—

- Are

)\/&7‘J Imagine the future world:

How do we want to work tomorrow?

Abstract proceedings of the
16th EAWOP Congress 2013

Editors: Guido Hertel - Carmen Binnewies - Stefan Krumm - Heinz Holling - Martin Kleinmann

Iy

A 0\ \\e—{/

6 \‘
\
& > A
64 =
ot 5 R b ,
7 7 p: 7 .
2
8 i
s —~ [}
2 1 m | 1 ‘
. |
3 P o 1 J 3
| |
2
y J 1,
5
A\ \ 8
: !
European Association of Work @
and Organizational Psychology — AN N <t 1N O N 00 O S









Impressum:

Imagine the future world: How do we want to work tomorrow?

Abstract proceedings of the 16th EAWOP Congress 2013

Editors:

Guido Hertel, University of Miinster

Carmen Binnewies, University of Miinster

Stefan Krumm, University of Minster (since April 2013 at Free University of Berlin)
Heinz Holling, University of Minster

Martin Kleinmann, University of Ziirich

Publisher:

Minstersche Informations- und Archivsystem multimedialer Inhalte (miami):
miami.uni-muenster.de

URN: http://nbn-resolving.de/urn:nbn:de:hbz:6-66399491491



Imagine the future world:

How do we want to work tomorrow?
Abstract proceedings of the

16th EAWOP Congress 2013

Editors: Guido Hertel - Carmen Binnewies - Stefan Krumm - Heinz Holling - Martin Kleinmann

EAWOP Congress 2013 Munster



EAWOP Congress 2013 Munster



Contents

o =Y o] Y PP PSSRRN I
(070 Y= T I 0 T=Y o VS SR Il
Committees and CONGIreSS OffiCO.......uiii it e ettt e e et e e eeae e e e e abeeeeeaseeeeeaseeeeeateeeenns 1]

Invited Keynotes (chronological order)

Lo Lo Lo Il U] o 1= o o OO PSPPSR 1
D TT T @ o 1= P PSP PRSP PPRPP 2
F AN =L T ) w4 = o o USRI 4
Yo [ T= o o TSl o] =1 | = TP PT PP RPN 4
HAFEMUT ROSQ .ttt ettt e e e ettt e e e e e s e et e e ee e e e s abaebeeee e e e abebeeeeeaeansseeee sabbeeeeeesenannres 5
e o I L1V o TSRS 5
(6 N o U] Y=Y =T USSPt 6
(DT 1 Lo I K UD {1 o TP PP PPUPPRRTPNt 7
JONN VL CATTOI ettt et e e ettt e s st e e s s ab b e e e s bbe e e sasbaeesabbeeeesbeeesaabaeesnbaee baeessnbaeesnnn 9
SADINE SONNENTAE ..eeeiiiiie e e et e e et e e e s e e e e s taeeeaetee e s saeeeasseeeassaeessseeeasseeeeansseen seeennnnes 10

1. Changing employment relations

LAV =To I3 4] o Yo 1Y - SRR 11
I3 4] o Lo - PN 13
YT aT e LT =T o1 SRR 28
[0 1] H=T £SO TP PP PP UPUPPPPTN 39

2. Employee well-being

FaNVZEe=Te B3V g qY oo 1 - SRR 47
Y121 oo LY - PSPPI 50
Lo L Te g T o= o 1] T U U U TP P TR O SRS 106
Y TaY e LT 2= o1 SRR 108
[0 1] =T £SO PO PPU PP UPUPPPPPOTN 145

3. Health and interventions

370 4] o Lo - N 193
Y TaY e LT =T o 1= SRS 217
[0 1] H=T £SO ST P PO PPPPP O UPUPPPPPOTN 225

4. Worktime arrangements and work-family interface

370 4] o Lo - SN 237
(o[ g T 2= o 1= P SPPPP 245
YT =d [l = T o LT PSP UUPRRRRE 247
20 1] =T TSP 253

5. Personnel selection and recruitment

LAV I3 4] o Yo 1Y £ SR 265
371 4] o Lo - N 268
(o ][] g T 2= o 1= TSP 293

EAWOP Congress 2013 Munster



YT =d [l = T o L= PP URPRRRRt 295
201 =T TS PPPRPPN 309

6. Human resource management

TNV =T I3 4] oY 1Y £ SR 325
371 4] o Lo - N 326
INVILEA PNl DISCUSSION .. ..eiiiiiiiiertieetee sttt ettt sit e st e e sbe e et esbeesabeesabeesateesabeesaaeebeeenbeesabeesaseesabaesnseesaseas 351
Lo L Te T g T o= o 1] T T PP USROS 352
Y TaY e LT 2= o 1= ST 356
[0 1] =T £SO ST PP UPP O UPUPPPPPOTN 379

7. Leadership and management

370 4] o Lo - N 407
(o ][ g T 2= o 1= P SPPPP 448
YT =d [l = T o L= PP UUPRRRRt 450
20 1] =T OSSPSR 469

8. Sustainable environment and organizations

(o ][ g T 2= o 1= PP TPPPPP 495
YT =d [l = T o L= PP URPRRRRE 495
20 E] =T PSPPSR 499

9. Organizational change and development

VL1210 o LY - P PPPRRNE 505
TNV E=To l D= oF- | O PP PTUPPPROP 512
(o[ g T 2= o 1= PP 513
YT =d [l = T oL PP UUPRRRRRt 521
20 F] =T TP UPTPRPPPN 533

10.Labor market issues

YL 02] oo LY I PP PPRRNE 545
(Lo L Te T g T o= o 1] T TP TP USROS 556
Y TaT e LT =T o1 SRSt 558
[0 1] =T £SO PP PP UPUPPPPPOTN 565

11.Technology at work and human-machine-systems

370 4] o Lo - SN 575
Y TaY e LT =T o1 SRR 580
[0 1] =T £SO ST PPPUOUPUPPPPPTN 582

12.Occupational and organizational safety

Lo L Te T g T o= o 1] T TP TP T USROS 585
Y TaY e LT 2= o1 SRR 587
[0 1] =T £SO P PP O PU PP OUPUPPPPPTN 598

EAWOP Congress 2013 Munster



13. Macroergonomics / Work design

INVITEA SYMIPOSIA .teuetiiiiiiite ettt sttt sttt ettt e b et s bt e sttt e bt e sab e e s bt e sabeesabeesaseessbeesneeesbeeensees aesnreesas
[0 E] A= SRR UPPUPPPPPPPN

14.Organizational behavior

TNV C=To I3V 4] o Yo LY I PSR SR
V2] o Lo LY - PO PP ST PPRROt
POSITION PAPEIS. ittt e e e e e e e e e e e e s e e e s e e e ae e rerereaaaans
SINEIE PAPEIS . ettt ettt sttt et e b et e bt e e bt e bt e ea bt e s bt e ehe e e she e e be e e beeebee st nareesareenneean
[0 E] H=T PSP UPT O UPPPPPPPN

15.Organizational structure, culture and climate

TNV C=To I3V 4] o Yo LY I TSR
Y121 o Lo LY I PSSO PP PP PP PPRROt
POSITION PaPEIS ittt e e e e e e e e e s e e e s e e e e e e e s e e rerereaaaens
SINEIE PAPEIS . ettt et sttt ettt et h e e bt e bt e ea bt e s bt e eht e e eht e e be e e bt e e bee st nabeesareenneean
[0 ] A= ST PPPPPUPT U UPTPPPPPN

16.Teams and workgroups

0371 4] o o - PPN
POSITION PAPEIS...ciiiiiieiit ettt e et s e e s st e s s b e e e s ann e e e s r et e s e be e e s e nr e e eeesaneeeean
Y TaY e Ll T o 1T SRS UUTUPRt
POSTEIS ..ttt e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e tre e e et e e e e re e eeeees

17.Emotions in the workplace

Y101 o Lo LY - PSSO PP PP UPRROt
SINEIE PAPBIS ..eeieitieeeetiee ettt e ettt e e ettt e e et e e e eetaeee et teeeeebaeeeaasaeeesabaeeaansbaseassaeessbeeaanssseesassaeeeantene taeeeentaeenanns
POSTEIS ..ttt e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e ereree e e e e e e e eaaees

18.Research and methodology

LY=o I3 4] oY 1Y £ SR
POSITION PAPEIS. ittt e e e e e e e e e e e e e e e s e s e e e s e s e e rereraaeaans
SINEIE PAPEIS . ettt ettt ettt e b et bt e bt bt e ea bt e s bt e eht e e sh e e e be e e bt e e bee st sareesareenneean
[0 ] A= S PO UPT U UPTPUPPPN
19.Consumer behavior and marketing

YT =d [l = T o L= PSP UUPRRRRRE
20 E] =T PP SPTPRPPN
20.Entrepreneurship / Self-employment

Y TaY e LT =T o1 USRS
POSTEIS ..t et
21.Economic Psychology

YT =d [l = T o L= PP UUPRRRRt
20 E] =T PP SPTPRPPN

EAWOP Congress 2013 Munster



22.0ther Work and Organizational Psychology topics

INVITEA SYMIPOSIA .teuetiiiiiiite ettt sttt sttt ettt e b et s bt e sttt e bt e sab e e s bt e sabeesabeesaseessbeesneeesbeeensees aesnreesas 899
INVILEA PNl DISCUSSION .. .viiitiieitieitieeiee st e st e sttt siteesbe e e steeebeesbeesabeesabeesaseessteenseesbeeenseesabaesnseesateesnseenssens 903
Y121 o Lo LY - PSPPSR PP PP PPRROt 906
POSITION PAPEIS. ittt e e e e e e e e s e e e e e s e s e e e s e e rereraaaaans 932
SINEIE PAPEIS . ettt ettt ettt et e b et bt e bt e bt e ea bt e s beeeh et e she e e he e e beeebee st sateesareenneean 935
(o] A= SRS UUP U UPPPPPPPN 941

EAWOP Congress 2013 Munster



Preface

The contributions summarized in this volume
have been presented at the 16th Congress of
the European Association of Work and Organi-
zational Psychology (EAWOP) in Minster,
Germany, May 22-25", 2013. The bi-annual
EAWOP Congress has a long and successful
history that started in 1983 when work and
organizational psychology became profession-
alized. Today, the EAWOP congress is one of
the largest international conferences of work
and organizational psychologists worldwide,
and the largest in Europe.

For the current congress, we had received
more than 1.700 abstract submissions from
over 50 different countries. All submissions
were subject to a double-blind review process
supported by more than 100 international
reviewers (their contribution is thankfully
acknowledged on the following pages). In
addition, numerous invited sessions with in-
ternationally renowned keynote speakers as
well as invited symposia, invited debates, and
panel discussions supplemented a manifold
program.

The theme of the EAWOP Congress 2013 “Im-
agine the future world: How do we want to
work tomorrow?” particularly focuses on new
challenges that we experience in work organi-
zations today and tomorrow, such as globali-
zation and digitalization of economic process-
es, flexible work with remote partners, demo-
graphic changes, financial turbulences, and
growing climatic problems. Providing new and
innovative ideas on mastering these challeng-
es, this congress is not only a stimulating
event for the community of work and organi-
zational psychologists, but also offers new

ideas and concepts for decision makers in
related disciplines, consultancies, and politics.

For the first time, the abstracts of the EAWOP
Congress are published in an edited online
volume with a permanent identifier -
urn:nbn:de:hbz:6-66399491491 — in order to
facilitate citation and higher visibility of the
abstracts (see also http://nbn-resolving.de/
urn:nbn:de:hbz:6-66399491491). In this vol-
ume, the abstracts are ordered according to
the different content topics of the EAWOP
Congress 2013. This order is meant to facili-
tate a more focused reading (“what’s new in
the field of ..."”) also for persons who could not
attend the congress. Moreover, the author
index at the end of this volume as well as
online search engines for pdf documents ena-
ble easy finding of specific contributions. Fi-
nally, e-mail addresses of first authors are
included for each abstract to facilitate mutual
contact.

Publishing an abstract volume like this is not
possible without support, particularly given
the short time interval between the finaliza-
tion of the congress program and the start of
the congress. We thankfully acknowledge the
outstanding support from Jasmin
Bohnenkamp, Eva Brosch, Elisabeth Tenberge,
Linda Mohr, Frederike Hibben, Friederike Jan-
sen, and Michael Filusch during the compila-
tion of this abstract volume — thank you!

Being the editors of this volume, we hope that
the abstracts in this volume not only serve as
a reminder for those who have attended the
different presentations summarized, but also
might pave new contacts for readers interest-
ed in one of the different topics of work and
organizational psychology.

Minster, May 2013

Guido Hertel, Carmen Binnewies, Stefan Krumm,
Heinz Holling, and Martin Kleinmann (Editors)
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Theme of the 16"
EAWOP Congress
2013

"Imagine the future world: How do we want
to work tomorrow?"

We live in a time of radical and rapid changes
that tremendously affect the way we work
and the way we live. Globalization of econom-
ic processes, digitalization and the increasing
overlap between business and social net-
works, flexible work with remote partners,
demographic changes, financial turbulences
and growing climatic problems are just a few
examples of the dramatic developments we
experience today. Apart from challenges and
strains for individual workers and work organ-
izations, these dynamics also provide oppor-
tunities for changes for the good, for im-
provements and creative advancement. How-
ever, in order to realize these opportunities
we not only need sound knowledge of these
dynamics and underlying processes, but also
fantasy, creativity, and courage to implement
new solutions.

The organizers of the 16™ EAWOP conference
want to provide an inspiring arena for sharing,
discussing, and creating new ideas and future
trends for work organizations to enhance both
organizational effectiveness as well as growth
and health of the working people. In doing so,
we — as work and organizational psychologists
— not only react to external influences, such as
technological advancement, political deci-
sions, or economic rationales. Discussing how
we want to work tomorrow stresses our active
role in the creation and crafting of future work
conditions. Human needs and cognitions are

an important starting point for technical engi-
neering both at the level of single tasks as well
as at the level of workflow design in organiza-
tion. Transparency and fairness concerns are
central aspects for strategic activities of man-
agers, union officials and governmental deci-
sion makers alike. Affect, work-related values,
and concerns for others are not examples for
deniable exceptions or irrationality but im-
portant elements in a comprehensive model-
ing of economic processes.

Therefore, we like to invite scientists and
practitioners of work and organizational psy-
chology — as well as from related fields — to
imagine, share, and discuss innovative and
sustainable solutions to the manifold chal-
lenges we experience today, striving for a
future world in which all of us enjoy working
and living together.
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Invited Keynotes

Invited
Keynotes

Invited Keynotes

Creativity at Work: Today and
Tomorrow

Speaker: Todd Lubart (Univ. of Paris V, FR)
todd.lubart@univ-paris5.fr

Facilitator: Heinz Holling (Univ. of Miinster)

Creativity can be defined as the ability to gen-
erate new, original ideas that are useful, and
adaptive in their context. In the workplace,
creative thinking contributes to the invention
of new work processes or products. Original
ideas may ultimately lead to innovations that
can are adopted within the organization or in
the wider marketplace. More than a century
of research on creativity will be examined in
terms of four main topics: the Creative Per-
son, the Creative Process, the Creative Place
(or Press), and the Creative Product. The crea-
tive person refers to the cognitive, personali-
ty, motivational and emotional characteristics
that support the generation of original, adap-
tive ideas. According to the multivariate ap-
proach, which will be highlighted, an interac-
tive combination of personal resources is nec-
essary but the mix of resources varies to some
extent as a function of work domain. It is pos-
sible to detect these resources and (1) to
measure them and develop procedures to
select people with creative potential, (2) to
orient people to appropriate tasks in order to
optimize the use of their human capital for
creativity and (3) to design human resource
development programs that promote creativi-
ty based on individual's profiles of creative
potential. The creative process refers to the
sequence of thoughts and actions involved in

the production of a creative idea. Initially
conceived as a “black box”, research has al-
lowed a series of component operations to be
identified. These “sub-processes” are then
called into play in various combinations that
result in more-or-less creative ideas. Research
from several work domains—fine artists, de-
signers, scriptwriters, music composers, and
scientist-inventors—will be presented. The
creative process is examined in terms of its
generality and specificity across these profes-
sional domains. Differences in the work pro-
cess are then related to differences in the
creativity of the resulting production. Creativi-
ty techniques are situated with respect to the
creative process literature. The Creative
place, creative “press” or environment has
been the subject of numerous recent studies,
examining both the physical and psychological
factors that impact creativity. Work at the
organizational and national cultural levels are
integrated to provide an overview of current
thinking. Evolutions in the workplace are high-
lighted and the possibilities offered by new
virtual work environments are explored. The
creative product refers to the productions or
work output that is recognized as novel, origi-
nal and adaptive in its context. The criteria
used to evaluate creativity and the social na-
ture of this evaluation process are exam-
ined. Judge's characteristics, such as their
expertise or personal creative ability, and im-
plications for detecting creative ideas in the
workplace are proposed. Finally, some objec-
tives to promote further the understanding
and development of creativity in the work-
place will be identified as part of a 21% century
research agenda.
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Work and Organizational Psy-
chology Contributions to Envi-
ronmental Sustainability

Kindly supported by Deutsche Post DHL

Speaker: Deniz S. Ones (Univ. of Minnesota, US)
onesx001@umn.edu

Facilitator: Martin Kleinmann (Univ. of Zurich)

Today’s workplaces are changing to minimize,
mitigate, and neutralize organizations’ envi-
ronmental impact and bring about positive
environmental change. Thus far, environmen-
tal sustainability in work settings has mostly
been studied at the organizational level. Con-
comitantly, strategic management scholars
and applied economists unfortunately often
confound corporate social responsibility (CSR)
and  corporate  environmental perfor-
mance. CSR aims to improve the safety,
health, and well-being of individuals (employ-
ees, customers, and external stakeholders)
directly (e.g., by contributing to social causes,
ensuring proper working conditions, or invest-
ing in training and education). Environmental
performance involves the responsible man-
agement of natural resources in business op-
erations to ensure the sustainability of the
natural environment, in order to sustain or-
ganizational economic viability, as well as
thriving life on earth (Ones & Dilchert, 2012b).
The nomological networks of the two con-
structs are distinct (Ones & Dilchert, 2013).

Organizational environmental performance
involves managing natural resources and the
natural environment in the process of con-
ducting business. It includes both pro-
environmental initiatives that organizations
undertake and environmental outcomes. The
former focuses on what organizations do for
environmental sustainability. The latter corre-
sponds to the ecological impact or footprint of
organizational activities.

In contrast to economic performance and
productivity, although environmental perfor-
mance is not an area that work and organiza-
tional (W-0) psychologists have contributed to
either in terms of research or in terms of ap-
plications, we must be involved (Ones &
Dilchert, 2012). Why?

Ecological initiatives in organizations typically
focus on reducing or mitigating the environ-
mental impact that products and processes
have on water, land, natural resources, biodi-
versity, energy availability, and so forth (e.g.,
improving product design for environmental
sustainability; creating more efficient or less
impactful manufacturing processes or supply
chains). However products and processes are
created by people, adopted by people, and
used by people. Embedding environmental
sustainability into organizations requires
workforce involvement. Workforces, from
individual contributors to organizational lead-
ers, are at the core of environmentally re-
sponsible organizations. W-O psychology’s
knowledge and methods can be harnessed to
sustain and improve the quality of life on this
planet by aiding organizations that strive for
environmental sustainability. W-O psycholo-
gists can support and even lead environmental
sustainability efforts.

Delineation of A New Criterion: Employee
Green Behaviors

In order to manage and lead organizational
workforces for environmental sustainability,
we need to know the nature of behaviors that
lead to or detract from environmental sus-
tainability. In order to attract, recruit, select,
nurture and retain employees who will display
environmentally sustainable behaviors, one
needs to know which individual characteristics
relate to such behaviors. In order to train
workers for environmentally responsible per-
formance, we need to first examine what such
performance entails. A better understanding
of what constitutes pro-environmental behav-

EAWOP Congress 2013 Miunster
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iors, in general and at work specifically, is es-
sential at all stages of human resources man-
agement.

Pro-environmental behaviors are environmen-
tally relevant “individual behaviors that con-
tribute to environmental sustainability”
(Mesmer-Magnus, Viswesvaran, & Wiernik,
2012, p. 169)—that is, they have a positive
impact on the natural environment. These
behaviors can be part of one’s personal (pri-
vate or public) or professional life.

However, when pro-environmental behaviors
are undertaken in relation to individuals’ jobs
and when the employing organization can
exert a degree of control over such behaviors,
they are referred to as employee green behav-
iors (Ones & Dilchert, 2012). They may be
required (e.g. part of the job or organizational
mission) or may not be undertaken on a voli-
tional basis. Based on large scale critical inci-
dents studies, we identified the environmen-
tally-relevant behaviors that employees actu-
ally engage in in connection with their activi-
ties at work. We were careful to exclude out-
comes and consequences that are not under
the control of the employee. Based on several
thousand critical incidents, we created a tax-
onomy of Employee Green Behaviors that
classifies these behaviors into psychologically
meaningful, functionally similar categories.
Major behavioral categories of employee
green behaviors are: (1) Conserving (avoiding
wastefulness and thus preserving resources),
(2) Working Sustainably (creating or adopting
new work products and processes to minimize
their negative impact on the environment), (3)
Avoiding Harm (preventing or mitigating harm
to the environment), (4) Influencing Others
(encouraging and educating for environmental
sustainability), and (5) Taking Initiative (acting
as change agents, undertaking entrepreneurial
activity, or making sacrifices for environmen-
tal sustainability). These five categories are
further subdivided into more than a dozen

functionally distinguishable, behavioral cate-
gories with relatively homogeneous content
(see Ones & Dilchert, 2012, for details).

Without employees and their engagement and
deep involvement in environmental sustaina-
bility, organizations cannot fulfill their respon-
sibility in sustaining the natural environment
of our planet. W-O psychologists can offer two
complementary approaches to change em-
ployee behaviors: person-based and interven-
tion-based approaches. Person-based ap-
proaches are based on individual differences
and aim to shape organizational behavior
through targeted staffing decisions. They in-
clude employee recruitment, selection, and
retention based approaches that target em-
ployee flows into and out of the organization.
In contrast, intervention-based approaches
focus on altering employees’ behaviors using
educational, motivational, learning, training,
development, and change management strat-
egies. Although the effectiveness of these two
types of approaches has not been studied in
organizational settings, some fundamental
relationships that underlie each approach can
be inferred from the broader pro-
environmental behavior research. More im-
portantly, W-O psychologists know how to
harness each type of approach for affecting
positive organizational change in other criteri-
on domains such as job performance, citizen-
ship behaviors and employee deviance. It is
time to put our field’s research evidence
based applications into organizational practice
for environmental sustainability.
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Current Trends and Best Prac-
tices at Deutsche Post DHL

Speaker: Angela Titzrath (Deutsche Post DHL, DE)
M.Luka@DeutschePost.de

Facilitator: Jiirgen Deller (Leuphana Univ. of Liine-
burg)

The presentation deals with current develop-
ments and challenges from a decidedly entre-
prenurial perspective and highlights practical
examples. Due to the topicality and particular
nature of the of the subject matter, the
presentation will not be available as an ab-
stract.

20 Years of Disability and Em-
ployment Research: What's

Next?

Speaker: Adrienne Colella (Tulane Univ., US)
acolella@tulane.edu

Facilitator: Christian Dormann (Ruhr University
Bochum)

The World Health Organization (2011) reports
that about 15% of the world’s population has
a disability. In countries with civil rights legis-
lation regarding the employment of people
with disabilities, unemployment rates are
approximately twice what they are for people
without disabilities (UN Enable report, 2012)
and it can be assumed that rates are even
worse in countries without such law. Poverty
rates are also extremely higher for individuals
with disabilities on a world-wide basis (WHO,
2011). The issue of disability and employment
has also taken center stage on the global are-
na because it spans several areas of the Unit-
ed Nations Millennium Development Goals
(MDGs) which represent eight time-bound
goals designed to confront extreme poverty in
its many manifestations (UN Enable report,
2012). With the recent passing of the United
Nations (U.N.) Convention on the Rights of
Persons with Disabilities (UNCRPD) there is

now even greater international contextual
support for pursuing the interests of persons
with disabilities. Despite this global focus on
the issue of disability and employment, organ-
izational psychologist and management re-
searchers have failed to form strong interna-
tional collaborations. Thus, work psychologists
have a mandate to examine barriers to the
employment and inclusion of persons with
disabilities in the workforce, and to open up a
global dialogue about their work.

In this talk, | will review my program of re-
search on the treatment of employees with
disabilities in the workforce which has taken
place over a twenty year time span. | will
begin with a discussion of the Stone and
Colella (1996) model of factors affecting the
way in which people are treated at work. This
paper set up a conceptual foundation for re-
search in this area over the next seventeen
years. | will then discuss the empirical and
conceptual research | have done on the topics
of socialization and integration of people with
disabilities into the workplace, performance
appraisal and selection of people with disabili-
ties, perceptions of accommodation fairness,
and paternalism (a hidden form of discrimina-
tion). For a review of most of this work, see
Colella and Bruyere (2011).

| will conclude my talk by discussing where we
need to go from here focusing on such issues
as aging and disability, leadership and disabil-
ity, differences in definitions and perceptions
of disability, and a need for comparative re-
search on the impact of legislation and social
policies on the advancement and inclusion of
people with disabilities in the workforce. Final-
ly, I will take questions from the audience.
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Acceleration, Alienation and
Appropriation at the Work-
place: Some Sociological In-
sights into Working Conditions
Past, Present and Future

Speaker: Hartmut Rosa (Friedrich-Schiller-Univ.
Jena, DE) hartmut.rosa@uni-jena.de

Facilitator: Christian Korunka

The progressive speeding up of social life is a
central and defining feature of modern socie-
ties. Many of the core elements of social ac-
celeration are produced and experienced at
the workplace, where the attraction as well as
the pressures for speed are felt most vigorous-
ly. Thus, information and communication
technologies are at the heart of the latest
wave of acceleration in the 21 century. The
lecture will progress in three steps: Section
one reconstructs technological acceleration,
the acceleration of social change and the ac-
celeration of the pace of life as the three de-
fining processes of modernization. Section
two then identifies the logic of competition,
the modern cultural ideal of an ‘eternal life
before death’ and the self-propelling nature of
the ‘acceleration-cycle’ as the main driving
wheels of social acceleration. The last part
discusses the ambivalent consequences for

working conditions and experiences. Here, the
erosion of the capacity to appropriate the
workplace, working-tools, processes and
products, and to identify with them, appears
to account for a tendency towards alienation
from work and even for pathological symp-
toms like the burnout disease. Obviously, this
provides us first and foremost with some core-
ideas about how (we do) not (want) to work in
the future — but, by implication, also with
some insights into desirable working condi-
tions.

“Off the Beaten Path!”: To-
wards A Paradigm Shift in Per-
sonnel Selection Research

Speaker:  Filip Lievens (Ghent Univ., BE)
Filip.Lievens@ugent.be

Facilitator: Cornelius Kénig (Univ. des Saarlandes)

As one of the oldest domains in work and or-
ganizational psychology, personnel selection
has a long history in Europe and strong roots
in practice and measurement. Logically, selec-
tion and assessment researchers can be proud
of their many of accomplishments, as evi-
denced by the accumulation of knowledge
through an impressive array of meta-analyses
related to selection procedures.

The last decade, however, there seems to be
somewhat less interest in research on person-
nel selection. This is evidenced among others
by a decrease of personnel selection articles in
top journals and fewer academic departments
with a primary focus on personnel selection.
This begs the question as to how the person-
nel selection domain can refine its standard
paradigms to discover new breakthroughs and
innovations.

Clearly, there are various potentially valuable
options and directions? Should one strength-
en the collaborations with the selection prac-
tice world or should one do the reverse and

EAWOP Congress 2013 Munster



Invited Keynotes

become more “theoretical”? Should one in-
vest in the development and validation of new
(technologically enhanced) selection tools or
should one focus on better explaining the
constructs and mechanisms underlying selec-
tion procedures? Should one strive to cumu-
late knowledge in the development of best
(selection) practices or should one take a re-
source-based HR view and conduct macro
organizational selection studies?

