask" can
organizations foster the genuine creativity and psychological
safety necessary for a truly post-colonial future of work.

» The Theory:

Bridging the gap between 1950s post-colonial theory
and the present culture showing that Fanon’s observations of
the "colonized" are still happening in the "cubicle."

The transition from the 1950s colonial outpost to the

2026 corporate "cubicle” is not a journey toward liberation,
but rather a sophisticated evolution of what Frantz Fanon
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identified as the psycho-existential shackle. In Black Skin,
White Masks, Fanon meticulously documented how the
colonized subject was forced to adopt the “White mask™ of the
colonizer—internalizing their language, aesthetics, and
values—to be recognized as a human subject within a hostile
hierarchy. Today, this dynamic has been digitized and
institutionalized within the modern corporate sector. The
physical "gaze" of the colonial administrator has been
replaced by the invisible, omnipresent "Digital Gaze" of the
Silicon Panopticon, where algorithms and performance
metrics now dictate the boundaries of acceptable professional
identity.

In this contemporary setting, the "Standard Professional
Identity" acts as the new colonial frontier. Just as Fanon’s
subject was judged by their mastery of the French language,
the modern employee is evaluated on their command of
corporate jargon and their ability to "code-switch" into
Eurocentric linguistic norms. This is not a benign adjustment
of behaviour; it is a profound form of Linguistic Alienation.
When an employee must sanitize their accent or suppress their
native syntax to be perceived as "executive material," they are
performing the same act of identity erasure that Fanon
observed in Martinique decades ago.

Furthermore, Fanon’s concept of epidermalization—the
internalization of an imposed inferiority based on
appearance—finds a new home in the "Culture Fit" interview
and the "Executive Presence" review. These corporate
gatekeeping mechanisms often function as bio-political tools
that reward those who can most closely mirror the dominant
cultural habitus while penalizing those whose natural hair,
dress, or emotional expression deviates from the norm. The
result is a persistent state of identity fragmentation, where the
employee exists in a "shattered" state, split between an
authentic cultural self and a curated corporate persona.

The "cubicle," therefore, serves as a site of ‘Neo-
Colonial Alienation’, where the price of economic entry is the
"affective eradication" of the individual's roots. By bridging
Fanon’s 1950s theory with today’s digital workplace, we see
that while the uniforms have changed from pith helmets to
navy blazers, the underlying psychopathology remains the
same: a systemic requirement to wear a mask that slowly
erodes the humanity of the person beneath it.

» The Manifestation:
Explaining how the workplace enforces these masks
through modern tools like ‘Performance Reviews’ or ‘Slack”.

The modern workplace does not require a physical
overseer to enforce the "Corporate Mask"; instead, it utilizes
a suite of sophisticated, data-driven tools that act as the
modern equivalent of the colonial gaze. These tools—ranging
from real-time communication platforms to annual
evaluations—create a "feedback loop" of surveillance that
ensures the mask is never lowered.

¢ Slack and the "Digital Performance":
The Platforms like Slack, Microsoft Teams, and Discord
have moved the workplace into a state of 24/7 visibility. In a
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Fanonian sense, these tools enforce the mask through digital
defensive compliance:

v" The Performance of "Presence":

Employees often feel compelled to use specific emoji’s,
exclamation points, and a "high-energy" tone that may not
reflect their actual emotional state. This is a digital version of
the "White mask,” where one must perform "corporate
enthusiasm™ to be seen as a team player.

v’ The Sentiment Gaze:

Many enterprise versions of these tools use Al to
perform sentiment analysis. If an employee’s language
becomes too "blunt" or "detached"—yperhaps because they are
communicating in a way that is natural to their culture but
foreign to the corporate norm—the algorithm may flag them
as "disengaged."

v The Loss of "Backstage" Space:

Historically, marginalized employees could lower the
mask in the break room or in private conversation. Because
Slack logs every interaction, the "backstage" has been
colonized; the mask must stay on even in "casual” channels.