My objective in this keynote is to answer the-
se questions by presenting my vision on the
future of personnel selection research. In this
keynote, | will start with delineating a general
taxonomy about what constitutes a “contribu-
tion” in Work and Organizational Psychology.
This framework distinguishes between contri-
butions that are likely to have impact (i.e.,
knowledge shift and knowledge creation) and
those that are likely to have less impact (e.g.,
“gap filling”, “problem solving”). On the basis
of my experience as author, reviewer, and
action editor, | will then apply this framework
to personnel selection research.

As a general conclusion, | posit that personnel
selection research needs to move away from a
mainly practical, static, predictivist, instru-
ment-driven, and micro paradigm towards a
more theoretical, dynamic, explanatory, con-
struct-driven, and multilevel one. This general
premise will be illustrated with examples of
groundbreaking past selection research and
potentially impactful future selection re-
search.

The Role of Mindfulness for
Employee Health and Waell-
being (Innovation Award)

Speaker: Ute Hiilsheger (Maastricht Univ., NL)
ute.hulsheger@maastrichtuniversity.nl

Facilitator: Rolf van Dick (Goethe Univ.)

When individuals are mindful, they pay atten-
tion to present-moment events and experi-
ences with full awareness and in a non-
judgmental way (Bishop et al., 2004; Brown &
Ryan, 2003). Although mindfulness has its
roots in Buddhist traditions, it has been in the
focus of the clinical and personality psycholo-
gy literature for decades now: In clinical psy-
chology, researchers have gathered substan-
tial evidence for health benefits of mindful-
ness-based interventions in clinical (e.g.
Grossman, Niemann, Schmidt, & Walach,
2004) as well as non-clinical samples (e.g. Col-
lard, Avny, & Boniwell, 2008). In contrast, in
the personality psychology literature, re-
searchers have predominantly focused on
natural variations in mindfulness as a trait and
— to a lesser extent — as a state and their role
for psychological well-being (e.g. Brown &
Ryan, 2003). Interestingly however, it is not
until recently that work and organizational
psychologist became interested in studying
mindfulness and its relation to work-related
phenomena (e.g. Glomb, Duffy, Bono, & Yang,
2011).

In this keynote, | will draw on the clinical and
personality psychology literature on mindful-
ness and combine it with established theories
of work and organizational psychology to ar-
gue that mindfulness helps promoting em-
ployee health and well-being. In doing so, |
will address various outcomes of mindfulness
such as burnout, job satisfaction, and recov-
ery, shed light on processes underlying these
relationships, and discuss potential boundary
conditions.
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Results from a series of diary and intervention
studies (Hillsheger, Alberts, Feinholdt, & Lang,
in press; Hilsheger, Alberts, & Lang, in prep)
will be presented in which mindfulness has
been operationalized as a trait, as a state, and
as an intervention, thereby warranting meth-
odological triangulation.

For instance, a 5-day diary study revealed that
trait- and state-mindfulness were negatively
related to emotional exhaustion and positively
to job satisfaction and that these relationships
were mediated by the emotional labor strate-
gy of surface acting. Results were replicated in
an experimental field study using a self-
training mindfulness intervention (Hilsheger
et al., in press). Studies further revealed that
daily levels of mindfulness at work and a self-
training mindfulness intervention were related
to evening and morning levels of negative
affect, fatigue and sleepquality.

Directions for future research and potential
benefits of the integration of mindfulness-
based interventions into workplace health
promotion programs are discussed in conclu-
sion.

The Aging, Age-Diverse Work-
force: A Challenge and Oppor-
tunity for Work and Organiza-
tional Psychology

Speaker: Donald M. Truxillo (Portland State Univ.,
US) truxillod@pdx.edu

Facilitator: Ute-Christine Klehe (Justus Liebig Univ.
Gief3en)

The workforce in industrialized countries is
becoming older and more age-diverse. There
are several demographic and economic rea-
sons for this. First, health care is improving,
with people living longer and staying healthi-
er. Second, fertility rates are declining, result-
ing in fewer younger people relative to the
older population. Third, due to the recent

economic crisis, many people cannot afford to
retire at an early age, especially those who
must pay for their own retirement. At the
same time, governments are beginning to
raise the retirement age to encourage people
to work longer because retirement systems
cannot afford to support people for an ex-
tended period beyond retirement. As a result
of these changes, people are working until
later in life, and younger and older people are
working side-by-side.

There are technological changes afoot as well.
On the positive side, technological advances
provide opportunities for many people to
work remotely, and they eliminate many phys-
ically demanding and hazardous aspects of
work. At the same time, new technology will
also eliminate certain types of jobs, such that
workers will need to continue to adapt to
work-related changes throughout their life-
times.

The social context of workers is also changing
throughout their work lives. There are social
factors in the non-work context that may draw
workers outside of the workplace, such as a
desire to spend more time with family; or
there may be factors that will encourage em-
ployees to work longer — well past conven-
tional retirement ages — such as the desire to
stay active and connected with others. There
are also societal expectations and norms for
what a person should be doing at different life
and career stages.

As these economic, technological, and social
contexts for workers are evolving, there are
changes taking place within individual workers
themselves; that is, changes are occurring in
the person as he or she ages. First, workers’
physical abilities may begin to decline, and
they may accumulate a number of health is-
sues, great and small. Cognitive changes take
place, such as decreases in fluid intelligence,
although these may be offset by increases in
crystalized intelligence and accumulated job
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knowledge. And there are personality changes
over the adult work-lifespan, such as in-
creased conscientiousness and decreased
neuroticism.

In summary, people are now working across a
broader span of their lifetimes, and within a
changing societal, economic, technological,
and demographic context. These processes
pose three broad questions for the design of
HR systems, and thus for the field of work
psychology: First, compared to their younger
counterparts, what are older workers able to
do at work; second, what do they want to do
at work; and third, what do they expect from
work. This talk will cover how the current lit-
erature addresses each of these areas — in
other words, what we know — and what ques-
tions still remain. For each of these questions,
I will suggest how specific HR practices — se-
lection, training, performance management,
job design, and teamwork — might be used in
the coming decades to keep workers of all
ages satisfied, engaged, and productive.

First, we know some things about what work-
ers of different ages are able to do. We under-
stand that many physical abilities decline, that
health may decline, and, not surprisingly, that
disabilities tend to increase with age. We
know there are some declines in fluid intelli-
gence, starting in the 20s. But we also know
that some of these declines may be offset by
increases in other abilities such as crystallized
intelligence and accumulated job skills, and
that some emotion regulation skills may in-
crease. These findings are consistent with
research that shows that certain types of work
performance improve with age, as do most job
attitudes. The question here for work psy-
chology is: What can we do to maximize peo-
ple’s ability to adapt themselves to their work
as they age, or to craft their jobs to adapt to
age-related changes?

Second, we need to understand not only what
workers of different ages can do, but also

what they want from work. For example, we
know that there are some differences be-
tween older and younger people in terms of
their work motivation, and developmental
psychology offers us a number of lifespan
development theories. However, we still need
to understand how to design jobs to give peo-
ple of different ages what they want from
their work, either in objective terms or in
terms of traditionally defined job characteris-
tics (for example, skill variety versus task vari-
ety; social characteristics).

Third, we need to understand what people of
different ages expect from their work. This
includes a broad range of issues such as flexi-
ble schedules, flexible location, compensation
requirements, and stability in their work.
While we know a bit about each of these top-
ics in general, we still need to understand
what people expect from work at different life
stages and which work and non-work factors
drive these expectations.

Given the changes in the demographics of the
modern workforce, employee age will no
longer be merely a statistical control variable
in our research but will instead become a vari-
able of central concern. In short, age issues
will profoundly affect the way that work is
done in organizations, and work psychology
needs to be ready to help organizations and
workers face the challenges. To answer the
questions that | have described, we will often
need to work beyond our comfort zones and
across disciplinary borders. However, answer-
ing these questions will also provide opportu-
nities for work psychology to have a significant
and visible impact on workers, organizations,
and society.
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Six Medium Term Trajectories
in the Future of Work

Speaker: John M. Carroll (Penn State Univ., US)
jearroll@ist.psu.edu

Facilitator: Dietrich Manzey (TU Berlin)

Although the future is by definition constitut-
ed by unknown risks and opportunities, we
must project and plan for the future to have
any control over what it will be. This has al-
ways been true, but it true today on a shorter
time scale, with more complex and dynamic
environmental features, and with a broader
range of consequences.

In this talk, | reflect on six medium term tra-
jectories in the future of work motivated in
my own research and scholarship during the
past four decades. Thus, the talk is a reflection
on the past directed toward the unknown
future. Like most aspiring futurists, | see the
future by extrapolating from the present, as
more strongly embodying some trends and
paradigms we can identify right now.

(1) Today, people are first educated and then
employed; employees are trained and then
perform. As skills, knowledge, and infrastruc-
tures rapidly change, this cycle of human de-
velopment becomes increasingly inadequate.
In the future we will see even greater reliance
on self-initiated sense making in education,
training and human performance, and even
more integration of work and learning activity.
People will be and will expect to be responsi-
ble for learning and developing throughout
their lives. The challenge for this trajectory is
to better integrate learning with action, and
yet to guide learning enough so that it is
evoked reliably and successfully.

(2) In the past, personal identity was consti-
tuted in part by strong identity commitments
to entities like nations, geographical regions,
religions and corporations. In the future, we
will see greater diversity and complexity in the

nature of personal identity in and beyond the
workplace; for example, instead of seeing
oneself as part of a business organization, a
node in an organizational hierarchy, people
will see themselves as relatively autonomous
agents. Their collective identity commitments
will be to voluntary communities at various
scales. Many of these will be distributed (aka
virtual) communities. The challenge in this
trajectory is to understand and support com-
munities to help people construct strong iden-
tities, obtain and provide strong social sup-
port, and become autonomous and responsi-
ble members.

(3) Today and in the past work activities are
often carried out — implicitly and explicitly —in
a culture of need-to-know, creating manageri-
al modules and controlled information flows.
In the future, we will emphasize awareness,
transparency, and visibility; much more em-
phasis will be focused on enabling people to
know as much as possible about what is going
on that could possibly bear on their own activ-
ity. The challenge in this trajectory is to under-
stand and support robust notions of aware-
ness and coordination at many scales of col-
laborative work, including remote and nomad-
ic work, while still ensuring security and priva-

cy.

(4) Today many organizational policies and
work practices are enacted through hierarchy
and control; after (cycles of) planning and
refinement, they are announced to staff and
implemented. In the future, lessons of partici-
patory work design will be embraced more
pervasively and more seriously, utilizing prac-
tical knowledge of workers by empowering
them to take responsibility for designing and
managing their own activity. The challenge in
this trajectory is to better leverage the
knowledge, skills, and motivation of all stake-
holders in work activity by delegating and
distributing control and responsibility.
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(5) It is well known that social network con-
nections are critical to the effectiveness of
workers today, however connections that
violate the clusters and hierarchies defined by
the organization’s management are still seen
as exceptional and as short-lived even if quite
valuable departures from norms. In the future,
leveraging multiplexed networks and weak
ties for work, and establishing and maintaining
broker or bridging ties in professional net-
works will be better supported and encour-
aged, and more typical. The challenge in this
trajectory is to better understand how various
social ties are built, utilized and sustained, but
also how and why they erode, break down
and become ineffective, and to provide mod-
els and tools to facilitate more effective pro-
fessional networks.

(6) Career trajectories today are typically
structured into a period of learning and prepa-
ration, a period of work and professional prac-
tice, and a period of retirement and leisure. In
the future, these boundaries will all be much
softer. More than is the case today, older
people will have the opportunity to continue
to contribute in a wide variety of ways, for
example, working in the non-profit or public
sector, starting new careers, or working as
domain experts and consultants in their for-
mer career domains. The challenge in this
trajectory is to understand aging as more than
merely wearing out; older workers bring expe-
rience and perspective to work activity, includ-
ing learning, that can be leveraged by their
younger co-workers.

Work, Recovery - and an At-
tempt to Look into the Future

Speaker: Sabine Sonnentag (Univ. of Mannheim,
DE) sonnentag@uni-mannheim.de

Facilitator: Sandra Ohly (Univ. of Kassel)

Work becomes more and more demanding for
many people. To remain healthy in the long
run and to perform well, employees need to
unwind and recover from the demands of
work on a regular basis. In this keynote, | will
present core findings from recovery research.
This research has shown that specific experi-
ences during off-job hours (e.g., psychological
detachment from work as well as positive
work reflection) are important for recovery. In
turn, when people are well recovered, they
are more engaged at work and they perform
better.

Moreover, in this keynote | will address specif-
ic challenges in future work and overall life
situation that may impact on recovery pro-
cesses. For instance, increased acceleration,
blurring of work-life boundaries as well as
increased discretion over working time and
places will influence people’s need for recov-
ery as well as recovery processes.

I will conclude by specifying directions for
future research and highlighting practical im-
plications.
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Changing employment relations

1. Changing
employment
relations

Invited Symposia

“You’re Fired! Exploring the
Impact of Financial Crisis on
People of Europe”

Session Chair: loannis Nikolaou (Athens Univ. of
Economics and Business) inikol@aueb.gr

Facilitator: David E. Guest (King's College, UK)
david.guest@kcl.ac.uk

The recent financial crisis has spread almost
all over Europe jeopardizing the existence of
Euro and the European Union in general. Un-
employment rates in many countries have
surpassed 20% or even higher for university
graduates. The aim of the current invited
symposium is to explore the effects of the
financial turmoil on employees and organiza-
tions with the participation of speakers from
different European countries, who have been
directly or indirectly influenced by the finan-
cial turmoil.

The topics covered in the symposium will in-
clude an exploration on the impact of the fi-
nancial crisis on changing employment rela-
tionships through the lens of psychological
contract based on three studies carried out
recently in Greece (Nikolaou), an overview of
recent research findings on job insecurity from
Belgian researchers (De Witte), the Italian
perspective on the crisis along with proposals
on cross-national research on this topic (Frac-
caroli) and finally, a study on Spanish youth
unemployment experiences during the eco-
nomic crisis (Peiro).

The symposium will conclude with a discus-
sion between the authors and the audience,
initiated and directed by Professor David
Guest, an expert on the topic of employment
relationships.

Presentations of the Symposium

Financial and occupational crisis in Italy:
What the W/O psychologists can do?

Franco  Fraccaroli  (Univ. of Trento, IT)
Franco.Fraccaroli@unitn.it

In the last few years the financial crisis is be-
coming a social and occupational crisis with
the strong reduction of consumption level and
drop in demand of employment.

The Italian situation presents some specific
aspects related to the strategies adopted to
handle the crisis. Three of these aspects could
be analyzed considering their psychosocial
features: the lengthening of working life and
postponing age for retirement; the difficulty
for young people to define a career strategy
due to uncertainty of job position and difficul-
ty of job entry; the risk of reduction of rights
for workers in terms of safety, working hours,
training and development.

In the final part of the presentation some is-
sues related to conducting cross national,
cross cultural research on these topics are
considered.

Context and experiences of unemploy-
ment during transition to work: modera-
tor role of family support, initiative and
passivity in career planning

José Maria Peiré (Univ. of Valencia and IVIE, ES)
Jose.M.Peiro@uv.es, José Ramos (Univ. of Valencia
and IVIE, ES)

Unemployment is assumed to negative impact
on individual’s well-being. Unemployed peo-
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ple show less satisfaction and psychological
health, but personal and contextual variables
introduced differences. For youngsters, un-
employment had effects on well-being, but
less severe than for adults.

Beyond experienced unemployment, labour
context could affect individual’'s well-being.
High rates of unemployment, depressed eco-
nomic indicators and long-term unemploy-
ment could affect youngsters’ well-being.

In addition, unemployment experiences could
interact with labour context in predicting
youngsters’ well-being. A restricted labour
market could reinforce the negative conse-
quences of experiencing unemployment. Nev-
ertheless, being unemployed in a difficult con-
text for finding or maintaining employment
for everybody could buffer unemployment
negative effects.

Moreover, youngsters could adopt different
strategies to cope with unemployment. When
facing difficulties to remain employed, young-
sters could: improve qualifications to maxim-
ize their chances for getting a job or gaining
resources for obtaining it in the future; remain
or come back at family home, for maintaining
their status quo, reducing unemployment
impacts (economic needs) and gaining social
support; initiate active strategies for managing
their careers, demonstrating an active job
searching and showing initiative; or disengage
of job search, distancing themselves from
their labour status concerns, protecting self-
image and self-esteem and attributing respon-
sibility to the labour market.

This  contribution analyzes relationships
among youngsters’ well-being and their expe-
riences of unemployment, the contextual la-
bour market and strategies to cope with un-
employment through hierarchical regression
analyses. Direct and moderated effects are
tested in a sample of 2000 youngsters (16-30

years-old) entering into the labour market
during last five years.

Exploring the consequences of the finan-
cial crisis on employment relationships in
Greece

loannis Nikolaou (Athens Univ. of Economics and
Business) inikol@aueb.gr

Greece has suffered heavily from the financial
crisis since 2009. General unemployment rates
have rapidly increasing reaching 25% among
general population and above 50% for young
people below the age of 25. The impact of the
crisis is huge among people and organizations
in both the private and the public sector of the
economy, with suicidal rates also increasing
substantially. The current paper explores the
impact of the financial crisis among Greek
employees through three independent studies
carried out during the 2009-2012 period,
adopting a psychological contract perspective.
The first study follows a cross-sectional design
(N=301) in order to explore the impact of or-
ganizational changes and job insecurity on
employees’ attitudes, well-being and psycho-
logical contract and violation. The second
study explores similar issues in the Greek
banking sector, one of the sectors that have
been through major organizational changes in
Greece during the recent years, adopting a
multi-level approach, with the participation of
bank employees (N=205) and their supervisors
(N=100). Finally the third study, which is un-
derway, studies the role of employees’ resili-
ence and core-self evaluations in the afore-
mentioned relationships with a sample of
retail employees from a multi-national com-
pany operating in Greece. Preliminary anal-
yses show that experiences of organizational
change and perceived organizational support
are associated with psychological contract
breach and violation, individual characteris-
tics, such as self-efficacy and core-self evalua-
tions, are associated with job insecurity and

12
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psychological contract breach, violation and
fulfillment.

Summary of recent studies on job insecu-
rity from Belgium
Hans De Witte (KU Leuven),

Hans.DeWitte@ppw.kuleuven.be, Nele De Cuyper
(KU Leuven), Tinne Vander Elst (KU Leuven)

This contribution presents a synthesis of re-
search on job insecurity reported by the
WOPP, the Research Group Work, Organisa-
tional & Personnel Psychology of the KU Leu-
ven (Belgium). Topics covered include the
definition of job insecurity (e.g. quantitative
versus qualitative), prevalence and risk
groups, and consequences of job insecurity for
health and well-being, with an emphasis on
new outcome variables. Additional infor-
mation is presented on consequences of job
insecurity for organisations (e.g. in terms of
innovative work behaviours), trade unions
(e.g. membership and attitudes) and political
topics (e.g. voting behaviour). Specific atten-
tion is given to the differential associations of
guantitative versus qualitative job insecurity,
and to moderators of the job insecurity — out-
comes relationship (e.g. employability), as
such variables are relevant for policy as well as
for practice in this field. Finally, some recent
findings regarding the explanations for the
harmful impact of job insecurity are present-
ed, related to e.g. perceptions of control and
need satisfaction.

Methodology
Overview and synthesis of published articles
and ongoing research on the topic.

Research/Practical implication

This overview offers a point of departure for
(a) the development of future studies, and (b)
the elaboration of interventions (e.g. commu-
nication and participation during changes can
increase control, and thus reduce strain).

Symposia

Job Insecurity: State of the Art
1 - Moderators

Session Chair: Hans De Witte (KU Leuven)
Hans.DeWitte@psy.kuleuven.be

State of the Art

Job Insecurity is an important economic
stressor, with detrimental consequences for
individuals and organisations. The worsening
economic situation in Europe and abroad adds
further to its relevance. As a consequence, a
rather extensive research tradition has devel-
oped during the last decades. In this first sym-
posium on job insecurity, scholars from a vari-
ety of European countries present some of
their recent, state of the art findings on this
topic.

New Perspective/Contribution

This symposium contains 6 papers on job inse-
curity and its consequences, covering data
from a variety of countries (e.g. Austria, Tai-
wan, The Netherlands, Italy, Switzerland,
Spain, and Finland). Data are analysed on dif-
ferent levels, from intra-individual variation,
inter-individual variation, crossover between
spouses, to variation between sectors and
countries (multilevel analysis). The main focus
is on moderators of the job insecurity — out-
comes relationship. The focus on moderators
is important, as this (a) helps in clarifying the
underlying theoretical processes in the job
insecurity — strain relationship, and (b) assists
in developing suggestion for practice.

Conclusion and Implications for Re-
search/Practice

A variety of practice related suggestions will
be formulated, related to e.g. change commu-
nication, coping styles, employability and safe-
ty climate in organisations. Additionally, the
importance of analysing job insecurity on dif-
ferent levels is emphasized.
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The moderating role of bi-weekly change
communication in the relation between
job insecurity and employee performance
Désiréee A.T. Schumacher (Maastricht Univ.)
d.schumacher@maastrichtuniversity.nl, Bert H.J.
Schreurs (Maastricht Univ.), 1. Hetty van Emmerik
(Maastricht Univ.)

Purpose

We examine the intra-individual relation be-
tween job insecurity and employee perfor-
mance, and the moderating role of time-
varying change communication in this rela-
tion. Based on uncertainty management theo-
ry (UMT), we argue that the negative effects
of job insecurity are less (more) detrimental to
employee performance if change communica-
tion is perceived to be (un-)fair.

Design/Methodology

Bi-weekly diary data, collected over six weeks,
from ninety employees facing organizational
restructuring and analyzed using random coef-
ficient modeling.

Results

Results show that all model variables vary
significantly over time. As predicted, change
communication  moderated the intra-
individual relationship between job insecurity
and contextual performance. Job insecurity
was positively related to contextual perfor-
mance in weeks during which employees
evaluated the change communication to be
fair. In contrast, job insecurity was negatively
related to contextual performance in weeks
during which employees perceived the change
communication to be unfair. No significant
interaction effect was found for task perfor-
mance.

Limitations

All constructs were measured by means of
self-report and the possibility of reversed cau-
sality.

Research/Practical Implications

Restructuring organizations may benefit from
repeatedly monitoring employees’ level of job
insecurity as to develop their change commu-
nications accordingly.

Originality/Value

This study contributes to research on job inse-
curity in two ways. First, results show that
levels of job insecurity fluctuate considerably
over a relatively short time span. Second, our
study demonstrates that providing employees
with fair change communication is particularly
effective (regarding contextual performance)
when uncertainty within individuals is high,
but can have unforeseen negative side effects
when uncertainty is low.

Can proactive coping improve employee
well-being in the situation of job insecuri-
ty?

Barbara Stiglbauer (Institut fiir Pddagogik und
Psychologie - Linz) Barbara.Stiglbauer@jku.at,
Bernad Batinic (Johannes Kepler Univ. of Linz, AT))

Purpose

Along with the positive psychology move-
ment, attention in coping research has shifted
from reactive to future-oriented coping strat-
egies that are used already before stress oc-
curs and rather focus on personal growth and
improving quality of life. In particular, proac-
tive coping — an active, future-oriented coping
style — has been shown to be beneficial for
individuals’ well-being. This paper addresses
the role of proactive coping for employee
well-being (happiness and distress), when
confronted with job insecurity. Additionally, it
is investigated whether coping efficiency
would be improved, when employees are
highly committed to work, i.e., when they hold
high levels of work involvement.
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Design/Methodology

The research questions were investigated
within a sample of 163 Austrian and a sample
of 444 Taiwanese employees.

Results

Proactive coping was positively related to
employee well-being in the situation of low
job insecurity. However, in the situation of
high job insecurity, the beneficial effect of
proactive coping was present only among
employees with high work involvement. In the
Austrian sample, the interaction was signifi-
cant as related to distress; in the Taiwanese
sample with regard to happiness.

Limitations
Results are limited by the cross-sectional de-
sign and the non-representative samples.

Research/Practical Implications

The findings suggest that in the situation of
job insecurity the efficiency of proactive cop-
ing might depend on work-related attitudes
and beliefs, such as work involvement.

Originality/Value

The study shows that employee work-related
cognitions should be taken into account when
studying the role of proactive coping for fu-
ture challenges and volatility within the realm
of work.

Is your sorrow my sorrow? Job insecurity
among dual-income couples

Maike Debus (Univ. of  Zurich, CH)
m.debus@psychologie.uzh.ch, Justina Veseli (Univ.
of Zurich, CH), Martin Kleinmann (Univ. of Zurich,
CH)

Purpose

Based on Hobfoll’'s (1989) conservation of
resources framework, we investigated wheth-
er job insecurity constitutes a resource threat
not only to the person experiencing it, but also
to his or her spouse (i.e., crossover effects).
Job satisfaction, work engagement, and turn-

over intention were studied as work-related
outcomes, while relationship satisfaction was
examined as a couple-related outcome. Addi-
tionally, employability and a person’s income
contribution to the couple’s total income were
hypothesized to be moderator variables.

Design/Methodology

Data came from 189 heterosexual dual-
income couples and were modeled with the
Actor-Partner Interdependence model.

Results

We found relatively consistent significant in-
tra-individual relationships between job inse-
curity and the work-related outcomes (with
the exception of work engagement which was
significantly related to job insecurity among
men only). However, we did not find any
crossover effects to one’s spouse’s outcomes
or any spillover effects to one’s private life in
terms of relationship satisfaction. Employabil-
ity emerged as a moderator variable among
women, while income contribution emerged
as a moderator variable among men.

Limitations

We only investigated dual-income couples.
However, it might be that crossover-effects
are more likely to emerge in single-income
couples (i.e., from the employed person to the
non-working spouse).

Research/practical implications

Future research might look at single-income
couples and moderator variables of which the
impact differs by gender.

Originality/value

Although we did not find the expected crosso-
ver effects, our study overcomes an intra-
individual focus on job insecurity and its con-
sequences. Further, the results further give
rise to gender and role-theoretical interpreta-
tions.
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The impact of qualitative job insecurity
on safety performance: The moderating
role of safety climate

Margherita Brondino (Univ. of Verona; IT)
margherita.brondino@univr.it,  Beatrice  Piccoli
(Univ. of Verona, IT), Margherita Pasini (Univ. of
Verona, IT), Hans De Witte (WOPP - KU Leuven, BE)

Purpose

Few studies examined the impact of JI on safe-
ty outcomes, and no research to our
knowledge has considered the QJI dimension,
i.e. perceived threats to valued job features.
Furthermore, this study considers two main
components of safety performance: safety
compliance and safety participation. Previous
research (e.g. Probst, 2004) has already sug-
gested that the effects of JI on SBs depend on
the extent to which the organization is per-
ceived as valuing and emphasizing safety. In
particular, in this study we intend to verify
three different models considering organiza-
tional, supervisor and coworkers safety cli-
mate as moderators variables. In fact, safety
climate, i.e. perceptions about policies, proce-
dures and practices relating to safety, can be
considered from the point of view of the
agents that perform safety activities.

Methodology and Results

The hypotheses are tested in a sample of 446
employees in a manufacturing industry of the
north-east ofltaly. Preliminary results of hier-
archical regressions showed that only organi-
zational safety climate moderates the effects
of QJI on safety participation.

Limitations

Cross-sectional data: limit for causal interpre-
tation. Self-report measures: potential source
of common method variance.

Practical implications

Organizations may improve safety during un-
certainty situations focusing on enhancing the
organizational safety climate perceptions, in

order to motivate workers to actively partici-
pate in safety activities

Originality

Considering also SBs among the potential con-
sequences of JI and thereby contribute to
combine these two different areas of re-
search.

Job insecurity climate in a crisis context:
its potential determinants

José M. Peiro (Univ. of Valencia, ES)
Jose.M.Peiro@uv.es, Beatriz Sora (Open Univ. of
Catalonia, ES), Thomas Hoege (Univ. of Innsbruck),
Amparo Caballer (Univ. of Valencia, ES), Wolfgang
Weber (Univ. of Innsbruck)

Purpose

Due to the financial crisis and adopted poli-
cies, concerns about job loss have probably
created a job insecurity climate: job insecurity
could be a collective or shared stressor. The
aim of this study is to provide evidence con-
cerning a job insecurity climate and to exam-
ine its potential antecedents.

Design/methodology

Data were collected through questionnaires.
The sample was composed of 1466 employees
embedded in 141 organizations from two Eu-
ropean countries (i.e.Spain and Austria).

Results

Results showed a significant association be-
tween country, sector and organizational fac-
tors and job insecurity climate. Spain, con-
struction sector and organizations that had
adopted measures to reduce personal costs
presented higher job insecurity climate com-
pared to other countries (i.e. Austria), sectors
(health, retail and education) and organiza-
tions that did not adopt this type of measures.

Limitations
Cross-sectional design and data from only two
European countries.
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Research/practical implications

This study suggested a new approach for the
research on job insecurity and its antecedents:
the multilevel perspective. In this respect, job
insecurity climate is shown as a contextual
variable. Important practical implication: a
job insecurity climate can emerge in organiza-
tions. Employers must take care of their cli-
mate and facilitate supportive climates for
employees.

Originality/value

Most studies have focused on individual per-
ceptions of job insecurity. Only some studies
have adopted a multilevel perspective. In the
latter studies, job insecurity is considered as a
contextual stressor and its consequences are
examined. Our study proposes to advance in
this research line, examining the potential
antecedents of job insecurity climate.

Do job control, support, and optimism
help job insecure employees? A three-
wave study of buffering effects on job
satisfaction, vigor and work-family en-
richment

(Jyvaskyla Univ., Fi)
ting.cheng@gmail.com, Saija Mauno (Jyvaskyla
Univ., Fl), Cynthia Lee (Northeastern Univ., US)

Ting Cheng

Job insecurity is widespread and becomes
permanent phenomenon for a lot of employ-
ees. Based on the response of 926 Finnish
employees, this study aimed to investigate the
direct lagged relationship between job insecu-
rity, coping resources (job control, social sup-
port, and optimism), and employees’ work
(vigor at work, job satisfaction) and family
outcomes (work-family enrichment). The par-
ticular interest focuses on the moderating role
of job control, support, and optimism in the
job insecurity-employee outcome relation-
ships. By analyzing this three-wave longitudi-
nal data collected in 2008, 2009, and 2010, we
found that job control turned to be the
strongest buffer in the relation of job insecuri-

ty and vigor. It took about a year to show the
effects. In addition, social support buffered
the negative effects of job insecurity on job
satisfaction and vigor at work at different time
lags. Finally, the result showed that optimism
did not moderate the relationship between
job insecurity and employees’ outcomes and
there is no any interaction effects found on
work-family enrichment. Implications and
suggestions for future research were provid-
ed.

Job Insecurity: State of the Art
2 — Evolution and Explanations

Session Chair: Hans De Witte (KU Leuven)
Hans.DeWitte@psy.kuleuven.be

State of the Art

Job Insecurity is an important economic
stressor, with detrimental consequences for
individuals and organisations. The worsening
economic situation in Europe and abroad adds
further to its relevance. As a consequence, a
rather extensive research tradition has devel-
oped during the last decades. In this second
symposium on job insecurity, scholars from a
variety of European countries present some of
their recent, state of the art findings on this
topic.

New Perspective/Contribution

This symposium contains 6 papers on job inse-
curity and its consequences, covering data
from Finland, Belgium, Italy, Portugal and Ro-
mania. Data are analysed in a variety of ways,
including latent profile analysis and SEM,
based on both cross-sectional and longitudinal
studies. The main focus is on explanations of
the job insecurity — outcomes relationship
(which includes a focus on testing mediational
models). The focus on explanations is an im-
portant addition to the job insecurity litera-
ture to date, that has too often been restrict-
ed to descriptive studies without attempting
to uncover the explaining mechanisms.
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Conclusion and Implications for Re-
search/Practice

First of all, a variety of possible explanations
of the detrimental consequences of job inse-
curity are tested and discussed. A variety of
practice related suggestions will be formulat-
ed, related to e.g. the way organisational and

job related changes should be handled.

Presentations of the Symposium

Development of perceived job insecurity
across two years among Finnish universi-
ty staff: Associations with employee out-
comes

Ulla Kinnunen (Univ. of Tampere, Fl) Ul-
la.Kinnunen@uta.fi, Anne Madkikangas (Univ. of
Jyviskyld, FI), Saija Mauno (Univ. of Tampere,
Tampere, Fl), Nele De Cuyper (KU Leuven, BE), Hans
De Witte (KU Leuven, BE), Sandra Pereira Costa
(Nova School of Business and Economics, Lisbon,
PT)

Purpose

Investigate the individual development of job
insecurity (JI) and differences in vigor at work,
job exhaustion and turnover intentions be-
tween the JI classes identified across a two-
year period.

Design and methods

The questionnaire study was conducted
among 926 university employees who partici-
pated in the study three times with one-year
time lags. Utilizing a person-oriented ap-
proach (latent profile analysis), classes of em-
ployees with similar mean levels and mean-
level changes in JI were identified. General
Linear Model for repeated measures was used
to test whether the JI classes differed in the
outcomes.

Results

Nine classes of JI were identified. Three of
these classes (73% of the participants) indicat-
ed stable (low, moderate, high) JI, and the

remaining six classes (27% of the participants)
showed change (decreasing, increasing, curvi-
linear) in the level of JI across time. The JI clas-
ses differed in levels and concurrent changes
in vigor, exhaustion and turnover intentions
across time. High stable JI was associated with
low stable vigor and high stable levels of ex-
haustion and turnover intentions, and a de-
crease in JI was associated with an increase in
vigor and a decrease in exhaustion and turno-
ver intentions and vice versa.

Limitations

We examined highly educated university
workers among whom working on a tempo-
rary basis was common; generalization
to other occupations is uncertain.

Implications and originality: This is the first
longitudinal study on JI to take a person-
oriented approach which contributed to iden-
tifying individuals at highest risk of impaired
well-being as a result of long-term JI.

How does organisational change relate to
turnover intentions? Job insecurity and
attitudes towards change might play a
role

Eva Selenko (Univ. of Linz, AT) Eva.Selenko@jku.at,
Anne Mdkikangas (Univ. of Jyvdskyld, Fl), Saija
Mauno (Univ. of Jyviskyld, Fl), Ulla Kinnunen (Univ.
of Jyvdskyld, Fl)

Introduction

Organizational change has been related to an
increase in turnover intentions among some
employees. We postulate that this might be
due to heightened feelings of job insecurity
and negative attitudes towards the change. In
the present study we test whether the effect
of certain elements of organizational change
(i.e. feeling informed, being actively involved
and being affected by job contract change) on
turnover intentions can be explained by these
two factors.
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Method

Longitudinal data from employees of two
Finnish universities undergoing organizational
restructuring was used to test the hypotheses
(nT1= 1292, nT2= 908). Of this sample 67.7%
of the respondents were female, the average
age was 43.31 years (SD = 10.77, range 22-66),
51.4% worked in a temporary contract. The
main method of analysis was multiple media-
tion analysis with bootstrapping estimates of
the indirect effects.

Results

The results showed that feeling badly in-
formed and having a stable temporary con-
tract were related to more job insecurity and
negative attitudes towards the change, which
in turn were related to more turnover inten-
tions at both time points. A longitudinal test of
the mediation showed that a stable temporary
contract predicted job insecurity one year
later, information and active involvement
predicted change-attitudes. However, only the
indirect effect via job insecurity was significant
over time.

Conclusions

Overall, the study suggests that in addition to
job insecurity also attitudes should be includ-
ed when predicting turnover intentions in an
organizational change context. The results are
discussed with regard to job insecurity and
organizational change literature.

Qualitative job insecurity and counter-
productive work behaviors: The mediat-
ing role of psychological need frustration

Coralia Sulea (West Univ. of Timisoara, Timisoara,
RO) csulea@socio.uvt.ro, Tinne Vander Elst (WOPP,
Dep. of Psychology, KU Leuven, BE), Anja Van Den
Broeck (HUB & WOPP, KU Leuven, BE), Gabriel
Fischmann (West Univ. of Timisoara, Timisoara,
RO), Dragos lliescu (TestCentral, Bucharest, RO),
Hans De Witte (WOPP, Dep. of Psychology, KU
Leuven, BE)

Purpose

While the majority of job insecurity research
has been focussing on (the negative effects of)
qguantitative job insecurity (i.e., insecurity
about the job as such), the current study
draws attention to the implications of qualita-
tive job insecurity (i.e., insecurity about valued
job characteristics). Specifically, we investigate
its relationship with counterproductive work
behaviors (CWB) (towards colleagues and the
organization), and examine a possible motiva-
tional mechanism underlying this relationship,
namely psychological need frustration at
work.

Design/Methodology

In 2012, a total of 469 Romanian employees
completed the questionnaire that included the
variables analyzed in this study. Hypotheses
were tested using structural equation model-

ing.

Results

SEM analyses showed significant positive rela-
tionships between qualitative job insecurity
and need frustration, and between need frus-
tration and CWB. Furthermore, need frustra-
tion mediated the relationship between quali-
tative job insecurity and CWB.

Limitations

The analyses are based on cross-sectional
data, therefore issues related to causality and
common method bias cannot be argued.

Research/Practical Implications

Managers and employers should carefully
consider job content changes, taking into ac-
count people’s frustration of their psychologi-
cal needs and negative behavioral reactions as
a response to potential threats to job fea-
tures.

Originality/Value

To our knowledge, this is the first study that
analyses relationships between qualitative job
insecurity, need frustration at work and CWB.
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Thereby, the added value to job insecurity
research is to provide a motivational explana-
tion for undesired behaviors at work, which is
related to qualitative job insecurity.

A three-path mediational model to ex-
plain the job insecurity-emotional ex-
haustion relationship: Breach of psycho-
logical contract and distributive injustice
as intervening variables

Piccoli  Beatrice  (Univ. of Verona, IT)
beatricepiccoli@tiscali.it, Hans De Witte (KU Leu-
ven, BE), Margherita Pasini (Univ. of Verona, IT)

Purpose

We intend to increase the knowledge on Job
Insecurity (JI) as a stressor by testing how and
through what mechanisms JI may give rise to
strain. In particular, we examined the pro-
cesses underlying the relationship between JI
and Emotional Exhaustion (EE), as an indicator
of psychological well-being and core element
of burnout, by including theories of social
exchange, specifically, Psychological Contract
(PC) theory and organizational justice theory,
as mediators.

Methodology and Results

A total of 322 blue collar workers in Italy are
used to test the hypotheses. The results found
support for a model in which the effect of JI
on EE was mediated by two variables, i.e.
breached PC and perceived distributive injus-
tice (three-path mediational model). Employ-
ees who were insecure perceived a breach of
their PC, which led to distributive injustice
perceptions, which in turn increased EE.

Limitations

Cross-sectional data: limit for causal interpre-
tation. Self-report measures: potential source
of common method variance. Characteristics
of the sample: men and blue-collar workers
overrepresented in comparison to the Italian
working population.

Practical implication

PC breach and distributive injustice may “dis-
turb” the balance between efforts and re-
wards and consequently may violate the equi-
ty principles: thus, organizations need to be
careful about what they promise and regard-
ing allocation of outcomes, especially during
periods of uncertainty.

Originality

The tested model provides a theoretical
framework (social exchange theories) that
may lead to new insights on the Jl-burnout
relationship and, in general, on the nature of
JI.

Perceived control and psychological con-
tract breach as alternatice explanations
of the relationship between job insecurity
and well-being, attitudinal and behav-
ioural outcome

Tinne Vander Elst (WOPP, Dep. of Psychology, KU
Leuven, BE) Tinne.VanderElst@ppw.kuleuven.be,
Hans De Witte (WOPP, Dep. of Psychology, KU
Leuven, BE), Nele De Cuyper (WOPP, Dep. of Psy-
chology, KU Leuven, BE), Wendy Niesen (WOPP,
Dep. of Psychology, KU Leuven, BE)

Purpose

Job insecurity has been related to mental and
physical health complaints, work-related well-
being (e.g. lower levels of work engagement
and need for recovery), attitudes (e.g. de-
creased organizational commitment and turn-
over intentions) and behaviours (e.g. self-
rated performance and OCB). Two theoretical
constructs may explain these negative out-
comes, namely perceived control and psycho-
logical contract breach. This study first aims to
test whether both explanations mediate the
relationships between job insecurity and the
outcomes independently from each other,
using single mediator models. Second, we aim
to investigate their relative explanatory power
using multiple mediator models.
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Methodology

This study was based on 2012 data of 2419
Flemish workers from different organizations
and sectors. Hypotheses were tested using the
SPSS-macro of Preacher and Hayes (2008) for
testing indirect effects in multiple mediator
models.

Results

The overall results of the single mediator
analyses showed that both perceived control
and psychological contract breach mediated
the relationship between job insecurity and
the outcomes. The results of the multiple me-
diator analyses showed that psychological
contract breach was the most important ex-
planation of the negative outcomes of job
insecurity, except for self-rated performance
and OCB.

Limitations

Because of the cross-sectional design, we can-
not make inferences about causal relation-
ships.

Implications

Practitioners may prevent job insecurity to
result in negative outcomes by anticipating
upon (lack of) perceived control and psycho-
logical contract breach.

Value

The study is among the first to compare mul-
tiple theoretical explanations of job insecurity
outcomes, and it shows that psychological
contract breach was the most important ex-
planation.

Job insecurity and work-outcomes: The
role of psychological contract breach and
PsyCap

Sandra Pereira Costa (Nova School of Business and
Economics) scosta@novasbe.pt, Pedro Neves (Nova
School of Business and Economics)

Purpose

For the past decades, job insecurity has re-
ceived growing attention from researchers.
However, there is a lack of studies about the
processes through which job insecurity affect
outcomes as well as potential mitigating fac-
tors. This study focuses on the relationship
between job insecurity and individual-level
outcomes (in-role performance and organiza-
tional deviance) and examines if a) psycholog-
ical contract breach acts as a mediator, and if
b) positive psychological capital (PsyCap) is a
buffer of such process.

Design/Methodology

To test these hypotheses, we sampled 363
employees and their supervisors from private
companies in different areas.

Results

We used bootstrapping analyses to test our
moderated-mediation hypotheses. We found
support for all hypotheses.

Limitations

This research relies on cross-sectional data
and therefore we advise caution with any
causality inferences. It remains to be tested
this model using different designs, different
measures of job insecurity and other potential
buffers.

Research/Practical Implications

Knowing that job insecurity can lead to psy-
chological contract breach which in turn can
affect the outcomes, managers can take ac-
tions to prevent or alleviate this situation,
such as proving accurate information, foster-
ing honest communication, and training their
employees to cope with these events. Specifi-
cally, managers should invest in employees by
developing their PsyCap.

Originality/Value

To our knowledge, this study is the first to use
psychological contract breach as a mediator of
job insecurity-work outcomes relationship.
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Furthermore, our study provides evidence
that there are resources available (i.e.,
PsyCap) that help employees to cope in a
more positive manner with increases in job
insecurity and psychological contract breach.

A Broad Perspective on Em-
ployability

Session Chairs: Ellen R. Peeters (KU Leuven)
Ellen.Peeters@ppw.kuleuven.be, Dorien Vanhercke
(KU Leuven) Dorien.Vanhercke@ppw.kuleuven.be

State of the Art

In the last decades the economic environment
has become more volatile. Lifelong job securi-
ty is no longer guaranteed. Consequently, the
individual’s responsibility for career manage-
ment and employability is expanding. Within
this context, perceived employability (PE) is
receiving increasingly more interest. PE con-
cerns the individual’s perception of his or her
chances on the labor market.

New Perspectives/Contribution

This symposium discusses four studies that
focus on antecedents and outcomes of PE. The
first study (Peeters et al.) concerns an expert
study on the different dimensions of move-
ment capital, which is traditionally seen as a
core antecedent to PE. The second study
(Vanhercke et al.) investigates the causal
pathways between PE and well-being in pre-
dominantly lower skilled, Belgian outplace-
ment participants. In a similar vein, another
longitudinal study (Kirves et al.) examines how
different PE profiles affect well-being in a
Finnish sample of highly skilled university
workers. The fourth study by Nelissen et
al. Tests PE as a mediator between job re-
sources and turnover intention.

Research/Practical Implications

This symposium groups the work of four junior
researchers on PE. Each study has a specific
sample (education, employment status), and
methodology (multidimensional scaling, longi-

tudinal studies, growth mixture modeling,
mediation).

Presentations of the Symposium

An expert study on a theoretical frame-
work for movement capital

Ellen R. Peeters (KU Leuven)
Ellen.Peeters@ppw.kuleuven.be, Jill Nelissen (KU
Leuven), Nele De Cuyper (KU Leuven), Anneleen
Forrier (KU Leuven), Marijke Verbruggen (KU Leu-
ven), Hans De Witte (KU Leuven)

Purpose

Movement capital concerns the set of individ-
ual characteristics and competencies that
influence mobility chances in the labor mar-
ket. The literature to date is fairly complex
and scattered. Our aim is to introduce a theo-
retical framework for movement capital. In
particular, we developed a matrix along two
dimensions. The first dimension focuses on
human capital; including skills, knowledge and
attitudes, and social capital. The second di-
mension distinguishes between job-related,
career-related and development-related as-
pects of movement capital.

Design/Methodology

In order to test our hypothesized model, 222
items of existing questionnaires concerning
movement capital were used as input for an
expert study. 29 experts were asked to sort
these items into the categories of our theoret-
ical framework. This Q-sorting technique was
used in order to test for similarity between
the categories and to test whether the items
matched with the categories. The data were
analysed by multidimensional scaling.

Results

The hypothetical theoretical framework was
confirmed and simplified by developing clus-
ters of different categories (e.g. attitudes).
The number of items was narrowed down to
the indicators of these clusters.
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Limitations

Some categories were represented less by the
existing scales, while other categories, such as
attitudes, were overrepresented.

Research/Practical Implications
This study provides a framework for under-
standing movement capital.

Originality/Value

With our theoretical framework we were able
to create a structured view on different as-
pects of movement capital. It takes a broad
view on movement capital into account.

The causal pathways between perceived
employability and affective well-being
among participants to outplacement
Dorien Vanhercke (KU Leuven)
Dorien.Vanhercke@ppw.kuleuven.be,  Nele  De
Cuyper (KU Leuven), Hans De Witte (KU Leuven)

Purpose

Previous studies have established a positive
relationship between perceived employability
(PE) and affective well-being (AWB), though
mostly among the employed. The aim of this
study is to investigate causality in a specific
group of unemployed workers, namely those
participating in an outplacement program. PE
for the unemployed concerns the perceived
confidence in the ability to find an acceptable
job. PE may increase AWB, as PE induces a
sense of control over one’s career. Alterna-
tively, AWB may lead to PE, when employers
favor applicants in good mental health, or
when good mental health implies a more op-
timistic outlook and confidence in oneself.

Design/Methodology

Hypotheses were tested in a sample of 186
Flemish respondents at the beginning (time 1)
and middle (time 2) of their individual out-
placement track.

Results
First results from a longitudinal analysis sug-
gest that AWB at time 1 affects PE at time 2.

Limitations

A potential limitation concerns the relatively
small sample size, and the risk of common
method variance owing to self-reports.

Research/Practical Implications
For outplacement participants AWB contrib-
utes to PE.

Originality/Value

This study contributes to the literature by
probing PE in the context of outplacement,
and by addressing the issue of causality.

Profiles of perceived employability

Kaisa Kirves (Univ. of Tampere)

Kaisa.Kirves@uta.fi, Ulla Kinnunen (Univ. of Tam-
pere), Nele De Cuyper (KU Leuven), Anne Mdkikan-
gas (Univ. of Jyvdskyld)

Purpose

Skills, experience and competences are seen
as determinants of perceived employability
(PE) and hence PE is assumed to be stable
over time. However, most of the previous
studies have ignored that individual patterns
of change are often heterogeneous. The aims
were to investigate (1) the development in PE
at an individual level with a person-centered
approach and (2) relations between PE pro-
files and well-being.

Design/Methodology

The data were collected in two Finnish univer-
sities (N = 926). The stability and changes in
the levels of PE were followed during 2008-
2010 with three measurement points. Well-
being was understood as high vigor at work,
low job exhaustion and high job satisfaction.

Results
Using second-order growth mixture modeling
five latent profiles were established: three
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with stable (92% of the participants), one with
decreasing (4%) and one with increasing (4%)
PE. Furthermore, MANOVA for repeated
measures indicated that higher vigor and job
satisfaction and lower exhaustion were asso-
ciated with higher PE.

Limitations

The highly educated sample may limit the
generalizability of the results and be an expla-
nation for the relatively small sizes of profiles
with changing PE.

Research/Practical Implications

Practices for employability enhancement
seem to be worth developing because high PE
is related to high well-being at current work.

Originality/Value

This study is among the first in the employabil-
ity literature which utilizes the person-centred
approach. A particular feature is the three-
wave longitudinal data which enabled to study
the individual development of PE.

Associations between job characteristics
and internal and external perceived em-
ployability and its contribution to turno-
ver intention

Jill Nelissen (KU Leuven) Jill. Nelissen@kuleuven.be,
Anneleen Forrier (KU Leuven), Marijke Verbruggen
(KU Leuven)

Purpose

Perceived employability concerns the individ-
ual’'s perceived likelihood of obtaining and
retaining a job, with the current organization
(perceived internal employability) or with
another employer (perceived external em-
ployability). This study contributes to employ-
ability literature in two ways.

First, while previous research investigating
predictors of perceived employability focused
mainly on person-centered factors, like dispo-
sitions or competences, we believe organiza-
tions can stimulate perceived employability

via challenging jobs and therefore investigate
work-related antecedents: autonomy and skill
utilization.

Second, we improve our understanding of
how stimulating employability affects turno-
ver intentions by investigating the mediating
role of not only perceived external but also
perceived internal employability and job satis-
faction. In the current war of talent, organiza-
tions may wonder why they should advance
their workers’ perceived employability via
challenging jobs if this may increase turnover.
We hypothesize that autonomy and skills utili-
zation may increase turnover intention via
perceived external employability, but may
simultaneously decrease it via internal per-
ceived employability and increased job satis-
faction.

Design/Methodology
Hypotheses were tested among 1055 Flemish
employees.

Results

Preliminary results from regression analysis
confirmed our hypotheses. Further analysis
will be done by structural equation modelling.

Limitations

First, all data is cross-sectional. Second, this
study took place in Belgium, which is charac-
terized by low mobility rates (generalizability).

Research/Practical Implications

We can provide organizations with valuable
information on enhancing perceived employ-
ability while at the same time retaining their
employees.

Originality/Value

The effects of job resources on both perceived
internal and external employability and turno-
ver intentions have not been investigated
before to a large extent.
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New Challenges for W&OP
with non Traditional Workers

Session Chairs: Maria José Chambel (Univ. of Lis-
bon) mjchambel@fp.ul.pt, Nathalie Galais (Frie-

drich-Alexander Univ. Erlangen),

nathalie.galais@wiso.uni-erlangen.de

State of the Art

Now like in past, W&OP is the study of human
behavior in organizations that contributes to
the effectiveness of organizational functioning
as well as to the positive attitudes and well-
being of those who work at the organizations.
However, organizations have changed dramat-
ically over the past several decades, largely in
response to social trends and rapid advances
in flexibility needs, that imply important
changes in workers demographics, status,
values, and employment relationship. Do the-
se changes imply that workers are not as
committed as they once were to work as a
central activity in their lives? Do theoretical
frameworks developed in the context of the
standard and traditional employment rela-
tionship applicable in these new work con-
texts?

New Perspective/Contribution

This symposium will address these issues to
provide the report of five studies with non-
traditional workers, namely older, expatriates,
with disabilities and temporary agency. All
studies show that these non-standard workers
can develop positive attitudes and behaviors
toward the organizations and a strong em-
ployment relationship, which depends from
organizational strategies.

Conclusion and Implications for Re-
search/Practice

This symposium shows to researchers that
some theoretical frameworks applied to tradi-
tional workers are also important in the man-
agement of non-standard workers. However,
interesting research questions emerge within
each type of the non-traditional workers that

suggest the need of adapting the theoretical
frameworks, which can be useful in the estab-
lishment of meaningful distinctions between
workers with different characteristics.

Presentations of the Symposium

Implicit theories related to self and other
comparison processes on older workers
Carmen Tabernero (Univ. of  Cordoba)

edltaurm@uco.es, Esther Cuadrado (Univ. of Cor-
doba)

Purpose

This research suggests that people may vary in
the degree to which they engage in processes
that are involved in stereotyping workers in
organizations. Older workers are sometimes
perceived as being slower, less flexible, more
resistant to change or uninterested in training.
We hypothesized that these beliefs are gener-
ated on the basis of implicit theories about the
fixedness versus the malleability of human
attributes.

Design/Methodology

A total of 237 participants, under and over 40
years, were tested about self and others' per-
ceptions of worker characteristics, attributions
of failure, and people's naive theories.

Results

The results focus on the role of implicit theo-
ries in stereotypes about older workers and
how these implicit theories are installed in
older workers and the influence on their own
perceptions of ability. Also, participants hold-
ing entity views - individuals who believe that
people's traits are fixed- engaged in more age
stereotyping than those with incremental
views.

Limitations
The samples of younger and older workers are
unequal and therefore it would be desirably if
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a larger sample of older workers had been
included.

Research/Practical Implications

The present study help to understand the role
of stereotyping in terms of self-protective
mechanisms associated with adaptation pro-
cesses in organizations and later life.

Originality/Value

The present research suggests that stereotyp-
ing can be potentially reduced by means of an
intervention that does not even mention ste-
reotypes but rather alters people’s beliefs
about the nature and origin of their implicit
theories.

Job attitudes in workers with disabilities:
The importance of family support in addi-
tion to organizational support

Vanesa  Pérez (Rey Juan Carlos  Univ.)
vanesa.perez@urjc.es, Carlos-Maria Alcover (Rey
Juan Carlos Univ.), Maria José Chambel (Univ. of
Lisbon)

Purpose

The aim of this study is to investigate the rela-
tions between organizational support and
family support with job satisfaction and inten-
tion to quit among a group of workers with
disabilities employed in ordinary firms.

Design/Methodology

The study sampled 204 workers with disabili-
ties through a survey questionnaire. The paper
used SEM analyses to test its hypotheses

Results

The results show that support from the organ-
ization is a significant explanatory factor in the
levels of job satisfaction and this attitude per-
forms a full mediating function between the
(organizational and family) support and the
intention to quit. Moreover, our results indi-
cate that the participants in the study per-
ceived high levels of support from their fami-

lies, facilitating the reconciliation of work and
family life.

Limitations

The study is limited due to the dimension of
sample size and selection, the self-reports
data and the lack of longitudinal design.

Research/Practical Implications

The employees feel that an action taken by
the organization to improve their well-being,
involvement and contribution to goal attain-
ment are positively perceived and add to job
satisfaction. However, the influence of family
support on job-related attitudes was less than
that of organizational support.

Originality/Value

The organization need to recognizing the tasks
they carry out, involving them in competence
enhancement programs and including them in
development plans; and the family can help
facilitate their insertion in the labor market by
fostering independence and autonomy, and
later their professional integration and careers
by contributing to the reconciliation of family
life and work.

Human resource management practices
and expatriates turnover: The mediate
role of psychological contract fulfilment
Francisco Cesdrio (aHigh Institute of Applied Psy-
chology, Lisbon) fcesario@ispa.pt, Maria José
Chambel (Univ. of Lisbon)

Purpose

The aim of this study is to investigate the rela-
tionships among repatriates’ perceived human
resource management practices, psychological
contract fulfillment, and turnover intention.

Design/Methodology

The study sampled 100 repatriates from a
Portuguese company in Angola mission
through a survey questionnaire. The paper
used SEM analyses to test its hypotheses.
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Results

The study results showed that repatriates’
perceived fulfillment of their psychological
contracts was negatively related to turnover
intent. The study also finds a positive relation-
ship between human resource management
practices and the fulfillment of psychological
contract. Moreover, repatriates’ perceived
fulfillment of their psychological contracts was
found to be a mediator between human re-
source management practices and turnover
intention.