e Performance Reviews and "Culture Fit":

The  performance review is the  formal
institutionalization of Fanon's "Gaze." It is the moment where
the employee is "read" by the organization and categorized as
either "compliant" or "deviant."

v" Subjective Metrics:

Terms like "Executive Presence,”" "Soft Skills,” and
"Gravitas" are often coded language for how well an employee
mimics the dominant (Eurocentric/Bourgeois) identity. When
a review states an employee needs to be "more assertive" or
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"less aggressive,” it is often a critique of their cultural
temperament rather than their work output.

v The Internalized Review:

Fanon noted that the colonized person eventually begins
to judge themselves through the colonizer's eyes
(epidermalization). Knowing that a review is coming, the
employee begins to "self-edit" months in advance—altering
their accent, hair, or social interactions to ensure they "fit" the
rubric of the "ldeal Worker."

v' 360-Degree Feedback:

By asking peers to evaluate each other, the organization
creates a peer panopticon. The enforcement of the mask is
outsourced to colleagues, who—often unconsciously—
penalize those who do not adhere to the "Standard
Professional Identity."

e LinkedIn and the "Public Mask":
The enforcement extends beyond the 9-to-5 through
‘LinkedIn’ and ‘Personal Branding’.

v" The Mandatory Brand:

Employees are increasingly expected to be
"ambassadors" for their firms. This requires a public-facing
mask of professional alignment.

v The Visibility Paradox:

An employee must be highly visible (posting insights,
celebrating "wins") to be considered for promotion. However,
this visibility is only permitted within a very narrow
"professional™ bandwidth. Any cultural or political expression
that deviates from the corporate "brand" is seen as a liability,
forcing the employee to maintain the mask even in their
"personal” digital life.

Table 2 The Tools of Enforcement

Tool Enforcement Mechanism

Fanonian Result

Slack / Teams | Real-time sentiment & activity tracking.

Affective Eradication: Constant performance of forced positivity.

Performance Subjective "Executive Presence" Identity Fragmentation: Splitting the self into "Worker" and
Reviews metrics. "Human."
LinkedIn Public personal branding requirements. Permanent Masking: The blurring of private life and corporate
identity.
Al Productivity | Algorithmic monitoring of "busyness." Digital Panopticon: Fear of being "seen" as unproductive or
Tools different.

Through these tools, the modern workplace ensures that
the "Corporate Mask" is not just a costume worn during
meetings, but a permanent skin that the employee cannot
easily shed without risking their livelihood.

V. RESULTS

» Highlighting the Human Cost, and the Long-Term Impact
of Systemic Alienation
The long-term impact of systemic alienation in the
workplace is not a static state of "unhappiness,” but rather a
cumulative, degenerative process that erodes both the
professional capacity and the personal well-being of
marginalized employees. When the "Corporate Mask"
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becomes a permanent requirement for survival, the
psychological and creative consequences are profound.

e Erosion of Creative Agency: The Stagnation of Mimicry

Creative agency—the ability to generate original ideas
and take intellectual risks—requires a foundation of
psychological safety. Long-term alienation destroys this
foundation through several mechanisms:

v' Cognitive Tax of Self-Monitoring:

Constant self-surveillance (monitoring one's accent,
posture, and tone) consumes significant “cognitive
bandwidth." Over years, this reduces the mental energy
available for deep work and innovation.
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v" The Trap of Mimicry:

As Homi Bhabha suggests, the marginalized subject is
pressured to be "almost the same, but not quite.” Long-term,
this forces employees into a cycle of Safe Mimicry, where
they replicate existing corporate patterns rather than
challenging them, leading to a loss of original voice.

v" Intellectual Withdrawal:

To protect themselves from the pain of being rejected for
their "authentic" ideas, many employees eventually "check
out" intellectually, offering only the minimum viable
compliance required to maintain their position.