Limitations

The study is limited due to the dimension of
the sample, the self-reports data and the lack
of longitudinal design.

Research/Practical Implications

A subjective perception of psychological con-
tract fulfillment is an important predictor of
turnover intention, but this perception related
with the human resource management prac-
tice practices developed during the mission.
Therefore, it is important for managers to
develop these practices and maintain open
communications with their repatriates to en-
sure clear understanding of the agreement
existing about the international mission.

Originality/Value

The findings highlighted the importance of
human resource system in developing positive
employment relationships with expatriates.

Perceived insider status and organiza-
tional commitment of temporary agency
workers: Organizational and individual
determinants and effects on stress

Nathalie Galais (Friedrich-Alexander Univ. Erlan-

gen) nathalie.galais@wiso.uni-erlangen.de, Cyn-
thia Sende (Friedrich-Alexander Univ. Erlangen)

Purpose
Temporary agency workers (TAW) have the
status of external workers in the client organi-

zation. While working side by side with core
workers, their feeling of “being part of the
client organization” as well as their organiza-
tional commitment may depend on the organ-
izational integration strategies in place as well
as on individual motives. We investigate the
role of common discrimination and exclusion
practices in the client organization (e.g. differ-
ent work clothes for temps, restrictions com-
pared to core workers), leader behavior, as
well as individual differences on perceived
insider status (PIS), organizational commit-
ment (OC), and stress.

Design/Methodology

A sample of N = 269 highly qualified TAW who
belong to the same temporary staffing agency,
but who were assigned to a multitude of dif-
ferent client organizations.

Results

Exclusion practices and leader behavior were
crucial for PIS as well as OC, whereas individu-
al motives were less relevant. While low PIS
was related to higher stress, OC was not. We
discuss the difference that may lie in the “feel-
ing of being a part of an organization” (PIS)
and the feeling of belonging toward an organi-
zation (OC).

Limitations
Database on self-reports and cross-sectional
analyses.

Research/Practical Implications

PIS as well as OC are much more determined
by organizational strategies than by individual
motives. This implicates a high responsibility
of the organizations toward their external
workers.

Originality/Value

Whereas OC has been extensively investigated
in the context of TAW, the contrary is true for
PIS, which seems to be more relevant for indi-
vidual stress than OC.
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Temporary agency versus permanent
workers: A multigroup analysis of human
resource management, motivation and
commitment

Filipa  Castanheira (New Univ. of Lisbon)

fcastanheira@novasbe.pt, Maria José Chambel
(Univ. of Lisbon)

Purpose

The aim of this study is to compare temporary
agency and permanent workers on the rela-
tionship between HR system of practices and
worker motivation and affective commit-
ment.

Design/Methodology

The hypotheses were tested with multiple
group analysis in a sample of 1227 Portuguese
call centre workers holding different employ-
ment statuses: permanent (N=699) and tem-
porary (N=528).

Results

Results confirmed that in both the temporary
agency and the permanent HR system relates
positively with affective commitment toward
the organization and work engagement par-
tially mediates this relationship. However,
contrary to what was expect the results
showed that the relationship between HR
system and affective commitment was strong-
er for permanent than for temporary agency
workers.

Limitations

The study is limited due to the nature of the
sample (TAW and permanent workers in a call
centre) and the lack of longitudinal design.
Neither does it analyze the TAW employment
relationship with the agency.

Research/Practical Implications

An important implication of this research is
that employers should not assume that their
investments have not return from TAW. The
development of HR practices that attained to
their need and interests, while important to

permanent employees, were positively related
to TAW’' work engagement and affective
commitment toward the client organization.

Originality/Value

The findings highlighted the importance of HR
system in developing positive employment
relationships with TAW.

Single Papers

Examining the effects of changing obliga-
tions in employment relationships and
psychological contract breach: A study of
Greek employees

Maria  Simosi (Univ. of the Aegean, GR)
m.simosi@aegean.gr

Purpose

Drawing on the concept of psychological con-
tract as a framework for the exploration of the
tacit understandings of employees’ exchange
relationship, the purpose of this research is to
examine Greek employees’ perceptions of
psychological contract content and breach in a
period of the current economic crisis.

Design/Methodology

Using a qualitative research design, twenty
interviews were conducted with employees
working in both the public and private sector.
In the course of the interviews, participants
were also asked to report critical incidents
regarding particular incidents that they
thought their employer had failed to fulfill an
obligation towards them.

Results

The analysis indicated categories of incidents
more likely to lead to perceptions of psycho-
logical contract breach. While changes were
detected regarding the notion of ‘job security’
and ‘career advancement’, the study findings
in regard to psychological contract content
bear much similarity to previous empirical
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research. Moreover, as compared to recently-

detected in the sense making processes of
more experienced employees.

Limitations

The findings of the present research may con-
stitute the basis of future research which
could focus on the new boundaries and con-
tent of the revised contract using a larger and
more representative sample of employees.

Research/Practical

Implications Management could benefit from
taking into account what employees expect to
give and receive in their working relationship
with the employer and therefore minimizing
possibilities of contract breach.

Originality/Value

The study examines the concept of psycholog-
ical contract as a sense making process in a
sample of greek employees in a period of eco-
nomic crisis, increasing unemployment and
changing employment relationships.

Individual needs in flexibility and em-
ployment security: a qualitative approach
Fabrice Travaglianti (HR Development Unit - Work
Psychology, Univ. of Liege, BE)
ftravaglianti@ulg.ac.be, Julie De Cia (HR Develop-
ment Unit - Work Psychology, Univ. of Liege, BE),
Jean-Frangois Orianne (CRIS - Human Sciences
Institute, Univ. of Liége, BE), Franc¢ois Pichault
(LENTIC - HEC Management School, Univ. of Liege,
BE), Isabelle Hansez (HR Development Unit - Work
Psychology, Univ. of Liége, BE)

Purpose

During the last twenty years, flexibilities prac-
tices have modified the work nature and lead
to a decrease of employment security and an
increase of health problems (Emberland &
Rundmo, 2010). Reilly (1998) considers flexi-
ble work arrangements can achieve mutual
advantages to employers and employees.
Different forms of flexibility and different indi-
cators of security/insecurity are proposed in

tenured employees, differences were

the literature (Gareis & Korte, 2001 ; Auer,
2008) but few is known about workers needs.
The aim of this communication is to develop
an inventory of these needs and to analyse
differences between gender, functions and
activity sectors.

Design/Methodology

Sixty interviews (2 blue-collars, 2 white-
collars, 1 supervisor, in each organization)
were carried out in 12 Belgian organizations.
Organizations were selected according to a
methodology based on flexibility/security
indicators drawn out of the company social
report. We conducted a content analysis with
NVivo10 on all the transcribed interviews.

Results

Three higher needs in term of tasks, wages
and training were identified. Workers expect
to use their own discretion in work organiza-
tion, a variety of tasks, fixed wages and are
interested with training to develop their com-
petencies and grow up their career. Results
show differences between gender, function
and sector.

Limitations

Limitations are a not completely random sam-
ple; participants were selected by the HR
Manager.

Research/Practical Implications

This inventory is a preliminary step to under-
stand how the discrepancy between actual
and ideal affect concerning flexibility/security
is related to job attitudes and well-being at
work.

Originality/Value

Originality is on investigating the individual
needs in flexibility/security and to compare
them to the indicators found in the literature.
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Times are changing? — An interview study
with social partners in the labor market
about futures working life 2025

Susanna Toivanen (Stockholm Univ. / Karolinska
Institutet, SE) susanna.toivanen@chess.su.se

Purpose

The literature of futures working life and
workplaces identifies several megatrends as
influential for the development of working life

Design/Methodology

To get a more nuanced view of the mega-
trends’ potential role for working life in Swe-
den 2025, interviews with representatives for
employer organizations, union leaders and
labour market authorities were conducted.
Globalization was one of the themes in focus.
Eleven interviews of 40 minutes of average
length were performed. Focusing on the mani-
fest content of the interviews, preliminary
results are presented.

Results

Globalization was defined as the rapid in-
crease in cross-border economic, social, tech-
nological, and cultural exchange. Competition
from low income countries, and outsourcing
of operations will persist. Occupational safety
and health (OSH) levels are challenged as
workers with lower safety awareness will be
part of the labor force. Long-term initiatives
and monitoring, and resources in future OSH
campaigns are needed. An increased demand
of highly qualified labor force is expected.
Strengthening the attractiveness of Sweden as
futures labor market is central. Some IPs see
an increasingly multi-cultural work force as
problematic while others see a possibility of
improving skills level and “creativity”. Compe-
tition and polarization in the labor market are
foreseen to become harder. Taken together,
these challenges need to be met with adjust-
ments in the educational system and labor
market policies.

Limitations
Results are based on a strategic sample which
may limit the generalizability.

Research/Practical Implications

Results highlight the importance of discussing
futures challenges from a longer perspective
than commonly seen among labor market
actors

Originality/Value
Futures studies of globalization, labor market
and OSH are scarse

The relationship between perceived con-
tract breach and job insecurity: The role
of perceived organizational support as
moderator

Corina D.S. Riantoputra (Univ. of Indonesia, ID)
c.riantoputra@gmail.com, Catur Aji Pamungkas
(Univ. of Indonesia, ID), Adi Respati (Univ. of Indo-
nesia, ID)

Purpose

The changing work environment causing a
potential increase in perceived contract
breach — defined as the extent to which em-
ployees perceive that their organizations vio-
late the unwritten agreement between em-
ployees and organizations — and a potential
increase of job insecurity. Previous research,
however, indicates that the relationship be-
tween perceived contract breach and job inse-
curity is more complicated than what many
people assume. We argue that the relation-
ship between perceived contract breach and
job insecurity is moderated by perceived or-
ganizational support.

Design/Methodology

To test the potential new understanding, this
research adapted several scales from previous
research. Applying a survey design, this re-
search collected data from 185 people in a
logistic service company in Jakarta — Indonesia
and analyzed the hypothesized relationship
using moderated multiple regressions.
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Results
Results support the hypothesized relation-
ships.

Limitations
This research may potentially be affected by
mono-method bias,

Research/Practical Implications

On a theoretical level, this research highlights
the importance of social exchange theory in
explaining organizational behavior. On a prac-
tical level, this study suggests that employers
may mitigate the potential negative impact of
perceived contract breach by providing more
support for employees and making sure that
employees are aware of those supports.

Originality/Value

First, this research has shed a new light on the
relationship between perceived contract
breach and job insecurity. Second, the study
has advanced the application of social ex-
change theory on an understanding of organi-
zational behavior in a changing work environ-
ment. Third, this research is significant in add-
ing the relatively limited number of rigor re-
search on organizational behavior in Indone-
sian companies.

Can job insecurity predict deviant behav-
iours? Social exchange model of justice
and identification processes as mediating
mechanisms

Beatrice  Piccoli ~ (Univ. of Verona, IT)
beatrice.piccoli@univr.it

Purpose

Very few studies has been conducted about
the influence of job insecurity on deviant be-
haviours (i.e., behaviours that violate organi-
zational rules), a performance “domain” of
central importance for organisational effec-
tiveness. Research suggests that stressful
working conditions may contribute to em-
ployees engaging in counterproductive work
behaviours in an attempt to regain control

over their environment. Alternatively, the fear
for uncertainty may lead to avoid any behav-
iour increasing the likelihood of job loss. We
propose two mediating mechanisms to inves-
tigate JI-DB relationship. Specifically, proce-
dural justice focuses on the resources ex-
change-based concerns that employees have
in their organizational relationships (instru-
mental approach). Affective commitment is an
indicator of identification with organization
and refers to social-based identity explana-
tion.

Design/Methodology

The sample was composed of 570 Italian blue
collar workers. Using SPSS-macro of Preacher
and Hayes (2008), we tested specific indirect
effects (multiple mediator model) and com-
pared the two competing theories (contrasts).

Results

Results showed that both procedural justice
and affective commitment mediate the rela-
tionship JI-DB. Social exchange model and
identification processes have the same “pow-
er” of explanation.

Limitations
Cross-sectional data: limit for causal interpre-
tation.

Self-report measures: potential source of
common method variance.

Research/Practical Implications

Managers may focus on reducing level of pro-
cedural unfairness and enhancing commit-
ment with organizational goals as a way of
preventing deviant behaviours particularly in
insecure workers.

Originality/Value

We provide two different explanations to un-
derstand the processes underlying the devel-
opment of DB in insecure working conditions.
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Does job insecurity climate effect organi-
zational cohesiveness and antisocial be-
havior at work? Results from a multilevel-
study in Spain and Austria

Thomas Hége (Univ. of Innsbruck, AT)
thomas.hoege@uibk.ac.at, Beatriz Sora (Open
Univ. of Catalonia, ES), Wolfgang G. Weber (Univ.
of Innsbruck, AT)

Purpose

Based on previous findings and theories on
the impact of stress on negative affect and
prosocial/antisocial behavior, the presented
study inquires the relation between the job
insecurity climate in organizations and re-
duced organizational cohesiveness as well as
reduced prosocial and increased antisocial
behavior at work. We argue that a high job
insecurity climate could trigger self-concern
and competiveness between co-workers and
decrease solidarity within organizations in the
sense of a maladaptive strategy of individuals
to cope with reduced control.

Design/Methodology

1435 employees from 139 organizations par-
ticipated in a cross-sectional, multilevel ques-
tionaire-study in Spain and Austria.

Results

Random coefficient models showed that job
insecurity climate at the organizational level
was negatively related to cohesiveness as well
as prosocial work behaviors and positively
related to antisocial (bullying) experiences at
the workplace. However, associations were
stronger in Austria than in Spain even though
the levels of job insecurity climates were quite
higher in Spain.

Limitations

The most severe limitation is the cross-
sectional design of the study, giving a non-
conclusive answer to the question whether
job insecurity climate effects reduced cohe-
siveness, reduced prosocial and increased
antisocial behavior at work or vice versa.

Research/Practical Implications

The study highlights the importance of taking
the social side effects of job insecurity into
account.

Originality/Value

To our best knowledge, the reported study is
the first work on examining these employees’
maladaptive strategies to cope with job inse-
curity from a multilevel perspective. Further-
more, this research was carried out in two
economic and cultural contexts (i.e. Spain and
Austria).

The impact of job insecurity on perfor-
mance: Only negative effects? Explaining
the nature of the relationship with over-
all job attitude as mediator

Beatrice  Piccoli  (Univ. of Verona, IT)
beatrice.piccoli@univr.it, Hans De Witte (WOPP,
KU Leuven, BE), Margherita Pasini (Univ. of Verona,
IT)

Purpose

We examine through what mechanisms job
insecurity, quantitative (i.e., threats to the job
as such) and qualitative (i.e., threats to valued
job features) affects employees’ performance
(focal and contextual). Drawing on the com-
patibility principle in attitude theory, we pro-
posed that overall job attitude (job satisfac-
tion and affective commitment) predicts be-
havioural criteria. In particular, two predic-
tions were compared based on social ex-
change theory and rational choice theory ac-
cording to which JI can be an harmful stressor
with negative strain reactions (behavioural
withdrawal) or a challenge stressor that moti-
vates employees to engage actively in actions
coping with the threat (higher performance).

Design/Methodology

Data were collected from 322 blue-collar
workers in Italian organizational context.
Structural equation modeling was used to test
for direct, complete mediating, and partial
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mediating effects, with bootstrapping esti-
mates of indirect effects.

Results

Results provide support for the social ex-
change model, showing the negative influence
of quantitative and qualitative JI as stressor on
work performance, relationships fully mediat-
ed by overall job attitudes

Limitations

All measures were self-report. We adopted
several procedural recommendations for con-
trolling common method biases. To measure
performance-related behaviours, is however
important to collect multi-source data.

Research/Practical Implications

Linking individual-level effects of JI (evaluation
of one’s job experience) to organizational
performance. By communicating the organiza-
tion’s intentions, managers may enhance goal
commitment and job satisfaction and indirect-
ly improve employees’ performance.

Originality/Value

To fill the gap in the literature about the ef-
fects of quantitative and qualitative JI on be-
havioural outcomes, in particular examining
the underlying processes (mediating mecha-
nism) to explain this relationship.

Do temps mess up the network? A social
network perspective on the effect of
temporary workers on team performance
Jeroen de Jong (Tilburg Univ., NL)
j.p.dejong@uvt.nl, Christa Wilkin (California State
Univ., US)

Purpose

Research on temporary employment has pri-
marily focused on implications for individuals
and organizations. Since organizations are
making frequent use of teams to structure
their processes, it is also relevant to know
more about implications of temporary work-
ers on team performance. In this study, we

propose that the presence of temporary
workers in teams negatively impacts team
performance because temporary workers are
detrimental to both advice and friendship
network density within teams.

Design/Methodology

We sampled 253 group members and 64
group leaders from 64 work groups from the
Netherlands, Romania, and Bulgaria to test
our hypotheses. We used a matrix-question
with a name generator to assess advice and
friendship network density. Team perfor-
mance is judged by the team leader.

Results

The results of mediation-analyses show that
advice network density mediates the negative
relationship between presence of temporary
workers in the team and team performance.
Furthermore, the presence of temporary em-
ployees increases the number of advice-based
cligues within the team. The presence of tem-
porary workers does not relate to friendship
network density.

Limitations

The independent variable is a dichotomy since
the variable is based on numbers of tempo-
rary workers in the team and is zero-inflated.

Research/Practical Implications

The results imply that temporary workers can
have detrimental consequences for team per-
formance.

Originality/Value

To our knowledge, this study is the first to
examine the implications of temporary work-
ers on team performance. It also shows the
implications of hiring temporary workers on
team processes such as advice and friendship
networks.
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Temporary agency workers: A blessing or
a curse for their permanent co-workers?

Cynthia Christine Sende (Univ. of Erlangen-
Nuremberg) Cynthia.Sende@wiso.uni-erlangen.de

Nathalie Galais (Univ. of Erlangen-Nuremberg),
Klaus Moser (Univ. of Erlangen-Nuremberg)

Purpose

Temporary agency work promises various
benefits: It allows companies to cover work-
load peaks, to deal with short-term absences
of regular workers and to reduce personnel
costs. However, hidden costs have recently
shifted into focus of attention. Up to now,
only few studies have investigated the influ-
ence of temps on permanent workers’ atti-
tudes and well-being. There is some evidence
of negative effects on job security (De Cuyper
et al.,, 2009) and helping behaviour among
permanent workers (Broschak & Davis-Blake,
2006). We hypothesized that permanent
workers show lower job satisfaction and
commitment and higher psychological strain if
they work side by side with temps. Further-
more, we assume that these effects are medi-
ated by perceived job insecurity.

Design/Methodology

To test these hypotheses, we used a sample of
blue-collar workers of a manufacturing enter-
prise (N=113; 60% worked together with
temps). Demographics and various job charac-
teristics were included as control variables.

Results

Regression analyses partially support our hy-
potheses. Working together with temps has a
strong negative effect on the permanent
workers’ job satisfaction. Contrary to our ex-
pectation, job insecurity has no mediator ef-
fect.

Limitations

Data were collected in only one organization.
The level of employees’ job insecurity was
very low (restriction of variance).

Research/Practical Implications

Our results imply that even if job insecurity is
low, the use of temps can have some negative
effect on permanent workers’ attitudes.

Originality/Value

The study is the first to investigate the influ-
ence of temps on permanent workers’ job
satisfaction, commitment, and strain while
controlling for job characteristics.

The role of career development factors in
job insecurity perceptions

leva Urbanaviciute (Vilnius Univ., LT)
ieva.urbanaviciute@fsf.vu.lt, Dalia Bagdziuniene
(Vilnius Univ., LT), Jurgita Lazauskaite-Zabielske
(Vilnius Univ., LT)

Purpose

This paper explores the interrelationship be-
tween career development factors and job
insecurity.

Job insecurity is a modern times phenomenon,
which manifests in several forms (e.g. qualita-
tive and quantitative job insecurity) and is
thought to have a detrimental effect on em-
ployee performance and well-being. Moreo-
ver, a number of studies allow for an assump-
tion of ‘spread insecurity’, which states that
insecurity perceptions may not restrict to the
job itself, but extend into concerns about los-
ing latent job benefits, i.e. the indirect social
or material advantages an employment pro-
vides. However, it is not clear how various
forms of insecurity are related and what fac-
tors might help to reduce job insecurity
strength or breadth.

Originality and value

Based on Career Construction Theory, this
study analyzes the role of career development
factors (i.e. adaptability and employability) in
reducing job insecurity.
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Methodology

Specifically, we aim to determine whether
qualitative/quantitative job insecurity and
concerns for losing latent job benefits are
related, and to explore whether this relation-
ship is moderated by career development
variables.

205 Lithuanian employees participated in the
study. They were asked to fill out a composite
questionnaire.

Results

Multiple links between the above mentioned
variables were obtained. Qualitative and
guantitative job insecurity appear to be relat-
ed to concerns about losing latent job bene-
fits, which in turn are partially predicted by
career variables.

Limitations
The results are limited to Lithuanian white-
collar employee sample.

Research/Practical Implications

The study draws attention to the importance
of personal career development factors in
discussing the nature of job insecurity percep-
tions.

The power of I-deals in creating organiza-
tion commitment: introducing the role of
perceived uniqueness of the deal.

Brigitte Kroon (Tilburg Univ., NL) b.kroon@uvt.nl,
Susanne de Kort (SCAB; Tilburg Univ., NL), Charissa
Freese (Tilburg Univ., NL)

Purpose

I- deals are non-standard arrangements about
the terms and conditions of employment that
employees negotiate with their superiors that
are beneficial to both the employee and the
employer. Social exchange theory predicts
that when employers accommodate employ-
ment conditions to employee needs, employ-
ees in turn experience reciprocal obligations
towards their employer, resulting in higher

levels of organizational commitment. We ar-
gue that ‘non-standard’ evaluations expand
beyond the borders of the own organization.
Only when employees evaluate that their i-
deal is unique compared to what can be ob-
tained in other organizations, they will show
more commitment.

Design/Methodology

In the first half of 2012 we sampled 572 em-
ployees in different sectors who indicated that
individual negotiating on terms and conditions
of employment occurred in their organization.
Of these employees, 97 indicated that they
actually negotiated an i-deal.

Results

Analyses showed no significant relationship
between receiving an i-deal and employee
commitment. However, the level of perceived
uniqueness of the i-deal significantly predicted
employee commitment.

Limitations
Sampling strategy to find people with i-deals is
suboptimal.

Research/Practical Implications

I-deals lead to commitment only when em-
ployees perceive that such arrangements are
difficult to obtain in other organizations. This
implies a need for additional theory. A practi-
cal implication is that offering i-deals as a stra-
tegic employer branding strategy is only suc-
cessful if the content of the i-deal is consid-
ered as genuinely unique.

Originality/Value

Previous research found mixed results for the
effect of ideals on commitment. Our findings
illustrate that while i-deals can be non-
standard within organizations, for employees
their value mainly depends on the uniqueness
outside the organization.
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Psychological contracts in the context of
organizational change; How employee
obligations are being influenced by the
fulfillment of organizational obligations
Sjoerd van der Smissen (Tilburg Univ., NL)
a.i.m.vdrsmissen@uvt.nl, Rene Schalk (Tilburg
Univ., NL), Charissa Freese (Tilburg Univ., NL), Han-
na Varheenmaa (Tilburg Univ., NL)

Purpose

This topics of this study are: A) if and how the
fulfilment of employer’s obligations affects
the perceived obligations of the employee
and B) if and how the fulfilment of the em-
ployers obligations is being affected by organi-
zational change (organizational change de-
fined by 5 characteristics: frequency, impact,
type, former experiences and justification of
change).

Design/Methodology

Respondents (3000) of several organizations
filled in an online questionnaire. Statistical
analyses were used to test the effect of the
fulfilment of the employers obligations on the
perceived obligations of the employee and to
test the effect of the change characteristics
on the fulfilment of the employer obligations.

Results

The preliminary results show that the per-
ceived obligations of the employee are affect-
ed by the fulfillment of the employers obliga-
tions. The fulfillment of the employer’s obliga-
tions was affected by several change charac-
teristics used in this research.

Limitations

The study concerns the experience of mostly
highly educated employees who are most
confronted with organizational change. A fur-
ther limitation is the cross sectional character
of the study.

Research/Practical Implications

This study indicates that the fulfilment of the
employer’s obligations affects the perceived
obligations of the employee and shows that

several characteristics of change affect the
fulfilment of the psychological contract and
others don't. This is also im-
portant for practitioners working in the field
of organizational change.

Originality/Value

Empirical research on the effects of organisa-
tional changes on psychological contracts is
scarce.Research on the effect of employee
sense-making of change, in this study opera-
tionalised as justifications of changes, on PC
fulfilment appears almost non-existing.
Thereby, this study offers valuable insight into
the research on employment relationships in
the context of change.

Antecedents and outcomes of successful
I-deal negotiation during the early career:
A longitudinal study

Ine Willemse  (Vlerick  Business  School)
ine.willemse@vlerick.com, Ans De Vos (Antwerp
Management School), Dirk Buyens (Vlerick Business
School)

Purpose

Both organizations and employees experience
a growing need for customization and individ-
ualization of various aspects of the employ-
ment relationship (Rousseau, Ho, & Green-
berg, 2006). As such, individual negotiated
employment arrangements, also known as
idiosyncratic deals or I-deals, are becoming
widespread in today’s workplace (Lawler &
Finegold, 2000).In this study, we distinguish
development I-deals from flexibility I-deals
and assess the role of psychological contract
expectations, proactive career behavior and
work centrality at time of graduation as ante-
cedents of successful I-deal negotiation during
the early career. Second, we investigate the
interrelatedness of both development I-deals
and flexibility I-deals with three employee
outcomes (work engagement, job satisfaction,
career satisfaction).
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Design/Methodology

The paper discusses the results of a two-wave
longitudinal study among graduates. The first
data collection wave took place in the final
weeks before graduation (May 2010), whereas
the second data collection wave was organ-
ised in May 2012. This resulted in a sample of
useful and matched responses from 168 re-
spondents.

Results
The model was tested with structural equation
modelling and the results were supportive.

Research/Practical Implications

In line with previous research (De Vos, De
Clippeleer, & Dewilde, 2009), our work once
again stresses the importance of a proactive
career attitude on behalf of the employee.

Originality/Value

By using a longitudinal design, this study set
out to determine the antecedents and out-
comes of successful I-deal negotiation during
individuals’ early career. To our knowledge,
this is the first empirical study to investigate
the interrelatedness of employee characteris-
tics at time of graduation and successful I-deal
negotiation during the early career.

Exploring the assets that make employ-
ees more employable: Results of a survey
conducted in Switzerland

Marina Fiori (Univ. of Lausanne & Qualintra SA, CH)

marina.fiori@unil.ch, Michael Kres (ProMove TM,
CH), Benoit Moransais (Qualintra SA, CH)

Purpose

In the economy of incertitude characterizing
our contemporary society, the ability to value
one’s assets for retaining or changing em-
ployment becomes fundamental. We devel-
oped a questionnaire to measure employabil-
ity, or the set of characteristics supporting
career mobility between and within organiza-
tions (Fugate, 2006). The questionnaire in-
cludes five contextual and individual factors

that emerged from the literature as important
aspects of employability: openness to change,
knowledge of the job market, proactivity,
physical and psychological resources, current
level of work engagement. We also conducted
a comparison of results collected in 2005 to
show how employability has changed within
the last years.

Design/Methodology

The questionnaire was validated on a sample
of 1084 employees working in Switzerland.
Data of 2005 included 701 employees working
in Switzerland.

Results

We validated the 5 factor structure of the
questionnaire with Principal Component Anal-
ysis. Confirmatory Factor Analysis showed that
a multidimensional model of employability fits
the data better than one-factor model (see
also Fugate & Kinicki, 2008). The comparison
with 2005 show that employees are overall
more satisfied with their career evolution and
current position. However, they appear less
oriented to achieve goals and less flexible in
changing work conditions. Physical and psy-
chological resources deteriorated and female
employees appear significantly lower in em-
ployability than their male colleagues.

Limitations
Results apply to a Swiss sample and may re-
flect the employment situation of Switzerland.