o The Psychopathology of the Mask: Mental Health Decay

The prolonged wearing of the mask leads to a specific
set of psychological conditions that Fanon identified as a
"shattering of the self."

v' Affective Eradication and Numbing:

To survive a space that rejects one’s true emotions,
he/she must "kill" those emotions. Long-term, this leads to an
inability to feel joy or passion even outside of work, a state
often misdiagnosed as simple depression but more accurately
described as alienation-induced apathy.

v' Internalized Inferiority (Epidermalization):

Years of being told—implicitly or explicitly—that your
natural self is "unprofessional” can lead to the internalization
of these biases. This results in permanent imposter syndrome,
where the employee believes their success is a fluke and their
"unfit" true self is a liability.

v Chronic Stress and Somatization:

The body keeps the score of the mask. The persistent
cortisol spikes from being in a "high-vigilance" state lead to
physical health issues, including hypertension, chronic
fatigue, and sleep disorders.

e The "Shattered" Identity: Cultural and Social
Disconnection
Perhaps the most tragic long-term impact is the
estrangement from one's own community and heritage:

v’ Linguistic Trauma:

After decades of code-switching, some employees find
they have lost the "fluency"” of their authentic cultural voice,
leading to a sense of being a foreigner in their own
community.

v" Intergenerational Impact:

The exhaustion of the mask often bleeds into home life,
where the employee may lack the emotional resources to
engage fully with family, effectively passing down the
"silence" of corporate alienation to the next generation.

The "problem" is that the corporate mask has turned the
modern workplace into a site of psychological violence. By
prioritizing a narrow, colonial definition of "professionalism"
over the raw complexity of human identity, the corporate
sector is producing a workforce that is technically "compliant"
but humanly depleted. The ultimate cost is a society where our
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most productive hours are spent in a state of alienation, and
our collective potential for original thought is sacrificed at the
altar of a standardized, artificial mask. This research asserts
that unless we decolonize the professional identity, we will
continue to trade our mental well-being and our creative future
for a hollow, performative peace. Thus, the long-term result
of this alienation is a "Hollowed-Out Subject"—an employee
who is technically proficient and "compliant” according to
corporate metrics, but who has been stripped of the very
humanity and cultural richness that drives true innovation and
personal fulfilment.

VI. CONCLUSION

The ‘Corporate Mask’ demonstrates that the
contemporary global corporate sector operates as a
sophisticated, neo-colonial space where "professionalism"
functions not as a neutral meritocratic metric, but as a
standardized, Western-centric cultural mask. Grounded in
Frantz Fanon's seminal concepts of "epidermalization and the
"White mask," this paper exposes the profound psycho-
existential alienation forced upon employees—particularly
those from marginalized backgrounds—as the baseline price
of economic entry.

This systemic alienation is aggressively amplified by
algorithmic monitoring and Al-powered sentiment tracking,
coercing employees into an exhausting 24/7 state of defensive
compliance and performative positivity. The human toll of
this hyper-vigilance is staggering: a severe "shattering of the
self" that manifests in chronic burnout, identity fragmentation,
permanent imposter syndrome, and the systematic erosion of
psychological safety. Ultimately, this forced conformity
produces a "Hollowed-Out Subject,” trading employee well-
being and authentic organizational innovation for a sterile,
performative homogeneity.

True workplace disalienation cannot be achieved
through superficial, integrationist ‘Diversity, Equity, and
Inclusion’ (DEI) initiatives that merely invite marginalized
subjects to sit at a colonial table while wearing the mask.
Moving forward, organizations must actively decolonize
human resource frameworks. This requires dismantling
Eurocentric gatekeeping mechanisms like "culture fit,"
implementing policies of digital autonomy, and radically
redefining professionalism around structural subjectivity,
technical competence, and ethical integrity. By completely
abolishing the structural mandate for identity performance can
workplaces restore true human agency and nurture an
authentically creative atmosphere of work.
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