Practical implications

The questionnaire helps employees to realize
which aspects of themselves should be devel-
oped to be competitive on the job market.

Originality/Value

Scientific approach; sample that includes em-
ployees from different geographical areas of
Switzerland.
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The longitudinal effect of employability
dimensions on young university gradu-
ates’ job quality: The mediating role of
perceived employability

Juan Pablo Gamboa (Univ. of Valencia, ES)
juan.gamboa@uv.es, Jesus Yeves (Univ. of Valen-
cia, ES), Vicente Gonzdlez-Romd (Univ. of Valencia,
ES & Univ. of Valencia, ES), José Maria Peiro (Univ.
of Valencia, ES & Instituto Valenciano de Investi-
gaciones Econdmicas, ES)

Purpose

Employability dimensions proposed by Fugate
et al. (2004) have been identified as important
personal factors that could help young univer-
sity graduates to get high quality jobs after
graduation. On the other hand, the literature
indicates that these employability dimensions
could also promote graduates’ perceived em-
ployability. Finally, perceived employability
has also been related to obtaining high quality
jobs in terms of some indicators.

Taking this into account, the aim of this study
was threefold. First of all, to identify the influ-
ence of employability dimensions on gradu-
ates’ perceived employability. Secondly, to
identify the influence of perceived employabil-
ity on job quality (salary, professional status
and job satisfaction) ten years after gradua-
tion. And thirdly, to test the mediating role of
perceived employability in the relationship
between employability dimensions (human
capital, career identity and personal adaptabil-
ity) and job quality.

Design/Methodology

The study was based on a longitudinal sample
of 343 university graduates who were inter-
viewed two and ten years after graduation.
The hypotheses were tested by means of hier-
archical regression analyses.

Results

In general, the results obtained showed that
employability dimensions measured two years
after graduation were significantly related to

job quality ten years after graduation. Moreo-
ver, the relationship between most of the
employability dimensions and job quality indi-
cators were partially mediated by perceived
employability.

Research/Practical Implications

Our results have theoretical implications for
employability concept and practical implica-
tions for graduates’ employability improve-
ment.

Longitudinal analysis of the relationship
between organizational and union com-
mitments in a sample of Spanish shop
stewards

David Martinez-lfiigo (Rey Juan Carlos Univ., ES)
david.martinez@urjc.es, Thomas Zacharewicz (Rey
Juan Carlos Univ., ES)

Purpose

This study contrasts three models on dual
commitment The first model considers organi-
zational commitment as an antecedent of
union commitment, the second model pro-
poses a reversed relation and the third model
hypothesizes a reciprocal influence. Previous
evidence on this topic is mixed.

Design/Methodology

A two-wave field study was conducted on one
of the two main national trade unions in
Spain. The study used a survey method. A
total of 1148 shop stewards completed the
guestionnaire in the fist wave (T1). Of these
1148 shop stewards, 676 completed the sur-
vey again 12 months later in the second wave
(T2).

Results

The cross-lagged regression analysis showed
that organizational commitment at T1 signifi-
cantly and negatively predicted union com-
mitment at T2. No significant relationship was
found between union commitment at Time 1
and organizational commitment at T2.
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Limitations

The study could be replicated within a sample
from a different cultural and geographical
context.

Research
The results suggest that the idea of dual
commitment should be reconsidered.

Practical implications

The results questioned the rationale of the
anti-union policies implemented by some
companies to prevent a reduction of employ-
ees' commitment. In addition, the evidence
obtained suggests that unions recruitment
campaigning should be specially oriented to
those employees from firms where working
conditions are related to low levels of organi-
zationally commitment.

Originality

To our knowledge, this study is the first one to
analyze longitudinally the relationship be-
tween union and organizational commit-
ments.

“Remember me and smile”: Helping and
voice behaviors in a decaying Portuguese
hospital

Teresa Proenga (Politechnic of Porto, PT)
tproenca@fep.up.pt, Helena Gongalves Martins
(Faculdade de Economia do Porto, PT

Purpose

This study examined Organizational Citizen-
ship Behaviors of the globality of workers
from a decaying hospital, where services have
been closing down progressively and shut
down is considered likely, but not certain.

Design/Methodology

The study was conducted with a convenience
sample from a Portuguese hospital through a
guestionnaire (N=140) composed by descrip-
tive demographic items (age, gender, etc),
guestions regarding perceived job insecurity

and Van Dyne and LePine’s (1998) Helping and
Voice Behaviors Scale. Structural Equations
Modeling was used to assess the impact of
perceived Job Insecurity in the different com-
ponents of Extra-role Organizational Citizen-
ship Behavior Scale we used.

Results

Results show that concern about one's own
professional future is not significantly related
to either Helpingor Voice Behaviours,
but concern about the organization's future is
significantly related to both.

Limitations
his study was conducted using a convenience
sample in a relatively small context

Research/Practical Implications

This study reflects upon the impact of per-
ceived job insecurity in one aspect of the rela-
tionship of workers with the organization that
goes beyond their work role: extra-role organ-
izational citizenship behaviors. Results from
this study support and further some aspects of
the Social Exchange Theory (Blau, 1964) and
the norm of reciprocity (Gouldner, 1960).

Originality/Value

Job insecurity is a major topic in the current
state of the Economy and it will most likely
increase in the next years. Realizing the im-
pact of Job insecurity in different aspects of
how workers may behave to benefit the or-
ganization in turbulent times will become
crucial to companies in the years to come

Posters

Are we overeducated? Exploring under-
graduates and their families employabil-
ity perceptions

Michela Cortini (Univ. of Chieti, IT) cortini@unich.it,

Maria Elisa Maiolo (Univ. of Chieti, IT), Riccardo
Giorgio Zuffo (Univ. of Chieti, IT)
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Purpose

Organizational change processes have led to a
high flexible labor market condition. Employ-
ees react to this condition by increasing their
qualification in order to find a better colloca-
tion in the labor market (Ortiz, 2008).

This study aimed at investigating overeduca-
tion (Freeman, 1976) and employability
(Rothwell et al., 2008) perceptions in two
samples: on one hand, it has been explored a
group of senior-year students and their per-
ceptions about their future employability. On
the other hand, the students were compared
to their family of origin.

Design/Methodology

An ad hoc self-report questionnaire have been
adapted to measure self-perceived employa-
bility, university commitment and ambi-
tion (Rothwell et al., 2008) in both the sam-
ples; academic performance - students' sam-
ple - level of qualification, type of job (objec-
tive measures of overeducation), overeduca-
tion perception and earnings - family of origin
sample - have been also surveyed. Having
used university guidance services was also
taken into account.

Results

Results indicate a difference in students' em-
ployability perceptions depending on whether
their family of origin was overeducated.

Limitations

This study have some limits: (a) the sample is
a convenience sample made up of psychology
students; (b) self-report measures have been
used principally; (c) it is a cross- sectional
study.

Research/Practical Implications

The lack of decent works may lead to a over-
qualified workforce. The implementation of
vocational guidance services may reduce the
work-qualification mismatch and the qualifica-

tion inflation (Green et al., 1999; Levidow,
2002; Verhaest and Omey, 2004, 2006).

Why do employees stay when they had a
strong intention to leave?
Martijn van der Locht (Fontys Univ. of Applied Sci-

ences, NL) martijn@lochting.nl, Karen van Dam
(Open Univ. in NL)

Purpose

Until now, traditional turnover models gener-
ally focus on different factors as antecedents
of the turnover process. Many studies have
investigated employees’ intention to leave,
which is considered the most important pre-
dictor of turnover behavior. Yet, not all em-
ployees with a strong turnover intention, will
actually leave the organization. Building on
the integrative model of Maertz and Campion
(2004), we investigated the different motives
causing employees with a strong turnover
intention, to actually stay. Furthermore, most
important emotions for people with an inten-
tion to leave were investigated. Accordingly,
the research question was: why do employees
change their turnover intention into a decision
to stay?

Design/Methodology

To answer this research question, we inter-
viewed 40 employees from different Dutch
organizations using a semi-structured inter-
view format. These qualitative data were ana-
lysed accompanied with a topic list.

Results

Affective and alternative forces were the most
important reasons for deciding to stay in spite
of wanting to leave.

Limitations

Due to the limited sample and the qualitative
nature of the study, generalizability may be
limited.
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Research/Practical Implications

Companies should take notice of important
motives in employee decision-making in order
to lower turnover rates.

Originality/Value
This study extends turnover research by focus-
ing on changes in turnover decisions.

Causes and effects of permanent reacha-
bility

Hiltraut Paridon (Institute fiir Work and Health, DE)
hiltraut.paridon@dguv.de, Oliver Heise (Un-
fallkasse Hessen), Michael Peters (Institute fiir
Work and Health, DE)

Purpose

Little is known about the causes and effects of
"reachability". This study wanted to find out
more for both working hours and leisure time.

Methodology

430 employees were questioned via question-
naire covering the following issues: nature and
frequency of reachability; reasons for (non-
Jreachability; impairing strain; and scope for
prevention.

Results

Approximately one in seven of the employees
who are frequently or always reachable con-
siders themselves subject to strong or very
strong stress. Respondents find it practical to
be reachable, and consider it important to be
kept up to date on the latest developments.
Many of those questioned are reachable in
their leisure time because they enjoy working.
Those who are not reachable consider a lot of
the discussion to be unnecessary. Overall, the
negative effects of reachability tend to be
regarded as minor.

Limitations

Whether employees who are continually
reachable but who do not consider them-
selves to be under stress really are not subject
to stress or are merely not conscious of being

so must be examined. The possible effects
over the long term must also be surveyed, and
not only with reference to subjective assess-
ments.

Practical implications

Prevention measure should be taken: Promis-
ing seems for superiors to tell their staff that
they do not always need to be reachable.

Originality/value

To our knowledge, this study was the first to
poll the causes and effects of reachability for
both working hours and leisure time. The find-
ings are important for the prevention work.

Why employees vote to ratify union con-
tracts
James E Martin (Wayne State Univ.,, US)

James.Martin@Wayne.Edu, Robert R Sinclair
(Clemson Univ., US)

Purpose

To examine five models of motivational ante-
cedents of contract ratification voting: mem-
bers’ exchange relationships with their em-
ployer, with their union, with a joint employ-
er/union entity, economic circumstances, and
union militancy.

Design/Methodology

We used self-reports of votes whether to ac-
cept their labor agreement from 1180 em-
ployees collected separately after the predic-
tors.

Results

All five models explained variance in voting
behavior, with the economic model explaining
the most total variance (17%) and the militan-
cy model explaining the most unique variance
(5%). Together, the models explained 34% of
the variance. Significant predictors were: or-
ganizational commitment (employer-
relations), union loyalty (union-relations),
union-management relations and procedural

fairness (joint entity), pay equity and per-
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ceived employment mobility (economic), and
strike instrumentality and strike propensity
(militancy).

Limitations

Our measures were narrow, the setting had
many part-time employees, and there was a
long time span between assessing the predic-
tors and the ratification vote.

Research/Practical Implications

Increasing organizational commitment, union
loyalty and improving union-management
relations helps get a contract ratified. Member
militancy is important for unions, but may
have unintended consequences in hindering
ratification.

Originality/Value

We extended prior literature with two new
models of motivational antecedents to explain
ratification behavior; 1) a joint attribution
exchange model, emphasizing that many as-
pects of working conditions may be attributed
to the combined entity of employer/union,
and 2) a model of member militancy, reflect-
ing that greater militancy leads to less ratifica-
tion support. Further, we develop a new theo-
retical interpretation of economic model vari-
ables in bargaining using Conservation of Re-
sources theory. We also identify new con-
structs to explain ratification behavior.

The role of self-efficacy, proactivity, en-
gagement and locus of control on em-
ployability of young professionals from a
country in economic growth

Mariana Bargsted (Universidad Catdlica del Norte,
Chile) bargsted@ucn.cl

Purpose

Employability, as well as career, can be under-
stood as a dual phenomenon, with an objec-
tive and a subjective component. The aim of
this study was to identify the role of self-
efficacy, proactivity, engagement and locus of
control on both elements of employability of

young professionals from a country in eco-
nomic growth.

Design/Methodology

Using a quantitative methodology, we devel-
oped a study with 285 Chilean young profes-
sionals. The participants answered a ques-
tionnaire related to employability with two
main dimensions: objective and subjective
employability, including actual and past em-
ployments, training and post graduate studies,
ando also satisfaction with their objective
work conditions and the perceived opportuni-
ties to develop new competences and grow.
We also asked them to answer four scales to
measure work self efficacy, proactivity, locus
of control, and engagement.

Results

80% of participants had a job related to their
profession and had no trouble finding a job.
Consequently, there were no significant rela-
tionships between psychosocial variables and
objective employability. However, there was a
strong positive association between subjective
employability and self-efficacy, proactivity,
engagement, and internal locus of control.

Limitations

This was a transactional study, so is important
to develop follow-up studies to monitor
changes in employability throughout life.

Research/Practical Implications

We can understand the possible effect of im-
proving these beliefs and attitudes for em-
ployability in dynamic and growing econo-
mies. This allows us to implement a broader
set of interventions in career management.

Originality/Value

In this study we present a broader view of
employability, with an objective and subjec-
tive component. Furthermore, we find empiri-
cal association between psychosocial variables
and subjective employability.
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Emotional intelligence and employability
in Italian university students
Letizia  Palazzeschi (Univ. of Florence, IT)

letizia.palazzeschi@gmail.com, Annamaria Di Fa-
bio (Univ. of Florence, IT)

Purpose

This study investigated the relationships be-
tween emotional intelligence and employabil-
ity in Italian university students.

Design/Methodology

The Bar-On Emotional Quotient Inventory(Bar-
On EQ-i) and the Self Perceived Employability
for Students scale (SPES) were administered to
156 Italian university students. Pear-
son’s r correlations and multiple regressions
were carried out.

Results
The results showed positive relationship be-
tween emotional intelligence and employabil-

ity.

Limitations

A first limitation was the impossibility of gen-
eralizing the results obtained in a specific
groups of Italian university students. Another
limitation was the exclusive use of self-report
measures in particular regarding emotional
intelligence

Research/Practical Implications

It would be interesting to replicate the study
on samples more widely representative of the
Italian situation and on different samples (e.g.
workers, adults faced with transition in their
lives). It would be useful to administer along
with the self-report measures other instru-
ments to assess ability-based emotional intel-
ligence. At an intervention level it is possible
to highlight the usefulness of specific training
aimed at enhancing emotional intelligence in
order to increase employability.

Originality/Value

Since emotional intelligence is a variable that
can be improved through specific training, the
study of relationships between emotional
intelligence and employability can delineate
new areas of future research and intervention.

Towards an understanding of the dynam-
ics in contemporary work relationships

Philipp Daniel Romeike (Univ. Miinster, DE)
p.d.romeike@uni-muenster.de

Purpose

The paper aims to explain the dynamics un-
derlying virtual work relationships. Organiza-
tion and employee face the challenge of how
to maintain reciprocal trust given the reduced
amount of personal interaction. Central to the
study is an understanding of why and how
reciprocal trust might vary due to differences
in imposed structure and exercised control by
the supervisor and the subordinate's remain-
ing independence.

Design/Methodology

15 interviews with employees from different
industries facing different degrees of virtuality
have been conducted. Applying template
analysis, the general nature of such contem-
porary work relationships is investigated.
More specifically a close look is taken on how
different combinations of exercised control
and imposed structure by the supervisor
translate into different levels of reciprocal
trust.

Results

The study suggests that too much control ex-
ercised by the supervisor can be a source of
contract breach perceived by both the super-
visor and the subordinate. This might initiate a
vicious circle of reciprocal trust decline.

Limitations
Construct and internal validity of some of the
interview questions must be regarded as low.
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Also, the interviews have been conducted at
one point in time. Therefore, no reliable
claims about feedback effects can be made

Research/Practical Implications

Clear and unambiguous communication is
proposed as a way to forego the identified
vicious circle. Further implications regard
managerial trustworthy behavior, personnel
selection decisions and highlight the need of a
minimum amount of face-to-face interaction.

Originality/Value

The study is one of the first combining con-
cepts of trust and psychological contract liter-
ature into one comprehensive framework and
applying it to the dynamics in virtual work
relationships.

Don’t fear the crisis. An Italian study

Gabriele Giorgi (Univ. Europea di Roma, IT)
dott.gabriele.giorgi@gmail.com

Purpose

Since 2008, a deep financial crisis started in
the United States and widespread around the
world (Spence, 2009) and scientists expressed
worry about this crisis pointing out potential
negative health effects by creating a collective
fear and panic. The aim of this study of fear of
the crisis is to examine its impact on mental
health. We are also interested in identifying
whether fear of the crisis. Has an indirect rela-
tionship with health through social support
and stress of the work environment. The pre-
sent study wants to test further whether full
or a partial mediations model best fits the
data.

Design/Methodology

Data collection took place between 2010 and
2011. During this period several private organ-
izations that comprised 1236 employees par-
ticipated in the study. Structural equation
modeling was used.

Results

It was found that both social support and job
stress fully mediate the relationship of fear of
the crisis with health, with all fit indices meet-
ing their respective criteria, and with all path
coefficients being significant.

Limitations

Crisis perception and crisis emotions are little
researched. Consequently, this issue should be
investigated further in a more representative
sample.

Research/Practical Implications
Implications for communicating crisis among
employees are discussed.

Originality/Value

Fear of the crisis appeared to be an important
innovative construct for the employment rela-
tions

Sensation Seeking Scales Form V and job
insecurity as predictors of intrinsic and
extrinsic job satisfaction in China

Sebastian Lange (Rheinische Friedrich-Wilhelms-
Univ. Bonn, DE) sebastian.lange@uni-bonn.de, Ling
Zhan (Rheinische Friedrich-Wilhelms-Univ. Bonn,
DE), Anja Leue (Rheinische Friedrich-Wilhelms-Univ.
Bonn, DE), André Beauducel (Rheinische Friedrich-
Wilhelms-Univ. Bonn, DE)

Purpose

China has experienced a fast economic growth
co-occurring with increased westernization
and job insecurity (JI). Sensation seeking (SS) is
of special interest because it might be closely
related to consumption behavior and hedonis-
tic values. To investigate the relation between
SS and JI, a newly translated and adapted Chi-
nese sensation seeking scale, form V (SSS-V)
was applied. JI was measured by means of the
degree of non-governmental vs. governmental
occupations, assuming that more governmen-
tal occupations have more pronounced JI. It
was hypothesized that higher sensation seek-
ers concern less about JI for the sake of expe-
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riencing varied and novel tasks in their jobs.
Moreover, we explored the relation of sensa-
tion seeking and job satisfaction.

Design/Methodology

Chinese employees (N=337) were tested
whether the SSS-V items reflected a hierar-
chical model consisting of a global and four
specific factors by using structural equation
modeling. A multiple indicator—multiple cause
(MIMIC) model was calculated to examine our
main hypotheses.

Results

Chinese SSS-V items confirmed the hypothe-
sized hierarchical model of a global factor and
four-subfactors. A MIMIC-model indicated
that higher sensation seekers had more inse-
cure jobs and higher job satisfaction.

Limitations
Further investigations in other Chinese sam-
ples and other countries would be of interest.

Research/Practical Implications

JI can be a stressor in that lower sensation
seekers demonstrat lower job satisfaction
whereas in higher sensation seekers JI might
be taken into account to satisfy their need for
varied and novel tasks.

Originality/Value

Considering individual differences in SS ex-
tended the understanding of employees’ Jl
and job satisfaction in China.

The objective engineer and the subjective
manager: An empirical study of engi-
neer’s perceptions on management and
managing tasks

Jodo Fontes da Costa (Instituto Politécnico de
Coimbra, PT) joao.costa@estgoh.ipc.pt, Teresa
Carla Oliveira (Faculty of Economics - Univ. of
Coimbra)

Purpose

Engineers are moving into higher manage-
ment and gaining both place and formal com-
petence. However, there is to understand the
scope and limits of this process and its impli-
cations both for efficient management and for
the careers and professional lives of engi-
neers.

Design/Methodology

We used a case-study methodology with a
guantitative analysis of questionnaires to a
wide sample of engineers emphasizing the
socially constructed nature of what may be
subjective yet assumed to be objective in the
relation between engineers as employees and
engineers as managers.

Results

Engineers perceive that the institutionalization
of competences is far more important than
the acquisition of the competences them-
selves. We have identified the reasons why
some engineers enter management courses
and why others don’t. We suggest that this
relates to the context of whether or not there
is ‘psychological contract’ in perception of
work relationships considering roles and tasks.

Limitations

This study was made with Portuguese engi-
neers. Earlier studies found variations on the
relation between management and engineer-
ing from harsh to soft in different cultures
with different social dynamics. It should be
applied to different cultures.

EAWOP Congress 2013 Munster

45



Changing employment relations

Posters

Research/Practical Implications

Managing objective and subjective careers
requires knowledge of individual’s perceptions
of both tasks and jobs. Commitment, satisfac-
tion, motivation and the ongoingness of the
employment relation are truly affected by
these variables and knowing this is of the ut-
most importance for managing with people.

Originality/Value

Almost every study on engineers and man-
agement focus on the relations between two
professions (the engineers and managers).
This study focuses on engineers as managers,
searching for the frontiers of professional
identities
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Social Identity and Stress in
Organizations

Session Chair: Rolf van Dick (Goethe Univ.)
van.dick@psych.uni-frankfurt.de

Purpose

This symposium brings together researchers
from different countries and a variety of insti-
tutions. The purpose is to provide first a theo-
retical introduction into the Social Identity
Model of Stress and then to present empirical
evidence for the main assumption of a posi-
tive link between identification and well-
being.

Design/Methodology/Results

In the first paper, van Dick & Miillner present
evidence from a cross-sectional study of air-
line personnel confirming positive relations
between identification, social support and
well-being among pilots and flight attendants.
The next presentation by Frisch et al. test the
assumptions in two laboratory experiments
with students who undergo the Trier Social
Stress Test. Wegge et al. present an experi-
mental study with call center agents who are
exposed to friendly versus rude customers.
The fourth presentation by Escartin et al. dis-
cuss relations between identity and bullying
on an individual and a group level in a large
sample of Spanish employees. Finally, Avanzi
et al. present results of two field studies
(cross-sectional and longitudinal) showing
curvilinear relations between identification,
workaholism and well-being.

Research/Practical Implications

Overall, the presentations confirm the general
social identity assumptions in the field and the
laboratory. But they also transfer the model to
the group level and point to potential down-
sides of identification.

Originality/Value

The symposium combines a range of different
approaches (field and lab studies, cross-
sectional and longitudinal designs) and de-
pendent variables (general well-being, stress,
cortisol measures, bullying) and therefore
provides a multi-perspective view on the use-
fulness of the Social Identity Model of Stress.

Presentations of the Symposium

High up in the air: Social identification,
social support and stress among aircraft
staff

Rolf van Dick (Goethe Univ.)
van.dick@psych.uni-frankfurt.de, Thomas Miillner
(Goethe Univ.)

Purpose

Aim of the study was to test the central pre-
dictions of the Social Identity Stress Model of
a mediating link between social identity with
teams and organizations, social support and
stress.

Design/Methodology

A cross-sectional survey was conducted with
440 flight staff (250 pilots and 190 flight at-
tendants). Participants completed question-
naires on their identification with the airline
and the flight crew on their most recent flight,
social support by organization and crew mem-
bers and stress in general and during the last
flight.

Results

The results partly confirmed hypotheses.
Whereas simple correlation analysis showed
the expected relations between all variables,
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structural equation analyses could only
demonstrate a mediated link for organization-
al identification, organizational support and
general stress but no such indirect effect for
crew identification, crew support and specific
stress. Crew identification, however, was di-
rectly (negatively) related to stress during the
last flight.

Limitations

The sample, while large suffered from a gen-
der imbalance — as typical for the industry,
almost all pilots were male, while almost all
flight attendants were female so that sub-
group analyses were difficult because of a
confound between gender and task.

Research/Practical Implications

In general results confirmed social identity
predictions and showed that a strong identifi-
cation can help individuals cope with stressful
events.

Originality/Value

This was the first time that a sample of pilots
and flight attendants were used to test the
social identity model of stress. This highly spe-
cific sample comprises both extremely well
trained and well paid personnel and also rela-
tively low paid and less trained staff.

“1 feel bad”, “We feel good”? — Emotions
as a driver for personal and organization-
al identity and organizational identifica-
tion as a resource for serving unfriendly
customers

Jiirgen Wegge (Technical Univ. Dresden)
wegge@psychologie.tu-dresden.de, Sebastian C.
Schuh (Goethe Univ.), Rolf van Dick (Goethe Univ.)

Purpose

The social identity approach is used to
demonstrate how personal and organizational
identity is affected by emotions at work and
that organizational identification can function
as a valuable resource in coping with stress-
ors.

Design

We analyzed data from an experiment with 96
call center agents to investigate relationships
between positive and negative emotions,
identification, and strain. Positive and nega-
tive emotions were induced by simulated cus-
tomers who either behaved in a friendly or a
rude way. Organizational identification was
assessed with a questionnaire and personal
identity salience was measured using video
data by counting how often agents said “I”.
Strain was measured through self-reports of
emotional dissonance and by assessing immu-
noglobulin A (IgA) concentration in partici-

pants’ saliva.

Results

The findings showed that organizational iden-
tification was higher in conditions with posi-
tive emotions and was reduced by induction
of negative emotions. Moreover, organiza-
tional identification functioned as a buffer
against stress with respect to emotional dis-
sonance and IgA-levels when agents commu-
nicated with unfriendly customers. Converse-
ly, personal identity salience was induced by
negative emotions and did not make a positive
contribution to the coping process.

Limitations and Practical Implications

It remains to be seen how strong these effects
are when examined in real world organiza-
tions. Nevertheless, our findings reveal a new
causal link between emotions and identifica-
tion at work. They indicate that fostering or-
ganizational identification by inducing positive
emotions helps to reduce strain in call center
work.

Social identity as a buffer of neuroendo-
crine stress reactions

Johanna Frisch (Hildesheim Univ.)
johanna.frisch@uni-hildesheim.de, Jan Héusser
(Hildesheim Univ.), Maren Kattenstroth (Goettin-
gen Univ.), Rolf van Dick (Goethe Univ.), Andreas
Mojzisch (Hildesheim Univ.)
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Purpose

Previous research shows that social support in
threatening situations can be a mixed blessing
since it is not always perceived as supportive
or may even impair well-being. Building on
the social identity approach, we proposed that
social support buffers neuroendocrine stress
reactions only if a sense of shared social iden-
tity is evoked. This hypothesis was tested in
two experimental studies.

Design/Methodology

In both experiments, the salience of social
versus personal identity was manipulated
before participants were exposed to stress.
Stress was induced by employing the Trier
Social Stress Test (TSST). As a biomarker of
stress, salivary cortisol was measured. In Study
1, participants were exposed to stress in
groups of four. In Study 2, each participant
was exposed alone to either a supportive or
an unsupportive TSST audience.

Results

The results of Study 1 show that being part of
a group buffers neuroendocrine stress reac-
tions only if group members develop a shared
social identity. Preliminary results of Study 2
suggest that a supportive TSST audience buff-
ers neuroendocrine stress only if a shared
social identity among the participants and the
TSST audience is established.

Limitations
No effects were found for self-reported stress.

Research/Practical Implications

Rather than attempting to deal with stress-
related problems at a personalized level, prac-
titioners are advised to create teams that pro-
vide their members with a strong sense of
shared social identity.

Originality/Value
Our findings provide the first experimental
evidence for the idea that social support buff-

ers neuroendocrine stress reactions only if a
shared social identity is salient.

Social identification on workplace bully-
ing: A replication and extension study
Jordi Escartin (Univ. de Barcelona)
jordiescartin@gmail.com, Johannes Ullrich (Goethe
Univ.), Dieter Zapf (Goethe Univ.), ElImar Schliiter
(Univ. Cologne), Rolf van Dick (Goethe Univ.)

Purpose

Social identification has been argued to re-
duce or buffer social stressors, such as work-
place bullying. However, empirical research on
social identification and workplace bullying is
relatively scarce. This multilevel investigation
empirically supports and extends existing the-
ory on social identity and stress. It builds on
the study of Escartin et al. (2012) and tests the
contextual effect of identification on work-
place bullying in a large employee sample
across a variety of Spanish organizations.

Methodology

Respondents were 5065 employees from 217
companies. An established Spanish scale to
assess workplace bullying (EAPA-T) and Mael
and Ashforth’s (1992) measure were used to
measure victim status and identification, re-
spectively. Multilevel CFA was used to demon-
strate convergent and discriminant validity at
both levels of the data structure.

Results

The study revealed group identification to be
an important factor influencing bullying at
both the individual and the group level. A con-
text effect was found suggesting that employ-
ees in work-groups with strong identification
are at lower risk of becoming a bullying victim.

Limitations

The non-representative sample and the one-
nation focus should be noted as threats to
external validity.
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Implications

The results suggest that identification
measures could be profitably used for organi-
zational diagnosis and to track the success of
antibullying interventions.

Value

These findings add support to the notion that
bullying needs to be understood within a
broader perspective of workgroup identities.

The downside of organizational identifi-
cation: Relations between identification,
workaholism and well-being

Lorenzo Avanzi (Trento Univ.)
Lorenzo.Avanzi@unitn.it, Rolf van Dick (Goethe
Univ.), Franco Fraccaroli (Trento Univ.), Guido Sar-
chielli (Univ. of Bologna)

Purpose

Organizational identification has been found
to be positively related to employee well-
being, but the empirical evidence is not une-
quivocal. It has been suggested that identifica-
tion could have a nonlinear effect on well-
being: identification within some “threshold”
could have a positive effect, but above it could
shift in a negative ones. In this sense some
psychological damage could occurs when em-
ployees show an over-identification. In partic-
ular, we proposed a curvilinear mediational
model in which identification curvilinearly
predicted workaholism, and workaholism, in
turn, negatively affected employee well-being.
This curvilinear link between identification
and workaholism means that workaholism at
first decreases with growing identification, but
when identification becomes too strong,
workaholism increases, leading in turn to less
well-being.

Design/Methodology

Two studies were conducted using both cross-
sectional (195 Italian law court clerks) and
longitudinal (140 Italian teachers at T2) sam-
ples. To test our hypotheses we computed

two mediational models with nonlinear rela-
tions as suggested by Hayes and Preacher
(2010).

Results
Analyses confirmed our hypotheses in both
samples.

Limitations

Our study is limited to Italian employees, so
more research is necessary to generalize re-
sults to other Countries.

Research/Practical Implications

From a practitioners perspective, our results
show that employers should consider both
“sides” of employees attachment. Strongly
identified employees may choose to work
harder to achieve organizational goals, but
this, at certain conditions, could be lead a
negative effects on their well-being.

Originality/Value

This is the first study to empirically confirmed
the negative effect of the over-identification
on well-being.

Symposia

Spillover and Crossover of
Work-Related Experiences

Session Chairs: Ana Isabel Sanz-Vergel (Universidad
Auténoma de Madrid) ana.sanz@uam.es, Alfredo
Rodriguez-Mufioz (Universidad Complutense de
Madrid) alfredo.rodriguez@psi.ucm.es

State of the art

Several studies have shown that job demands
have a negative impact on employees’ well-
being, whereas job resources have a positive
impact (e.g., Bakker & Demerouti, 2008).
However, such studies have only scratched
the surface regarding the possible conse-
guences of the work environment for employ-

7

ees colleagues, family and friends.
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New perspective/Contribution

The purpose of this symposium is to bring
together leading researchers in this area to
share their latest research advances on the
Spillover-Crossover topic.The first paper in the
session by Xanthopoulou and her colleagues
present a study on the crossover of perfor-
mance and work engagement from leaders to
their subordinates. In the second contribution,
Peeters and her colleagues, using a diary study
design, examine the contagion of job crafting
between coworkers. In the third contribution,
Rodriguez-Mufioz and Bakker examine the
extent to which work engagement impact on
partner’s happiness, as well as if there is daily
crossover of happiness between working cou-
ples. Shimazu and his colleagues, in the fourth
presentation, examine the influence of work
engagement and workaholism on their child's
emotional and behavioral problems. In the
fifth study, Unger and her colleagues investi-
gate the long-term relationship between work
time and relationship experiences in dual-
career couples. Finally, Sanz-Vergel and
Demerouti, using a diary design among dual
earner couples, focus on the spillover of emo-
tional labor from work to home, and in turn,
how it affects employees’ vigor and their
partner’s marital satisfaction.

Conclusion and Implications for Re-
search/Practice

This approach sheds light on the complex rela-
tionships between work and home domains.

Presentations of the Symposium

The crossover of task performance and
work engagement: A study among lead-
ers and their subordinates

Despoina Xanthopoulou (Univ. of Crete)
dxanthopoulou@psy.soc.uoc.gr, Rodanthi Lemona-
ki (Univ. of Crete), Teta Stamati (Univ. of Athens),
Savvas Papagiannidis (Newcastle Univ.)

Purpose

Building on the crossover literature and the
job demands-resources model, we examined
the direct crossover of task performance from
leaders to subordinates, and the mediating
mechanisms explaining this crossover. We
hypothesized that high levels of performance
will cross over directly from leaders to their
subordinates. Further, we expected that the
crossover of performance will be mediated
first, by leaders’ work engagement and conse-
quently, by their subordinates’ engagement.
Also, we hypothesized that subordinates’ per-
ceptions of job resources will mediate the
transmission of leaders’ engagement to their
own engagement.

Design/ Methodology

Online and paper-and-pencil questionnaires
were distributed to 7 organizations in Greece.
One-hundred thirty-eight employees nested in
40 supervisors participated in the study.

Results

Results of multilevel analyses supported the
positive crossover of task performance. Fur-
thermore, leaders’ task performance related
positively to leaders’ work engagement. Em-
ployees working with engaged leaders were
also found to be engaged, partly because they
reported high levels of job resources. Namely,
subordinates’ perceptions of job resources
mediated the crossover of work engagement.
In turn, engaged subordinates were found to
perform better. Additional analyses showed
that the crossover of engagement was strong-
er in teams with high (vs. low) performing
leaders.

Limitations

Future studies could replicate these findings
by using other-ratings of engagement and
performance.
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Practical Implications

These findings imply that leaders play a crucial
role in creating engaged and flourishing work-
forces.

Originality

To our knowledge, this is the first empirical
study that investigates the crossover of per-
formance and work engagement from leaders
to their subordinates.

A diary study on the contagion of job
crafting between coworkers and the rela-
tionship with adaptive performance

Maria. C. W. Peeters (Univ. of Utrecht)
m.peeters@uu.nl, Evangelia Demerouti (Eindhoven
Univ. of Technology), Richard E. Arts (Eindhoven
Univ. of Technology)

Purpose

The purpose of the present study was to prove
that day-level job crafting (i.e. seeking chal-
lenges, seeking resources and reducing de-
mands) can be transferred between two co-
workers within the same unit. A second goal
was to study the relationship between day-
level job crafting and the degree to which
employees adapt to changes within their work
unit.

Design/Methodology

55 employees participated in the study simul-
taneously with a colleague with whom they
worked closely together on a daily basis (55
dyads). Data were collected using a printed
booklet consisting of a general questionnaire
and a diary survey.

Results

Results confirmed the contagion of job craft-
ing for the dimension of seeking challenges.
Moreover, day-level seeking resources and
day-level seeking challenges were positively
related to day-level team member adaptivity
self-rated. Day-level seeking resources was
positively related to day-level team member
adaptivity other-rated.

Limitations

One limitation was that participants chose the
coworker of the dyad themselves, which could
have been a coworker they liked or had a
good relationship with.

Practical Implications

Stimulating job crafting within organizations is
valuable, because it spreads around and helps
coworkers’ adaptivity to changes.

Originality/Value

Up to our knowledge the contagion of job
crafting has never been studied before. Also,
we used a sophisticated design consisting of a
diary study with self-rated and other-rated
measures of the dependent variables.

Engaged at work and happy at home: A
diary study among dual earner couples
Alfredo Rodriguez-Mufioz (Universidad Compluten-
se de Madrid) alfredo.rodriguez@psi.ucm.es, Ar-
nold B. Bakker (Erasmus Univ. Rotterdam)

Purpose

Based on the Spillover-Crossover model, we
investigate whether the positive effects of
work engagement may go beyond the work
setting and beyond the employee. We hy-
pothesized that individuals’ work engagement
would spill over to the home domain, increas-
ing their happiness level at the end of the day.
Moreover, we predicted a crossover of happi-
ness between the members of the couple. We
considered that employee’s happiness is not
only experienced by the employee, but it may
also be transmitted to the partner.

Design/ Methodology

We conducted a diary study among 50 Spanish
dual earner couples. Participants filled in a
diary booklet during five consecutive working
days (N=100 participants and N=500 occa-
sions).

52

EAWOP Congress 2013 Miinster


file:///C:/Users/ghertel/AppData/Local/Temp/m.peeters@uu.nl
file:///C:/Users/ghertel/AppData/Local/Temp/alfredo.rodriguez@psi.ucm.es

Symposia

Employee well-being

Results

Results of multilevel analyses showed that
daily work engagement had a direct effect on
daily happiness. We also found that employ-
ees’ daily work engagement influenced part-
ner’s daily happiness through employees’ daily
happiness. Finally, results showed a clear bidi-
rectional crossover of daily happiness be-
tween both members of the couple.

Limitations

One limitation is that although we had three
levels of analysis in our study (days, members,
and dyads) we did not include specific varia-
bles at the couple level.

Practical Implications

Organizations should provide resources to
their employees, since these resources may
enhance positive experiences at work and at
home, creating positive spirals in both do-
mains.

Originality

To our knowledge, this is the first study that
investigates the effect of work engagement on
partner’s happiness, as well as the bidirec-
tional crossover of happiness between work-
ing couples on a daily basis.

How work engagement and workaholism
are associated with child's emotional and
behavioral problems?: A mediating role
of happiness

Akihito Shimazu (The Univ. of Tokyo)
ashimazu@m.u-tokyo.ac.jp, Kyoko Shimada (The
Univ. of Tokyo), Arnold B. Bakker (Erasmus Univ.
Rotterdam), Evangelia Demerouti (Eindhoven Univ.
of Technology), Takeo Fujiwara (National Research
Institution for Child Health and Development),
Norito Kawakami (The Univ. of Tokyo)

Purpose

Previous crossover studies have focused main-
ly on the crossover between employees and
their partner. However, crossover may also be
found between employees and the other

members of the family such as child(ren). The
current study examines how employees' work
attitudes are associated with their child's
emotional and behavioral problems. We pre-
dicted that employee's happiness would me-
diate the relationship between employees’
work engagement and workaholism on the
one hand and their children's (reduced) emo-
tional and behavioral problems on the other
hand.

Design/Methodology

A cross-sectional survey was conducted
among Japanese dual-earner couples with
pre-school child(ren). Valid data from 315
families was analyzed using structural equa-
tion modeling.

Results

For both fathers and mothers, work engage-
ment was positively related to workaholism. In
addition, for both genders, work engagement
was positively, and workaholism was negative-
ly related to own happiness. Happiness, in
turn, was negatively related to the child's
emotional and behavioral problems; fathers’
work engagement was also directly negatively
related to his child's emotional and behavioral
problems.

Limitations

The present study did not test possible re-
versed causal effects from children's difficul-
ties to their parents' happiness and work atti-
tudes

Research/Practical implications
To improve work engagement and to decrease
workaholism can lead not only to an im-
provement of employees’ own happiness but
also to a reduction of their children's emo-
tional and behavioral problems.

Originality/Value

This research examined the triangle relation-
ship among father, mother, and their child in
terms of crossover.
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Making a virtue out of a necessity: How
work time and selection, optimization,
and compensation (SOC) associate with
relationship experiences in dual-career
couples

Dana Unger (Univ. of Mannheim)
dana.unger@uni-mannheim.de, Sabine Sonnentag
(Univ. of Mannheim), Cornelia Niessen (Univ. of
Erlangen-Niirnberg), Angela Neff (Univ. of Kon-
stanz)

Purpose

This study investigates the long-term relation-
ship between work time and relationship ex-
periences (i.e., relationship satisfaction, self-
disclosure, and relationship withdrawal) in
dual-career couples. We propose a positive
association between an employee’s work time
and his/her Selective Optimization with Com-
pensation (SOC), which in turn is hypothesized
to relate beneficially to the focal person’s
relationship experiences. Moreover, we postu-
late a crossover (i.e., transmission) of the rela-
tionship experiences within the couple.

Design/ Methodology

To test the hypotheses we conducted a two-
wave online study with a time lag of 6 months,
in which 286 dual-career couples (i.e., 572
individuals, 67.13% working in academia) took
part.

Results

The results supported most of the hypotheses.
We found a positive association between the
focal person’s work time and SOC. Further-
more, SOC positively related to relationship
satisfaction and self-disclosure, while there
was negative association between SOC and
relationship withdrawal. We showed relation-
ship satisfaction and self-disclosure to crosso-
ver within the couple. There was no crossover
effect for relationship withdrawal.

Limitations
A methodological limitation is the concurrent
measurement of the crossover effect.

Practical Implications

The results challenge the widespread belief
that long work hours have negative conse-
guences for experiences within romantic rela-
tionships.

Originality
To the best of our knowledge, this is the first
study to examine relationship consequences
of long working hours, which also takes into
account crossover-effects of relationship ex-
periences.

Emotional labor beyond the work setting:
Daily consequences among working cou-
ples

Ana Isabel Sanz-Vergel (Autonoma Univ. of Madrid)
ana.sanz@uam.es, Evangelia Demerouti (Eindho-
ven Univ. of Technology)

Purpose

Drawing on the social interaction model and
the spillover-crossover literature, we analyzed
the effects of emotional labor at work and at
home on vigor and marital satisfaction. Specif-
ically, we hypothesized that daily surface act-
ing would spill over to the home domain,
which in turn, would reduce employees’ daily
vigor and their partner’s marital satisfaction.
Furthermore, we explored the direct crosso-
ver of emotional labor at home, vigor, and
marital satisfaction between the members of
the couple- on a daily basis.

Design/Methodology

Seventy-five working couples from different
professional backgrounds in Spain participated
in the study. Both partners filled in daily sur-
vey measures over a period of five consecu-
tive working days, twice a day.

Results

The results of multilevel analyses showed that
employees’ daily surface acting at work spills
over to the home domain, which in turn re-
duces their own vigor and their partner’s mar-
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ital satisfaction. Furthermore, daily surface
acting at home and daily marital satisfaction
cross over between the members of the cou-
ple. We did not find support for the crossover
of vigor.

Limitations

Future studies should include all the compo-
nents of emotional labor, as well as examine
possible mechanisms explaining the crossover
effects.

Research/Practical Implications
From an organizational viewpoint, training
programs on emotional competences should
be developed in order to help employees cope
with daily emotional demands.

Originality/Value

To the best of our knowledge, this is one of
the first studies analyzing the daily spillover
and crossover of emotional labor.

Dynamics of Well-being and
Emotions at Work

Session Chairs: Helenides Mendonga (Pontifical
Catholic Univ. of Goids,BR) helenides@gmail.com,
Maria Cristina Ferreira (Univ. Salgado de Oliveira)
mcris@centroin.com.br

State of the Art

The experiences and positive behaviors such
as well-being, feelings, satisfaction, happiness,
and work engagement play a leading role in
people’s needs and motivation. This field of
knowledge lacks studies focusing on under-
standing antecedents and consequences.

New Perspective/Contribution

The present symposium focuses particularly
on the dynamics that involves well-being and
feelings at work, from a micro to a macro
analyses perspective, since it encompasses
social, organizational, and individual aspects.
The symposium is composed of five papers
from two countries and four universities. The
studies herein presented have a high potential

for practical use in organizations and may
influence decision-making process as well as
labor relationships.

Conclusion and Implications for Re-
search/Practice

In the first presentation, the concept of sub-
jective well-being at work is reviewed and
antecedents are investigated at the organiza-
tional (practices and values) and individual
(coping) levels. After that, Silva, Lopes, and
Caetano approach micro-daily events as ante-
cedents of distinct emotions, attitudes, and
behavior at work. The study covers events
that happened each day for ten days. In the
third presentation, the interactions between
customers and employees, as well as the in-
fluence that emotions have on purchase deci-
sion process and the association of daily emo-
tions with health and performance are de-
scribed. Ferreira discusses the effects of or-
ganizational justice and core self-evaluations
as positive predictors of work engagement.
Finally, Nery, Neiva, and Mendonc¢a evidence
that the relationship of planning, preparation,
and previous experience with well-being is
mediated by all dimensions of perceived fair-
ness.

Presentations of the Symposium

Brazilian Univ. professors’ well-being: The
role of cultural diversity and coping
Helenides Mendonga (Pontifical Catholic Univ. of
Goids,BR) helenides@gmail.com, Anténio Caetano
(ISCTE-IUL _ Instituto Univ. de Lisboa), Maria Cristi-
na Ferreira (Univ. Salgado de Oliveira)

Purpose

Studies have suggested that subjective well-
being emerges as a result of the prevalence of
positive feelings compared with negative feel-
ings, which is especially relevant for emotional
adjustment as well as for people’s general
health. The present study aimed to identify
cultural and personal indicators of subjective
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well-being in a sample of Brazilian university
professors, and also to investigate the media-
tional role of coping in the relationship be-
tween their cultural standards and subjective
well-being.

Design/Methodology

A cross-sectional study was carried out with
university professors in all the five official
regions of Brazil. The sample was composed of
514 Brazilian university professors who work
in either the public or the private sector. Data
were analyzed by hierarchical multiple regres-
sion to test the mediation model.

Results

The results showed that coping strategies
focused on approach and problem solving are
mediators in the relationships among cooper-
ation values, initiative practices, and positive
feelings at work, favoring flourishing at work
and happiness.

Limitations
The cross-sectional nature of the study limits
the generalization of its results.

Research/Practical Implications

Universities should adopt organizational prac-
tices based on initiative as well as on coopera-
tion values among employees. These strate-
gies influence well-being at work.

Originality/Value

The results of this study may help understand
the conditions that promote and inhibit uni-
versity professors’ well-being and may also
contribute to build up knowledge on Positive
Psychology applied to work organizations.

What happens at work, and how does it
feel? Micro-daily events at work and
emotions

Ana J. Silva (ISCTE-IUL _ Instituto Univ. de Lisboa)
analjsilva@gmail.com, Rita Lopes (ISCTE-IUL _
Instituto Univ. de Lisboa), Antdnio Caetano (ISCTE-
IUL _ Instituto Univ. de Lisboa)

Purpose

The affective events theory (AET) highlights
the importance of work daily events as ante-
cedents of distinct emotions, attitudes and
work behavior. This study aims to identify the
main micro-daily events at work and associat-
ed emotions, and to analyze them within the
circumplex model of affect.

Design/Methodology

In a first study, participants described organi-
zational micro-daily events that arouse emo-
tional reactions. In a second study, we con-
ducted a diary study through 10 working days.
At the end of each day, participants briefly
described the main micro-daily events that
have happened to them at work. They were
also instructed to indicate which emotion they
felt and its intensity.

Results

Data originated 392 micro-daily events (201
positive and 191 negative). Consistent with
AET, positive daily events aroused positive
emotions, and negative daily events stimulat-
ed negative ones. The most frequent positive
events were associated to pleasure, good and
contentment. The most salient negative
events were related to frustration, upset, an-
gry and displeasure. For instance, having a
good time and laughing stimulated pleasure
(33%). whereas, having a poor performance
on task triggered frustration (66%).

Limitations

We used self-reported measures; to overcome
this limitation, the diary study covers events
happened on each day during ten days.

Research/Practical Implications

This research offers insight into micro-daily
events at work and emotional experiences.
Plus, it has a strong potential for practical
application in organizations as in job-
designing, performance management, and
training.
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The impact of customers’ behaviors on
employees’ emotions, performance, and
cardiovascular health

Rita Lopes (ISCTE-IUL _ Instituto Univ. de Lisboa)
rita.rueff.lopes@gmail.com, Ana J Silva (ISCTE-IUL
_ Instituto Univ. de Lisboa), Antonio Caetano
(ISCTE-IUL _ Instituto Univ. de Lisboa)

Purpose

Research concerning service interactions has
focused mainly on customers and how to in-
fluence their emotions and buying decisions.
However, there is a gap regarding research in
the opposite direction, i.e., how customers’
behavior and emotions can have a contagious
effect on employees.

Design/Methodology

We conducted a ten working day diary re-
search in a call center. Eighteen participants
reported customer related significant events,
the emotions aroused, and respective intensi-
ty (Low; Medium; High). We measured per-
formance, pulse rate, diastolic and systolic
blood pressures twice a day. Participants also
reported physical symptoms at the end of
each shift.

Results show that participants reported more
negative salient events (215) than positive
ones (79). The major negative event was ‘cus-
tomer rejects explanations/justifications’. The
main positive event was ‘friendliness’. All
events aroused emotions on employees. Re-
sults show that a positivity ratio of daily emo-
tions is associated with health and perfor-
mance (objective and subjective measures).

Limitations

Although we used self-report measures, the
study covers daily events, which attenuates
possible biases.

Research/Practical implications

Results contribute to deep the knowledge
regarding customers’ behavior impact on em-
ployees’ performance and health, and can be
useful for managers who wish to improve

employees’ emotional lives. It can also help to
design training programs to deal with custom-
er behavior.

Originality/Value

The paper is valuable as it complements and
extends knowledge regarding the categoriza-
tion of customer behaviors and its relation
with employee performance and quality of life
at work.

Organizational  justice, core self-
evaluation and work engagement: A
study with Brazilian employees

Maria Cristina Ferreira (Univ. Salgado de Oliveira)
mcris@centroin.com.br

Purpose

Work engagement is a positive work-related
state of mind characterized by vigor, dedica-
tion and absorption. According to the Job De-
mands-Resources Model, the aspects of the
job that are functional in achieving work goals
and personal stimulation (job resources) have
a positive impact on work engagement,
through an intrinsic and extrinsic motivational
process. However, it has been shown that
personal resources such as positive self-
evaluations can also foster work engagement.
Therefore, we tested the impact of overall
organizational justice (the global perceptions
of fairness in organization) and core self-
evaluations (a broad personality trait indicat-
ed by self-esteem generalized self-efficacy,
locus of control and emotional stability) on
work engagement. Our hypotheses were that
both organizational justice and core self-
evaluations would predict work engagement.

Design/Methodology

The sample was composed of 835 employees
from Brazilian organizations pertaining to both
public and private sector.
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Results

Hierarchical multiple regression analyses
showed both organizational justice and core
self-evaluations as positive predictors of work
engagement, although organizational justice
has a better predictive power. Therefore, our
hypotheses were totally supported.

Limitations
The cross-sectional nature of the study limits
the generalization of its results.

Research/Practical Implications

Organizations should adopt organizational
practices based on fair social exchanges as a
way toward more employee engagement.

Originality/Value

Studies guided by JD-R model as a frame for
analyzing work engagement have in general
tested its assumptions with job resources con-
cerned with job characteristics. To our
knowledge this is one of first studies to use
organizational justice as a job resource.

Well-being: The impact of the changing
environment and the mediating role of
organizational justice

Elaine Rabelo Neiva (Univ. de Brasilia)
elaine_neiva@uol.com.br, Vanessa Nery (Univ. de
Brasilia), Helenides Mendonga (Pontifical Catholic
Univ. of Goids,BR)

Purpose

The aim of this study was to investigate the
influence of the organizational change context
of organizational change in the perception of
organizational justice and wellbeing. The in-
ternal context of change was assessed in
terms of the existence of planning, prepara-
tion and previous experiences to change and
the intensity and degree of risk caused by the
change process. We proposed a mediation
model with organization change context, or-
ganizational justice and wellbeing. Well-being
was assessed as affection and evaluation of

organizational conditions that influence indi-
vidual affections.

Design / Methodology

We performed a cross-sectional quantitative
study in a public organization of the energy
sector. The sample consisted of 731 employ-
ees of a public organization. Participants an-
swered three instruments with agreement
scale of 11 points. Data was analyzed by
measurement reliability and regression ana-
lyzes to test the mediation model.

Results

The results indicate that the relationship be-
tween planning, preparation and previous
experience and perception of well-being is
mediated by all dimensions of perceived fair-
ness, more emphatic in procedural justice.

Limitations
This was a cross sectional study which is lim-
ited to a single organization.

Research / Practical Implications

The influence of the degree of risk and intensi-
ty of change is not mediated by perceptions of
organizational justice, which contradicts the
assumptions of the literature. This finding is
relevant to the field of study of organizational
change.

Originality / Value

This study advances in the characterization
and investigation of the context of change and
its impact on the employees of the organiza-
tion.

Experimental Industrial Psy-
chology I: Recovery, Sleepi-
ness, and Sleep Quality

Session Chairs: Kai Seiler (NRW Institute for
Work Design, Diisseldorf) kai.seiler@lia.nrw.de,
Jarek Krajewski (Univ. of Wuppertal)
krajewsk@uni-wuppertal.de
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State of the Art

In times of flexible working hours and com-
pacted workload a more enhanced and effec-
tive handling with stress factors attaches rising
value to limit the negative consequences for
health, security, efficiency and the general
quality of live.

New Perspective/Contribution

To avoid chronic exhaustion and reduced
working ability it is necessary to reduce the
duration and the intensity of exposure and
moreover to increase the duration and inten-
sity of recovery.

Conclusion and Implications for Re-
search/Practice

This workshop should illustrate sources of
exhaustion, accessory symp-
toms, measurement instruments for recovery
sleepiness and as well as immedi-

ate countermeasures.

Presentations of the Symposium

Never feeling sleepy again? Sustainable
reduction of sleepiness through relaxa-
tion in lunch break routines

Jarek Krajewski (Univ. Wuppertal, Experimental
Industrial Psychology) krajewsk@uni-wuppertal.de,
Gregory L. Fricchione (Harvard Univ.), Anke Brun-
stein (Univ. Wuppertal, Experimental Industrial
Psychology), George B. Stefano (State Univ. of New
York Neuroscience Research Institute), Sebastian
Schnieder (Univ. Wuppertal, Experimental Indu-
strial Psychology)

Purpose

The aim of the study is to elucidate the imme-
diate and anticipatory sleepiness reducing
effects of relaxation during lunch breaks. The
second exploratory aim deals with determin-
ing the onset and long-term time course of
sleepiness changes within a long term
worksite implementation..

Design/Methodology

In order to evaluate the intraday range and
long-term development of the proposed re-
laxation effects, 14 call center agents were
assigned to either a daily 20 minutes progres-
sive muscle relaxation (PMR) or a small talk
group (ST). Participants’ levels of sleepiness
were analyzed in a controlled trial for a period
of 7 months wusing anticipatory, post-
lunchtime, and afternoon changes of sleepi-
ness as indicated by continuously determined
objective reaction time measures (16,464
measurements) and self-reports administered
5 times per day once per month (490 meas-
urements).

Results

Results indicate that in comparison to ST, the
PMR break induces (a) immediate, intermedi-
ate and anticipatory decreases of sleepiness
and (b) these significant decreases remarkably
show up mostly after one month and even
raise for at least another five months.

Implications

Although further research is required referring
to the responsible mediating variables, our
results suggest that relaxation based lunch
breaks are both accepted by employees and
provide a sustainable impact on sleepiness.

Recovery needs and recovery patterns in
different types of service jobs

Kai Seiler (NRW Institute for Work Design, Diissel-
dorf) kai.seiler@lia.nrw.de, Anne Goedicke (NRW
Institute for Work Design, Diisseldorf), Alaze Felizi-
tas (NRW Institute for Work Design, Diisseldorf)

Purpose

Changing job-demands, andemployment pat-
terns, and rising atypical working pattern —
especially in the service sector -lead nowa-
days to both, more obstacles for recovery but
also more essential needs to recover from
work strain (Krajewski et. al., 2011).This is of
particular importance in the growing service
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sector with its diverse tasks and job character-
istics and often precarious conditions of em-
ployment. To obtain more representative in-
formation we compare the subjectiverecov-
eryhealthandrecoveryhealth  (RH)status of
employees across service jobs.

Design/Methodology

We use survey data from the representative
recovery study by the Institute for Work De-
sign of North Rhine-Westphalia with 2002
employed and non-employed respondents
older then 16 years interviewed by CATI-
method from November to December 2011.
The subjective health and recovery index is
based upon respondent’s assessments of their
health, quality of sleep and mood. Further-
more, participants were asked about their
main work tasks, working conditions and re-
covery behavior.

Results
Descriptive and regression analyses show sig-
nificant differences between types of service
jobs. These effects are partly influenced by
certain working conditions, e. g. working
hours.

Limitations

The survey is cross-sectional and the data on
work strain, health, recovery status, sleep and
mood are self-reported.

Implications

Differentiated knowledge about needs and
strategies to recover from service sector work
is important for prevention both on the indi-
vidual and on the organizational level.

Originality

To our knowledge, there is no other recent
representative survey about attitudes and
behaviour concerning recovery, health, obsta-
cles and strategies of employees in Germany.

Social stressors at work and sleep quality
on sunday night — The mediating role of
psychological detachment

Diana Romano (Department of Work and Organi-
zational Psychology, Bern)
diana.romano@hotmail.ch, Achim Elfering (De-
partment of Work and Organizational Psychology,
Bern)

Purpose

Recovery is a critical link between acute reac-
tions to work-stressors and the development
of health-impairments in the long run. Even
though recovery is particularly necessary
when recovery opportunities during work are
insufficient, research on recovery during
weekends, is still scarce. To fill this gap we
tested, whether the inability to psychologically
detach from work mediates the effect of social
stressors at work on sleep quality on Sunday
night.

Design/Methodology
Sixty full-time employees participated in the
study. Daily assessment included diaries on
psychological detachment and ambulatory
actigraphy to assess psychophysiological indi-
cators of sleep quality.

Results

Hierarchical regression analyses revealed so-
cial stressors at work to be related with psy-
chological detachment and with several sleep
quality parameters on Sunday night. Further-
more, psychological detachment from work
mediated the effect of social stressors at work
on sleep quality.

Limitations

Methodological considerations regarding the
use of actigraphy data should be taken into
account.

Research/Practical Implications

Our results show that social stressors at work
may lower resources just before people get
started into the new working week.
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Originality/Value

This is the first study to show that social
stressors at work are an antecedent of psy-
chological detachment on Sunday evening and
of objective sleep quality on Sunday.

Working without respite — Conceptualisa-
tion and validation of a recovery compe-
tence scale (RCS)

Tom Laufenberg (Univ. Wuppertal,

Experimental Industrial Psychology)
t.laufenberg@uni-wuppertal.de, Kai Seiler (NRW
Institute for Work Design, Diisseldorf), Jarek Kraje-
wski (Univ. Wuppertal, Experimental Industrial
Psychology)

Purpose

Burnout, exhaustion and permanent tiredness
are widespread symptoms of a working socie-
ty which are due high workload and inefficient
recovery. Relevant factors promoting the
choice of effective recovery processes are
recovery culture, recovery infrastructure, and
‘Recovery Competence’ (RC).

Method

RC can be conceptualized outcome based: ‘RC
= difficulty-of-recovery-task * recovery-
results’. Recovery results itself are determined
directly by the duration and intensity of the
recovery process. On the other hand RC can
be conceptualized determinant based by iden-
tifying individual factors which promote effec-
tive recovery. These individual factors chosen
to measure RC build the subscales of
the Recovery Competence Scale (RCS): (a)
‘tendency to overexert’, (b) ‘guarding against
strain/ simplification’, (c) ‘secondary strain
profits’, (d) ‘performance-oriented self-image’,
(e)  ‘non-conformism/  creativity/  self-
assertion’, (f) ‘recovery literacy’, (g) ‘psycho-
logical detachment’ and (h) ‘recovery as value
/ dysfunctional attitudes’.

Results

Within an employee sample the RCS was test-
ed via empirical item selection and examined
by criteria of good quality e.g. factorial, con-
gruent and external validity. Clear connections
between CRS and proven scales of recovery
were found: Recovery Experience Question-
naire (Sonnentag & Fritz, 2007), Recovery-
Strain-Questionnaire  (Erholungs-Belastungs-
Fragebogen; Kallus, 1996), Health and Irrita-
tion (Mohr, 1998).

Practical Implication

Measuring RC closes an important gap within
general recovery research. Moreover, it helps
to identify necessary training demands.

Work at unusual times — Work at unusual
risk?

Anna Arlinghaus (Gesellschaft fiir Arbeits-,
Wirtschafts- & Organisationspsycholog)
anna.arlinghaus@gawo-ev.de, Jana Greubel (Ge-
sellschaft fiir Arbeits-, Wirtschafts- & Organisation-
spsycholog), Friedhelm Nachreiner (Gesellschaft fiir
Arbeits-, Wirtschafts- & Organisationspsychologie)

Purpose

To examine the effects of working at biologi-
cally and socially unfavorable times (evenings,
Saturdays, Sundays) on occupational safety,
health, and work-life-balance (WLB).

Design/Methodology

Secondary data analysis of the 4™ European
Working Conditions Survey (2010, n=23,934
employed workers, representative of the EU
workforce) was used to calculate Chi-Square
tests and logistic regression models to com-
pare the risk of occupational accidents, re-
porting at least 1 health impairment(s), and
poor WLB between employees with and with-
out work on evenings, Saturdays, and/or Sun-
days, controlling for several demographic var-
iables, working conditions, and working time
characteristics in the regression models.
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Results

An association was found between working
evenings/Saturdays/Sundays and impairments
to health and WLB before and after controlling
for confounding variables. A three-way inter-
action (evening*Saturday*Sunday) was found
in the model predicting the accident risk, indi-
cating a more complex relation between unfa-
vorable working times and safety.

Limitations

Among others, the use of subjective reports
may have led to cognitive dissonances, and
the cross-sectional design prevents examina-
tion of temporal causality.

Research/Practical Implications

Work at biologically and socially unfavorable
times should be kept at a minimum, and — if
unavoidable — should be compensated with
additional free time instead of financial re-
wards.

Originality/Value

This is one of the first studies to examine the
effects of work on evenings, Saturdays, and
Sundays (separately and in combination) on
occupational safety, health, and WLB in a
large-scale sample of the EU workforce con-
trolling for confounders, e.g., shiftwork.

Imagine the Workplace where
Listening Becomes Second Na-
ture

Session Chairs: Dotan Roger Castro (The Hebrew
Univ.) dotan.castro@mail.huji.ac.il, Avraham Na-
tan Kluger (The Hebrew Univ.)
avik@savion.huji.ac.il

Listening was argued to have a “miraculous”
power of changing the person being listened
to (e.g, Rogers &  Roethlisberger,
1991/1952). Indeed, active listening is rec-
ommended by practitioners for getting desir-
able results in marketing (Drollinger, Comer, &
Warrington, 2006), business (Covey, 1989) and

performance appraisals (Kluger & Nir, 2009) to
name a few.

Yet, research of listening is scarce. Therefore,
the symposium will deal with three major
guestions: (a) what are the effects of listening
in the work place? A meta-analysis will sug-
gest that listening is highly correlated with
perceived leadership, job satisfaction and
more. (b) What are the psychological mecha-
nisms underlining listening effects? Both ex-
periments and correlation will suggest that
both relational aspects, as liking the speaker,
and self-variables such as psychological safety
and sense of clarity are responsible for at least
some listening effects. (c) If the effects of lis-
tening are so positively strong then for whom
and when it may be less effective? Again, both
experiments and correlations will suggest that
individual differences (avoidant-attachment
style) and organizational setting (e.g., physical
distance) may mitigate the benefits of listen-

ing.

Symposium Contribution

New and diverse theoretical perspectives
combined with rigorous research methodolo-
gies shed light on a powerful phenomenon
that is scarcely researched.

Practical Implications

Listening is both measureable and trainable.
Thus, this collection of papers open new pos-
sibilities for improving performance and well-
being in future organizations

Presentations of the Symposium

Imagine the future world where supervi-
sors are listening

Avraham Natan Kluger (The Hebrew Univ.)
avik@savion.huji.ac.il

Purpose
The writings of Carl Rogers appear to suggest
that learning to listen could transform the
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world. Thus, this review asks what transfor-
mations could results from listening and how
they are brought about, with a focus on work
setting.

Design/methodology
Quantitative (meta-analyses where possible)
review, and a theoretical review.

Results

Listening is highly correlated with variables of
interest to work psychology such as perceived
leadership (k=4; N=632; = 73, 95% Cl .69 - .75;
Q(3) = 4.52; p < .21), subordinate's psychologi-
cal safety (r=.70) job satisfaction (e.g., r=.55
and .66), subordinate's positive affect (.41)
and more, Experimental research suggest lis-
tening quality impacts the quality of the in-
formation shared by speakers (k=10, N= 528,
Hedge's = .86; 95% CI .69 - 1.04; Q(9)=10.48, p
< .40). Finally, listening appears to be traina-
ble. Theories suggest that listening affects the
speaker partly outside of awareness, alter self-
knowledge of the speaker, and even change
personality (Rogers).

Limitations

The meta-analyses are limited by the scarcity
of research on this topic and the poor rigor of
many studies in this domain. Theories are
mute about possible detrimental effects of
listening.

Research/Practical Implications

Consistent with theories, listening is a behav-
ior with powerful work consequences, yet
rarely attended to by researchers in psycholo-
gy and organizational behavior. If levels of
supervisors listening increase, which seems
possible given the evidence regarding traina-
bility, work life could be much more enriching
experience and productive.

Originality/Value
Providing a bird-s eye view on scattered litera-
ture and showing relevance to work psycholo-

8gy.

“l am listening — please talk to me” -
about supportive management and barri-
ers to employee voice

Dorit Bitter (AMDOCS) doritbi@amdocs.com, Avra-
ham Natan Kluger (The Hebrew Univ.)

Purpose

To show (a) that voice may be inhibited by
perceived personal risk and by physical dis-
tance, even in the face of supportive man-
agement; and (b) that the construct of voice
should include sharing project related risks
and dilemmas.

Design/methodology
Two scenario experiments testing effects on
voice:

Study 1 (N=156) manipulated employee’s
sense of feeling understood by one's manager
(low vs. high) and personal risk (neutral vs.
high).

Study 2 (N=214) manipulated employee’s
sense of feeling understood (low, neutral,
high) and physical distance (close vs. far).

Results

Voice was higher when participants felt un-
derstood (t (157) = 5.49, p < .001, d=0.84). A
pre-planned contrast showed voiced is re-
duced by high risk in the feeling understood
condition (t (80)=-2.16, p < 0.05. d = 0.49).

Voice was higher when participants felt un-
derstood (F(2, 214) = 2.75, p < .07; h*=.026);
and when distance was close (t (214) = 1.68 p
< 0.05, d = 0.24, one-tailed test).

In summary, two studies show that feeling
understood determines voice, and that even
when one feels understood, perceived risk
and distance reduce voice.

Limitations
Limited ecological validity and unknown relia-
bility (using a single item for measuring voice).
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Research/Practical Implications

Theoretically, we show that supportive man-
agement may not be enough to induce voice.
Practically, supportive managers may encour-
age voice by reducing personal risk for subor-
dinates and consider the challenges of remote
supervision.

Originality/Value

Demonstrating two out of many possible bar-
riers to voice that cannot be overcome by
management encouragement.

“I hear you!” - The benefits of ‘listening’
for intra-individual and inter-individual
outcomes

Karina J. Lloyd (Jacobs Univ.)
k.lloyd@jacobs-university.de, Diana Boer (Jacobs
Univ.), Avraham Natan Kluger (The Hebrew Univ.),
Sven Voelpel (Jacobs Univ.)

Purpose

To investigate the consequences of listening
quality both for the self and for the relation-
ship, as well as the underlying mechanisms
that explain these outcomes.

Design/methodology

A sample of unacquainted students (N = 100)
talked for 7 minutes to a partner, whilst lis-
teners were assigned to only listen. Partici-
pants rated on a 7-point Likert scale perceived
listening, affective well-being, sense of clarity,
interpersonal trust, and liking of the partner..
Analyses included indirect effect analyses and
a path modeling with Mplus6.0.

Results

In accordance to the hypotheses, listening
quality was positively correlated to affective
well-being and this was fully mediated by
sense of clarity (point estimate = 0.30, Cl =
0.14/0.54; R’ = 0.33; p < 0.001). Listening
quality was also positively related to interper-
sonal trust which in turn was mediated by
liking of the partner (point estimate = 0.30, C/
= 0.08/0.41; R = 0.30; p < 0.001). Path mod-

eling analysis supports the proposition of two
distinctive outcomes of listening quality: one
for the self and one for the relationship (x2
(df=5) = 7.50, SRMR = 0.05, and CFl = 0.98, TLI
=0.96).

Limitations
Controlled setting may decrease external va-
lidity

Research/Practical Implications

Listening may by a helpful tool to both build
and maintain positive relationships between,
for example, supervisors and employees or
work group members, which in parallel may
also produce better sense of clarity and well-
being of subordinates.

Originality/Value
Revealing listening effects and their underly-
ing mechanisms in a controlled setting.

The effects of listening on employees
psychological safety
Dotan Roger Castro (The Hebrew Univ.)

dotan.castro@mail.huji.ac.il, Avraham Natan Klu-
ger (The Hebrew Univ.)

Purpose

To test Carl Rogers's hypothesis that listening
creates Psychological Safety (PS), and to argue
that the effect of listening on PS is moderated
by attachment style.

Methodology

Four studies using correlational design (Study
1; N=129), laboratory experiments (Studies 2
& 3; N= 66 and 70), and scenario experiment
(Study 4; N=253).

Results

Study 1 showed that perception of one’s man-
agers listening and PS are positively correlated
(r=.65; p<.01) and that this link is moderated
by avoidant attachment style (t=1.7, p<.05,
one tailed). In Study 2 & 3, listening (experi-
mental group) increased speaker's PS com-
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pared to control group (free conversation) (d =
.46; p < .05; one-tailed; d = .53; p < .02). In
Study 2 this effect was qualified by a marginal-
ly significant interaction with avoidant at-
tachment style (F(1,62) = 3.37, p<.07) and in
Study 3, this moderating effect was significant
and appeared to operate at the dyadic level
(i.e., mean dyad avoidance moderated the
effect of the experimental manipulation).
Study 4 showed both a strong listening effect
on PS (d =3.76; p < .01) and moderation effect
of avoidant attachment style (F(1,250) = 3.52,
p<.03; one tailed).

Limitations

Our work is mute regarding the type of listen-
ing that may benefit most people with
avoidant attachment style.

Value

Complement the fledgling research on the
benefits of supervisor listening (e.g., perceived
leadership and reduced stress among subordi-
nates), while showing that existing theories
need to be revised to account for the re-
sistance of some people to truly being listened
to.

Work Engagement and Per-
formance: The Linkage Unrav-
eled

Session Chair: Wilmar Schaufeli (Utrecht Univ.)
w.schaufeli@uu.nl

State of the Art

Since the concept of work engagement
emerged in business contexts, its relation with
performance has been a crucial issue from the
onset. Indeed, many consultancy firms claim
that a linkage exists between employee en-
gagement, and job and business performance.
Meanwhile, also scientific evidence accumu-
lates that substantiates that claim. However
an important questions remains: How can that
linkage be explained? Or what is the role of

work engagement in increasing performance?
This symposium seeks to answer this ques-
tions.

New Perspective/Contribution

The symposium exists of four contributions
from four different countries. The first contri-
bution (Besieux et al.) shows that work en-
gagement constitutes the missing link be-
tween transformational leadership and the
financial performance of business teams of a
Belgian bank. The second contribution (Shima-
zu et al.) shows the differential impact of en-
gagement (positive) and workaholism (nega-
tive) on future increases in health, satisfaction
and performance in Japanese employees. The
third contribution (Reijsiger et al.) shows
among Dutch employees, that readiness (a
concept that indicates epistemic motivation)
mediates the relationship between increases
in engagement (positive) and boredom (nega-
tive) on various indices of performance. Final-
ly, among teams of Spanish employees (Rodri-
guez et al.), the role of collective self-efficacy
is elucidated in the team engagement — team-
performance nexus.

Conclusion and Implications for Re-
search/Practice

Taken together these studies (three of which
are longitudinal) suggest: (1) that a work en-
gagement-performance link exists; (2) that
this link is positive for engagement and nega-
tive for workaholism and boredom; (3) that
cognitive beliefs (i.e. readiness and self-
efficacy) play a major role in explaining that
linkage.
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Transformational leadership and financial
performance: The mediating role of em-
ployee engagement

Tijs Besieux (KU Leuven)
Tijs.Besieux@ppw.kuleuven.be, Martin Euwema
(KU Leuven), Elfi Baillieu (HU Brussel)

Purpose

Research addressing the effectiveness of
transformational leadership unveils a range of
positive outcomes. Studies considering bot-
tom line financial performance outcomes re-
main however scarce; an issue we aim to ad-
dress by investigating the relationship be-
tween transformational leadership and finan-
cial performance at the team level. We more-
over hypothesised that the (positive) relation-
ship between transformational leadership
and team financial performance is mediated
by employee engagement .

Method

Hypotheses are tested in a sample of Belgian
employees working at a bank (N = 6698).
Transformational leadership and employee
engagement were assessed through self-
reports (survey). Financial performance was
measured using cross-selling data.

Results

Regression analyses showed that transforma-
tional leadership related positively with both
engagement and team financial performance.
Engagement related positively with financial
performance. Mediation analyses (Preacher &
Hayes, 2008) revealed that the positive rela-
tion between transformational leadership and
financial performance is fully mediated by
employee engagement.

Limitations

Our sample was collected in one organization.
Hence, future research could focus on other
sectors and countries, thereby extrapolating
the generalizability of our findings.

Implications

Our study links transformational leadership to
financial performance at the team level. It also
sheds more light on the mechanisms explain-
ing the relationship between transformational
leadership and financial performance.

Originality

This study is, to our knowledge, one of the
first to address the mediating role of employ-
ee engagement in the relationship between
transformational leadership and financial per-
formance. A particular strength is also that
team performance was indicated by financial
performance measured as cross-selling.

Do work engagement and workaholism pre-
dict job performance and well-being in oppo-
site directions?: A two-year longitudinal
study

Akihito Shimazu (Univ. of Tokyo)
ashimazu@m.u-tokyo.ac.jp, Kimika Kamiyama
(JUKI Corporation), Wilmar Schaufeli (Utrecht
Univ.), Norito Kawakami (Univ. of Tokyo)

Purpose

This study investigated the distinctiveness
between work engagement and workaholism
by examining their two-year longitudinal rela-
tionships with job performance and well-
being. Based on a previous cross-sectional
study (Shimazu & Schaufeli, 2009) and a
shorter-term longitudinal study (Shimazu et
al.,, 2012: measurement interval= 7 months),
we predicted that work engagement predicts
future superior job performance and well-
being (i.e., low ill-healthand high life satisfac-
tion), whereas workaholism predicts future
poor job performance and unwell-being (i.e.,
high ill-health and low lifesatisfaction).

Method

Two-wave surveys were conducted among
Japanese employees in a company, and valid
data from 1,196 employees was analyzed us-
ing structural equation modeling. T1-T2
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changes in job performance, ill-health, and life
satisfaction were measured as residual scores
that were then included in the structural
equation model.

Results

Work engagement and workaholism were
weakly and positively related to each other. In
addition, and as expected, work engagement
was related to increases in both job perfor-
mance and life satisfaction and to a decrease
in ill-health. In contrast, and also as expected,
workaholism was related to an increase in ill-
health and to a decrease in life satisfaction.

Implications

Although work engagement and workaholism
are weakly positively relatedt hey constitute
two different concepts. More specifically,
work engagement has positive consequences
interms of well-being and performance,
whereas workaholism has negative conse-
guences. Hence, the former should be stimu-
lated and the latter should be prevented.

Originality

This study examined a long-term prospective
relationship of work engagement and worka-
holism with job performance and well-being.

Do engaged workers really make a differ-
ence? A longitudinal study of work en-
gagement versus job boredom and their
relation with job performance

Gaby Reijseger (Utrecht Univ.) g.reijseger@uu.nl,
Wilmar Schaufeli (Utrecht Univ.), Maria Peeters
(Utrecht Univ.), Toon Taris (Utrecht Univ.)

Purpose

As boredom is an antipode of engagement,
bored employees might perform less well on
in-role and extra-role behaviors than engaged
employees. However, little is known as to why
engagement leads to better performance than
boredom. The present study therefore exam-
ined the influence of engagement and bore-
dom on performance, hereby focusing on the

mediating role of ‘readiness’. Based on Broad-
en-and-Build theory and the notion of epis-
temic motivation, readiness is conceptualized
as the extent to which individuals are recep-
tive to new relevant information and conse-
quently have the stance to move to action.
The move to action refers to three different
dimensions of process performance (particular
behaviors relevant to organizational goals);
extra-role, in-role, and counterproductive
behavior.

Method

A first study tested a cross-sectional, multiple-
group design among employees of a docu-
ment management company (Sample 1; N =
283) and a food processing industrial plant
(Sample 2; N = 194) using structural equation
modeling. The second study was a two-wave
survey (N = 171) among employees of the
document management company.

Results

Both studies confirmed the assumption that
readiness mediates the relation between work
engagement and extra-role behavior. In con-
trast to our assumptions, both engagement
and boredom stimulated in-role behavior di-
rectly rather than indirectly. As expected,
boredom consistently influenced counter-
productivity positively, though not mediated
by readiness.

Implication and Originality

Taken together, these two innovative studies
regarding the incorporation of the multi-
dimensionality of performance indicate that
engagement does make a difference, but
mainly for extra-role behaviors. Boredom spe-
cifically needs to be prevented to avoid coun-
ter-productivity.
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New teams have the power: Building col-
lective efficacy beliefs through engage-
ment and performance over time

Alma Rodriguez-Sdnchez (Univ. Jaume 1)
alrodrig@psi.uji.es, Jari Hakanen (Finnish Instutute
of Occupational Health), Pedro Torrente (Univ.
Jaume 1), Marisa Salanova (Univ. Jaume |)

Purpose

Teams are increasingly being used as basic
units of work accomplishment, which makes it
crucial to develop these from the very begin-
ning when they are newly formed teams. Fol-
lowing Social Cognitive Theory (Bandura,
1997), we propose that collective efficacy
beliefs in newly formed teams builds over
time by means of past mastery experiences
(i.e., in-role performance) and positive emo-
tions (collective engagement).

Method

The study adopted a three-wave longitudinal
design in which 575 individuals nested within
112 teams participated in three sessions of a
decision-making task. To test the hypothe-
sized cross-lagged effects we employed Struc-
tural Equation Modelling using the aggregated
perceptions of team members.

Results

Results showed that collective task engage-
ment predicted collective efficacy (B = .23, p <
.05) and marginally also collective task per-
formance (.p = .20, p = .06) from T1 to T2.
Collective task engagement predicted collec-
tive efficacy (B =.23, p < .01) and collective
task performance (B = .32, p <.001) from T2 to
T3. Moreover, collective task performance
positively influenced collective efficacy, both
from T1 to T2 (B = .20, p < .05) and from T2 to
T3 (B =.43, p <.001).

Implications

Support is provided for the SCT, also in the
case of teams that are in the very first phase
of their development. Practically speaking,
suggestions for improving collective efficacy

beliefs can be made based on the role of col-
lective engagement (i.e., positive emotions)
and past mastery experiences (i.e., in-role
performance).

Originality

To our knowledge, this is the first empirical
study that studies how to build collective effi-
cacy in newly formed teams.

The Fragmented Working Day:
New Angles and Results on In-
terruptions at Work

Session Chair: Anja Baethge (Univ. of Leipzig)
baethge@uni-leipzig.de

Facilitator: Robert A. Roe (Maastricht Univ.)
r.roe@maastrichtuniversity.nl

State of the Art

Almost one third of the respondents to the
third European Survey on Living and Working
conditions indicated that they are interrupted
several times a day "in order to take on an
unforeseen task" (Paoli & Merllié, 2005).
However, the impacts of interruptions are still
poorly understood. Experimental studies have
revealed cognitive aspects of being interrupt-
ed, but effects on workers’ wellbeing and per-
formance need further investigation.

New Perspectives/Contributions

This symposium brings together new studies
on interruptions. The prevalence of interrup-
tions in various occupations and its relation-
ship to emotional exhaustion is addressed in a
paper by Stab, Hacker, & Pietzryk. Evidence
showing that effects of interruptions vary with
“what interrupts what”, is presented by Bae-
thge & Rigotti. A paper by Walkowiak, Lang, &
Zijlstra argues that interruptions can be seen
as a form of unforeseen change to which peo-
ple can adapt more or less successfully. The
fact that people employ different strategies in
dealing with interruptions and that this may
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influence their performance is shown in the
final paper, by Leonova & Blinnikova.

Research/Practical Implications

The overall aim of the symposium is to con-
tribute to the advancement of research on
interruptions and to the development of in-
terventions that reduce their negative im-
pacts. It presents new approaches showing
that it is not sufficient to examine general
effects of interruption prevalence on well-
being performance. On the contrary, it is im-
portant to differentiate between types of in-
terruptions, occupations, and ways in which
people cope with them.

Presentations of the Symposium

Work interruptions in different jobs. The
role of regulation requirements

Nicole Stab (TU Dresden)
stab@psychologie.tu-dresden.de, Winfried Hacker
(TU Dresden), Ulrike Pietrzyk (TU Dresden)

Purpose

Interruptions of work activities are hindrances
to their mental regulation. We posit that the
degree of additional mental effort that is
needed to resume an activity that has been
stopped, may depend on the mental regula-
tion requirements of the particular job.

Design/Methodology

We report on a field study that comprised jobs
with different mental regulation require-
ments, i.e. nursing jobs, administrative jobs,
and retail sales jobs (N= 364, 156 and 160,
respectively). We investigated differences
between the jobs as to the numbers of em-
ployees reporting frequent interruptions, the
origins of the interruptions, and the degree of
emotional exhaustion. We also studied the
relationships between interruptions and re-
ported emotional exhaustion.

Results

Frequent interruptions are reported by more
than half of the nurses and employees in the
administration, but only by 20 per cent of the
interviewed shop assistants. The frequency of
interruptions is associated with the degree of
emotional exhaustion, but these relationships
differ between the job requirements as well.
The results can be interpreted in terms of the
differences in regulation requirements be-
tween the jobs.

Limitations

The study was cross-sectional and needs to be
followed up by longitudinal studies. We rec-
ommend using identical tools to examine the
effects of the interruptions in different jobs.

Research/Practical Implications
Further longitudinal studies with identical
tools in the three areas are necessary.

Originality/Value

The main contribution of this study is that it
shows that what is experienced as an “inter-
ruption” depends on the job content.

Are all interruptions the same? Charac-
teristics of work interruptions and their
impacts on well being

Anja Baethge (Univ. of Leipzig)
baethge@uni-leipzig.de, Thomas Rigotti (Univ. of
Leipzig)

Purpose

Work interruptions are daily stressors that can
cause a decrease of workers’ well-being. Field
studies have focused on the number of inter-
ruptions and paid little attention to qualitative
aspects, whereas laboratory and simulation
studies have shown that task characteristics
make a difference. The aim of our study was
to examine how various characteristics of
interruptions influence the well being of the
employees.

Design/Methodology
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Our sample comprised 46 German office
workers. They kept a daily diary (on handheld
computers) during 5 consecutive working
days. We used an experience sampling meth-
od to examine the different kinds of work
interruptions during the working day, as well
as event sampling method to examine self-
rated strain in the evening. The data was ana-
lyzed using multi-level analysis to test for
within and between subject effects over time.

Results

We found that the various characteristics of
interruptions had different effects on the
wellbeing of the employees. The findings are
partly congruent with findings from laboratory
studies. We discuss the results with reference
to models of the process of work interruptions
proposed in the literature.

Limitations

It remains to be tested to what extent our
results generalize to other occupational
groups.

Research/Practical Implications

The effects of interruptions do not only vary
with their number but also with their charac-
teristics. In real working life the effects may
differ from those found in laboratory studies.

Originality/Value
The study is the first to systematically analyse
different characteristics of work interruptions
in a field setting.

The influence of task consistency on ad-
aptation to unforeseen interruptive dis-
crepancies

Alicia L.T. Walkowiak (Maastricht Univ.)
alicia.walkowiak@maastrichtuniversity.nl, Jonas
W.B. Lang (Maastricht Univ.), Fred Zijlstra (Maa-
stricht Univ.)

Purpose
This study investigates people’s ability to
adapt to unforeseen interruptive discrepan-

cies in complex environments (i.e. adaptabil-
ity). Interruptive discrepancies are perceived
inconsistencies between one’s expectations
and one’s observations of a task, which inter-
rupt automatic processing of task-related in-
formation. Researchers have suggested to
differentiate between transition adaptation
(the immediate relapse in performance after
an unforeseen discrepancy) and reacquisition
adaptation (the re-learning phase after the
discrepancy) as two types of adaptive reac-
tions. We investigated the influence of task
consistency on these types of adaptive per-
formance.

Design/Methodology

Ninety-four participants were randomly as-
signed to the consistent or inconsistent condi-
tion. They had to perform an air traffic control
computer task in which halfway through the
experiment an unforeseen change (interrup-
tive discrepancy) was introduced. We used
discontinuous growth modeling to differenti-
ate between transition and reacquisition ad-
aptation.

Results

Results showed that consistency had a nega-
tive effect on transition adaptation. There was
a smaller relapse of performance in the con-
sistent than in the inconsistent condition.
Consistency did not have an effect on reacqui-
sition adaptation.

Limitations
Future research should investigate the gener-
alizability of our findings in the field.

Research/Practical Implications

Our study suggests that when people have to
perform an inconsistent task, it is more diffi-
cult to react to an unforeseen change. This has
important implications for job design, espe-
cially for jobs that are highly inconsistent.
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Originality/Value

Our study is the first of which we are aware
that investigates the influence of task charac-
teristics on adaptation to unforeseen interrup-
tive discrepancies and, more specifically, fo-
cuses on transition and reacquisition adapta-
tion.

Cognitive strategies of interruption han-
dling. Effects of situational and individual
factors

Anna B. Leonova (Moscow State Lomonosov Univ.)
ableonova@gmail.com, Irina V. Blinnikoba (Mo-
scow State Lomonosov Univ.)

Purpose

The effects of interruptions on the allocation
of cognitive resources during the performance
computerized tasks were investigated in la-
boratory experiments that simulated frag-
ments of typical work.

Design/Methodology

Following the activity regulation approach
(Leontiev, 1982; Leonova, 2010) we made a
multilevel assessment of the efficiency and
internal costs of task execution in various re-
gimes of interruption handling. The cognitive
strategies were investigated with eye-tracking
techniques. In addition, we used indicators of
(1) vegetative tension, (2) dominant emotional
feelings and (3) performance productivity.

Results

Two different strategies for allocating cogni-
tive resources during the process of interrup-
tion handling were distinguished, i.e., “proac-
tive” and “reactive”. They correspond with
preparations to the task switching and their
mental representation that differ in efficiency.
We noted that the choice of cognitive strategy
depends on the objective characteristics of
interruption events (“simple-complex”, “free —
forced responding”), as well as on situational
factors that determine the human functional
state, and individual features (trait anxiety,

emotional stability, etc.). The most sensitive
parameters of gaze fixations, cardiovascular
reactions and subjective feelings were identi-
fied with multiple regression analysis.

Limitations
The study is experimental in nature. Its find-
ings needed to be verified in field settings.

Research/Practical Implications

The results may be used to enhance perfor-
mance via improved user interface design,
particularly by offering computerized tools
that give meta-cognitive support to choosing
an optimal strategy of task switching in case of
interruptions.

Originality/Value

The proposed approach allows making an
integrative evaluation of mental costs of on-
going activity and to make interruptions han-
dling more effective.

Well-being in Flexible, Mobile
and Virtual Work

Session Chair: Jan Dettmers (Univ. of Hamburg)
jan.dettmers@uni-hamburg.de

State of the Art

The development of new mobile I&C technol-
ogies fosters the development of new forms
of work which are characterized by high de-
grees of virtuality, mobility and flexibility (Var-
tiainen, 2006). These characteristics change
the way, the location and the time employees
can work and interact but also the demands
and resources that may affect the employees’
well being.

New Perspective/Contribution

The proposed symposium examines different
aspects of these new forms of work and their
effects on well-being. First of all the exposure
to and the handling of technologies itself may
affect well-being. This aspect is discussed by
Salanova and Llorens with the concepts of
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technostress and technoaddiction. As new
technologies allow to work from home new
constellations of job resources and recovery
opportunities may arise that are examined by
Axtell, Daniels, Niven, Hislop and Glover. Fur-
thermore, mobile ICT offer the opportunity to
work at every time and any location, which
rises formal or informal expectations to be
permanently available for work. Dettmers
discusses the effects of specific availability
characteristics while Hyrkkdanen and Var-
tiainen presents results regarding physiologi-
cal effects of mobile work and recovery.

Conclusion and Implications for Re-
search/Practice

The research contributions that constitute the
symposium study different aspect of flexible,
mobile and virtual work using different meth-
odological approaches. The symposium opens
new ways of thinking the relationship of tech-
nology and well being by focussing on specific
characteristics and design of these types of
work. This offers concrete implications for the
health related design of virtual, mobile and
flexible work.

Presentations of the Symposium

The dark side of technologies: Tech-
nostress and technoaddiction among ICT
users

Marisa Salanova (WONT Research Group. Univ.
Jaume 1) marisa.salanova@psi.uji.es, Susana Llo-
rens (WONT Research Group. Univ. Jaume |)

Purpose

The aim is to know the main predictors (de-
mands and lack of resources) of technostrain
(users report feelings of anxiety, fatigue, scep-
ticism and inefficacy beliefs related to the use
of technologies) and technoaddiction (users
feel bad due to an excessive and compulsive
use of these technologies).

Design/Methodology

We sampled 1,072 Information and Communi-
cation Technology users. From them, 675
were non-intensive ICT users and 397 used ICT
intensively.

Results

Multiple Analyses of Variance show significant
differences between non-intensive and inten-
sive ICT users (1) in the dimensions of tech-
nostress and (2) in specific job demands and
job/personal resources. Moreover, linear mul-
tiple regression analyses revealed that tech-
nostrain is positively predicted by work over-
load, role ambiguity, emotional overload,
mobbing and obstacles hindering ICT use, as
well as by lack of autonomy, transformational
leadership, social support, ICT use facilitators
and mental competences. Work overload, role
ambiguity and mobbing, as well as the lack of
emotional competences positively predict
technoaddiction.

Research/Practical Implications

These results have direct implications for Hu-
man Resources Management in companies,
for samples of both non-intensive and inten-
sive ICT users, since they provide knowledge
about the psychosocial risks (job demands and
lack of resources) associated to each collective
regarding their relationship with the technol-
ogies at work.

Originality/Value

To our knowledge this study test simultane-
ously tecnostress and tecnoaddiction as well
as investigates the antecedents (i.e., main
demands and resources) that are associated
with both.

Support and recovery amongst home-
based virtual workers

Carolyn Axtell (Univ. of Sheffield)
c.m.axtell@sheffield.ac.uk, Kevin Daniels (Univ. of
East Anglia), Karen Niven (Univ. of Manchester),
Donald Hislop (Univ. of Loughborough), Jane Glover
(Univ. of Loughborough)
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Purpose

This paper extends knowledge on recovery
from work by examining the domain specifici-
ty of effects, in particular, the impact that
virtual (home-based) work has on recovery.

Design/Methodology

Two studies were conducted. The first used a
guantitative diary methodology in which ‘vir-
tual’ home-based administrative assistants
and traditional office-based assistants com-
pleted surveys three times a day, answering
guestions concerning resources/support, re-
covery activities, and well-being (N=24, 199
occasions). The second used data from home-
and office-based administrative workers in the
European Survey of Working Conditions
(N=19191).

Results

Multi-level analysis of the diary study found
that recovery activities were related to job
satisfaction. Moreover, support at work during
the day was associated with doing more re-
covery activities in the evening. Critically, this
relationship was stronger for virtual assistants
than for office-based assistants. This finding
was replicated in the European Survey data.

Limitations
The diary sample size is small and the Europe-
an Survey data is cross-sectional.

Research/Practical Implications

The impact of support might be specific to the
domain in which it is given. This enables
home-based virtual workers to use support to
recover at home after work, whereas for of-
fice-based workers, the impact of support
remains at the office and is less likely to affect
recovery activities at home.

Originality/Value

Adds to our understanding of recovery and
well-being in virtual work. The robustness of
the conclusions is enhanced by the use of two
methods, one involving a method with high

internal validity and the other involving a large
multi-national sample.

Extended availability for work by ICT —
Design of availability requirements and
effects on well-being and recovery

Jan Dettmers (Univ. of Hamburg)
jan.dettmers@uni-hamburg.de

Purpose

Permanent and extended availability for work
has become a common work requirement for
many employees as a consequence of the
everytime-everywhere accessibility that s
realized by ICT. The aim of the study is to ana-
lyze how extended availability for work during
non-work time affects well-being, work en-
gagement and recovery. Furthermore, the
study analyzes specific design criteria of avail-
ability that moderate these effects.

Design/Methodology

246 employees completed an online-
guestionnaire assessing characteristics of ex-
tended availability for work during non-work
time and indicators of well-being. 105 indicat-
ed their agreement to participate in a second
survey.

Results

Hierarchical Regression analysis revealed that
availability requirements in non-work time
were negatively related to recovery experi-
ences and positively related to strain indica-
tors and work-family-conflict but also to work
engagement. Control on availability had addi-
tional effects on strain (negative) and on work
engagement (positive). A variety of availability
characteristics buffers slightly the negative
effects of extended availability for work.

Limitations

The survey data is cross-sectional and self-
report. A second wave to analyze longitudinal
data is in progress.

Research/Practical Implications
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The potential negative effects of extended
availability on recovery and well-being may be
buffered by a variety of design characteristics.
Identifying the specific characteristics of ex-
tended availability may contribute to a good
design of new forms of work that are based on
ICT.

Originality/Value

Extended availability for work in non-work
time that has been identified as a main stress-
or in modern forms of work is broken down
into specific characteristics that may buffer or
increase detrimental effects of this work re-
quirement.

Heart rate variability measurement in
assessing stress and recovery reactions in
mobile work

Ursula Hyrkkénen (TUAS)
Ursula.Hyrkkanen@turkuamk.fi, Matti Vartiainen
(Aalto Univ. School of Science)

Purpose

The research on mobile virtual work argues
that there are new workload factors related to
this kind of work. One main thing to be con-
sidered in this “anytime and anywhere” work
is the adequate recovery. Heart rate variability
(HRV) reflects the functioning of the autonom-
ic nervous system (ANS). Thus, stress and re-
covery of the ANS can be evaluated with HRV.
New applications allow also measurements in
the field. In this study, the usability of HRV
was tested in assessing the stress and recov-
ery of mobile employees during their business
trips.

Methods

The heart rate of ten globally mobile employ-
ees was measured by a HRV recording proce-
dure. They carried a recording system for
three business trip days and entered all their
actions into a measurement diary. After the
analysis, the stress and recovery chart was

shown to the testee and his experiences were
discussed.

Results

During business trips, the sympathetic activa-
tion was dominant and parasympathetic acti-
vation phases remained relatively short. The
Root Square of Successive Difference also
demonstrated low recovery. Diary kept during
the HRV measurement period showed that
mobile working days were long.

Research implications

HRV serves as a tool for visualizing the stress
and recovery reactions of the body and thus a
method for reflective work load related dis-
cussions.

New Trends in Research on
Workplace Bullying: Latest Re-
sults from Longitudinal Studies

Session Chairs: Guy Notelaers (Radoud Univ. Nij-
megen, NL / Monstarecon, BE)
g.notelaers@fm.ru.nl, Alfredo Rodriguez-Mufioz
(Complutense Univ. of Madrid, ES)
alfredo.rodriguez@psi.ucm.es

State of the Art

Current insights in the domain of workplace
bullying stem from primarily cross-sectional
designs that are not capable to separate caus-
es from consequences. Since bullying is often
been conceived as a process, the use of pro-
spective studies and cross-lagged models with
continuous measures is welcomed. However,
they may pose a challenge with respect to
concept of workplace bulling itself. The latent
class Markov model aligns with the latter by
presenting discrete stages but is hampered by
the limited number of causal processes that
can be investigated. Hence, a possible trade-
off seems to emerge: investigating the causes
and consequences of exposure to workplace
bullying or of workplace bullying.
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New Perspective/Contribution

The six papers included in this symposium are
focused on examining bullying at work using
longitudinal designs in various samples from
various countries. Contributions investigate
the process of workplace bullying, as well as
the dynamic relationships between targets
and actors (perpetrators). In addition we pre-
sent studies that re-examine theoretical ave-
nues to explain workplace bulling like destruc-
tive leadership, demand resources and insecu-
rity. Finally, behavioral outcomes like turno-
ver were also re-examined.

Conclusion and Implications for Re-
search/Practice

Wittgenstein once said ‘Whereof one cannot
speak, thereof one must be silent. To under-
line the language games were are caught in.
The stalemate between exposure bullying and
bullying may present important challenges for
both research and practice as they may repre-
sent two somewhat different discourses. Tak-
en together, these studies demonstrate the
importance of how bullying is conceptualized
and measured.

Presentations of the Symposium

Does psychological well-being mediate
the association between experiences of
acts of offensive behaviour and turnover
among care workers? A longitudinal
analysis

Annie Hogh (Univ. of Copenhagen)
annie.hogh@psy.ku.dk, Thomas Clausen (National
Research Centre for the Working Environment,
Copenhagen), Isabella Gomes Carneiro (National
Research Centre for the Working Environment,
Copenhagen), Vilhelm Borg (National Research
Centre for the Working Environment, Copenhagen)

Purpose

The purpose of the study was to investigate
whether psychological well-being of care
workers in the Danish eldercare services me-

diated the association between experiences of
acts of offensive behaviour and actual turno-
ver.

Methodology

A prospective cohort questionnaire study was
conducted among employees in the eldercare
services in Denmark. Employees aged 55 or
more and non-care staff were excluded from
the study. Employees who were working in
eldercare at baseline (2005) and no longer
worked in eldercare at follow-up (2006) were
interviewed with questionnaires. Respondents
were coded as cases of turnover (N=608) and
were compared to employees who had not
changed jobs during follow-up (N=4,330).

Results

Frequent and occasional experiences of bully-
ing and threats and occasional experiences of
unwanted sexual attention at baseline en-
tailed significantly increased risk of turnover
at follow-up. Exposure to physical violence did
not. Further analyses showed that psychologi-
cal well-being significantly reduced the risk of
turnover, and that well-being partially medi-
ated the association between bullying and
turnover and fully mediated the association
between threats, unwanted sexual attention
and turnover.

Limitations
We didn’t control whether the termination of
employment relationships was voluntary or
involuntary.

Practical implications

Prevention of threats, unwanted sexual atten-
tion, and — especially — bullying may contrib-
ute towards improving well-being and reduc-
ing turnover among eldercare staff.

Originality

Research suggests that experiences of acts of
offensive behaviour are associated with risk of
especially intended turnover. This study con-
tributes with longitudinal knowledge of asso-
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ciations between experiences of different
types of offensive behaviours and risk of actu-
al turnover.

Associations between Job Insecurity and
Workplace Bullying in a context of crisis:
A longitudinal test

Elfi Baillien (Human Relations Research Group,
HUBrussel / WOPP, KU Leuven)
elfi.baillien@hubrussel.be, Hans De Witte (WOPP,
KU Leuven, BE / North-West Univ., ZA), Nele De
Cuyper (WOPP, KU Leuven, BE / North-West Univ.,
ZA)

Purpose

Studies have revealed cross-sectional associa-
tions between job insecurity and being a per-
petrator of bullying. The current study aims to
further knowledge by testing various causal
models (normal causation, reversed causation
and reciprocal causation) that link job insecu-
rity to being a perpetrator of bullying over
time. To enhance the impact of the work envi-
ronment (as compared to individual character-
istics) in view of job insecurity, we specifically
focus on a financial organization that was
dealing with the economic crisis at the time of
our study. Following stress theory, we hy-
pothesised normal causation in which job
insecurity at T1 related positively with being a
perpetrator of bullying at T2.

Methodology

Hypotheses were tested in a complete panel
two-wave sample of Flemish employees (six
months time lag). The competing models were
tested and compared using SEM (Amos 20).

Results

The analyses revealed that the reversed model
fitted our data best. In this model, being a
perpetrator of bullying T1 associated negative-
ly with job insecurity T2.

Limitations
This study was conducted in one organization.
Future studies could benefit from a replication

in a more heterogeneous dataset that includes
a range of organizations.

Implications

Our results challenge the idea of job insecurity
as a stressor that encourages bullying over
time. During the presentation, various empiri-
cal and theoretical explanations for this find-
ing are discussed.

Originality

To our knowledge, this study is the first to
explore the longitudinal relationships between
job insecurity and being a perpetrator of bully-
ing; particularly in the context of the econom-
ic crisis.

Adopting a person-environment perspec-
tive for the understanding of workplace
bullying: A longitudinal investigation
Cristian Balducci (Department of Political and So-
cial Sciences, Univ. of Bolog)
cristian.balducci3@unibo.it, Anja Van den Broeck
(WOPP group, KU Leuven, BE / HUBrussel, BE),
Franco Fraccaroli (Department of Cognitive and
Educations Sciences, Univ. of T)

Purpose

Previous research on the development of bul-
lying suggests that working conditions such as
role stressors, high job demand and low con-
trol may promote the phenomenon via the
stress process. Research has also shown, how-
ever, that personal vulnerability may be in-
volved. By using a longitudinal design, the
present study adopts a person-environment
perspective and explores the hypothesis that
distressing working conditions are related to
bullying particularly for personally vulnerable
employees.

Methodology

A follow up study with a one-year time lag has
been conducted on employees (N=234; 86.3%
females) of the health sector. Distressing
working conditions were operationalized in
terms of high job demands and low job con-
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trol, while personal vulnerability in terms of
mental distress.

Results

Job demand positively affected the experience
of bullying behaviour longitudinally, while
neither job control nor job strain played an
effect. Mental distress was not longitudinally
related to the experience of bullying behav-
iour. However, mental distress strengthened
the effect of job demand on bullying such that
at higher mental distress the impact of job
demand on bullying was stronger.

Limitations

The main limitation of this study is the difficul-
ty in generalizing its results due to the small
sample available.

Implications

The obtained results suggest that the preven-
tion of bullying should focus on both distress-
ing working conditions and distressed em-
ployees, in other words primary and second-
ary prevention should be adopted.

Originality

The original features of the study are its longi-
tudinal nature and the integration of work
environmental and personal factors in the
understanding of bullying.

Supervisor leadership style as predictors
of workplace bullying: a six-month fol-
low-up study

Kanami Tsuno (Graduate School of Medicine, the
Univ. of Tokyo, JP) ktsuno@m.u-tokyo.ac.jp, Norito
Kawakami (Graduate School of Medicine, the Univ.
of Tokyo, JP)

Purpose

The present study aimed to prospectively ex-
amine the effects of supervisor leadership
style on workplace bullying in a six-month
follow-up study in Japan.

Design/Methodology

A total of 991 respondents returned their
guestionnaire including NAQ-R, MLQ, and
demographic and occupational characteristics
(gender, age, education, marital status, chron-
ic condition, occupation, employment con-
tract, shift work at baseline and life events in
the previous six months at follow-up). Among
them, 404 participants (40.0%) completed a
follow-up questionnaire in March 2012. After
eliminating respondents with missing values,
we analyzed data from 329 respondents. Vic-
tims of workplace bullying were defined as 33
or greater scores of NAQ-R. Multiple logistic
regression analyses of workplace bullying at
follow-up were conducted on MLQ scales
among the whole respondents, as well as a
subsample (n=273) who did not experience
bullying at baseline.

Results

After adjusting for demographic and occupa-
tional characteristics and workplace bullying
at baseline, high scores of passive and high
laissez-faire leadership styles were associated
with 3.8-6.3 times higher the risk of workplace
bullying at follow-up. Among respondents
who did not experience workplace bullying at
baseline, these were associated with 5.5-8.0
times higher risk of workplace bullying at fol-
low-up.

Limitations
Response and follow-up rate were low so that
it might overestimate the risk of bullying.

Practical Implications

These results suggest that passive and laissez-
faire leadership increase workplace bullying.
Training supervisor in their leadership style
may decrease workplace bulling.

Originality/Value

To our knowledge, the study is the first to
explore the association between leadership
and bullying using longitudinal design.
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Examining reciprocal relationships be-
tween target and perpetrator in work-
place bullying situations: A two-wave
longitudinal study

Alfredo Rodriguez-Muifioz (Complutense Univ. of
Madrid) alfredo.rodriguez@psi.ucm.es, Bernardo
Moreno-Jiménez (Autonoma Univ. of Madrid), Elfi
Baillien (Human Relations Research Group,
HUBrussel & WOPP, KU Leuven), Ana Sanz-Vergel
(Autonoma Univ. of Madrid), Ynomig Moreno
(Ynomig Moreno Lépez)

Purpose

The aim of this study was to explore longitudi-
nal relationships between organizational fac-
tors (workload and procedural justice) and
targets and perpetrators of workplace bully-
ing. We compared several causal models
(baseline or stability, normal, reversed and
reciprocal models).

Design/ Methodology

The sample comprised 286 employees from
two companies inMadrid, and we used a time-
lag of one year.

Results

Results of structural equation modeling anal-
yses showed that reciprocal model fit the data
the best. We found that T1 workload was re-
lated positively to T2 target of bullying, and T1
procedural justice was related negatively to T2
target of bullying. There was a significant re-
verse effect of T1 target of bullying on T2
workload. Furthermore, we found a reciprocal
relationship between being the target and the
perpetrator of bullying.

Limitations

Social desirability may have reduced the likeli-
hood of obtaining accurate responses in view
of particularly perpetrators’ reports of bully-
ing. Our findings may therefore bear on a sub-
group of perpetrators who are willing to admit
their situation.

Research/Practical Implications

Overall, these findings emphasize the need to
extend the traditional causal models of work-
place bullying to more dynamic approaches.

Originality

To our knowledge, this is one the first longitu-
dinal studies that investigates the reciprocal
relationship between targets and perpetrators
of workplace bullying.

Workplace bullying, a process?

Guy Notelaers (Radoud Univ. Nijmegen, NL & Mon-
starecon, BE) g.notelaers@fm.ru.nl, Leo Paas (VU
Univ. Amsterdam, NL), Stdle Einarsen (Univ. of
Bergen, Bergen Bullying Research Group, NO)

Purpose
Bullying is often described as an escalating
process. However popular this view is, empiri-
cal support for it is still lacking. We aim to
empirically explore the process of workplace
bullying.

Design/ Methodology

The analysis draws on a3 wave Norwegian
representative study about workplace bullying
(n=1100), using both the Negative Acts Ques-
tionnaire (NAQ-R) and a self-labeling item to
measure workplace bullying. Latent class Mar-
kov models were deployed to estimate the
number of stages in the development of
workplace bullying.

Results

Five different stages are identified that match
the theoretical conception of workplace bully-
ing as a process. The transition probabilities
yielded: the lower the exposure at baseline
the higher the probability to not become more
bullied. The transition probabilities suggests a
gradually de- and escalatory process because
transitioning to adjacent latent stages was
more probable than transitioning to other
stages.
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Limitations

Attrition analysis shows that a large propor-
tion of the victims at T did not take part at
T+1. This is in line with the expulsion stage but
may have led to an underestimation of the
severity of the victims stage.

Research/Practical Implications

These findings support cross-sectional studies
hinting towards a process and show that
workplace bullying is nor an either-nor pro-
cess, nor a continuum.

Originality
This is the first study that investigates the
process of workplace bullying.

Personal Goals in the Work
Context

Session Chairs: Bettina S. Wiese (RWTH Aachen
Univ.) wiese@psych.rwth-aachen.de, Katariina
Salmela-Aro (Helsinki Collegium for Advanced Stu-
dies) katariina.salmela-aro@helsinki.fi

State of the Art

In 1&0-psychology the role of motivational
processes has long been acknowledged. This
holds particularly true with respect to as-
signed goals and MBO-activities. More recent-
ly, personal work goals have started to also
receive attention, and a number of studies
demonstrated that, for instance, goal im-
portance and attainability are associated with
employees’ well-being. Most research, how-
ever, is restricted to cross-sectional designs
and neglects the broader life context in which
these goals are embedded.

New Perspective/Contribution

This symposium brings together research from
three European countries (Finland, Germany,
Switzerland) that considers different facets of
goals and goal-related self-management to
develop an integrative perspective on their
effects on work adjustment and well-being.
The authors focus on career-related goal set-

ting and pursuit in different life phases (e.g.,
high-school students, middle-aged adults),
and they differentiate between different lev-
els of analysis by taking into consideration
both characteristics and contents of career
goals and the interplay with goals from other
domains.

Conclusion and Implications for Re-
search/Practice

Cross-sectional, longitudinal, diary and train-
ing results show that workplace characteris-
tics, social support from the work and non-
work domains as well as specific contents of
goals play a role for whether personal goal
pursuit leads to well-being and to an increase
in work adaptation and long-term success
expectations. The symposium informs practi-
tioners how individuals can be trained to de-
velop better goal-related skills, and it suggests
ideas for how work contexts might be altered
to better serve the person-specific motiva-
tional aspirations of different employees.

Presentations of the Symposium

Career goal-related success expectations
during transition from school to work: A
person-oriented approach

Katariina Salmela-Aro (Helsinki Collegium for Ad-
vanced Studies) katariina.salmela-aro@helsinki.fi,
Lotta Tynkkynen (Univ. of Jyvdskyld), Julia Dietrich
(Univ. of Erfurt)

Purpose

The purpose of this longitudinal study was to
examine the change and trajectories of career
goal-related success expectations during tran-
sition from school to work life.

Design/Methodology

Altogether 850 young Finns reported their
career goal-related success expectations first
in the last year of comprehensive school and
four times during the following seven years.

EAWOP Congress 2013 Miinster

79


file:///C:/Users/ghertel/AppData/Local/Temp/wiese@psych.rwth-aachen.de
file:///C:/Users/ghertel/AppData/Local/Temp/katariina.salmela-aro@helsinki.fi
file:///C:/Users/ghertel/AppData/Local/Temp/katariina.salmela-aro@helsinki.fi

Employee well-being

Symposia

Results

The results showed that overall there was
significant increase in career-goal related suc-
cess expectations. However, there was con-
siderable heterogeneity in the development.
Growth Mixture Modeling showed that four
trajectories of career goal related success
expectations fitted the data best: high-
increasing (78 %), low-increasing (9 %), de-
creasing (6 %) and a U-shaped trajectory (7
%). The participants in the high-increasing
trajectory were likely to be males, have high
SES background, have high career goal im-
portance and have high levels of career goal-
related support. Those in the trajectory of
decreasing success expectations were the
least adapted in terms of their career situation
later on.

Limitations

Future research may assess the changes in the
context of career goals during the transition.
In addition, besides the individual factors also
the contextual factors needs to be taken seri-
ously.

Research/Practical Implications
Successful work entry is crucial for the career
development.

Originality/Value

Longitudinal research using person-oriented
approach is still in minority in the context of
work motivation. We provided evidence of
different pathways to work entry, their ante-
cedents and consequences.

In search of a suitable career: The role of
personal goals
Hannah J. P. Voigt (Bielefeld Univ.) han-

nah.voigt@uni-bielefeld.de, Giinter W. Maier (Bie-
lefeld Univ.)

Purpose
The choice of a suitable profession is a big
challenge for young people. Knowing that the

decision in favor of one career has an impact
on the entire life makes this choice important
but difficult. This decision making process is
influenced by three factors: being insufficient-
ly informed about alternatives, valuation
problems, and uncertainty about the out-
comes (Germeijs & De Boeck, 2003). How can
young people deal with this uncertainty and
make a career decision? One answer may be
the concept of personal goals. Personal goals
are mental representations of a desirable fu-
ture and they give structure and meaning to
the everyday life (Brunstein & Maier, 1996).
People invest a considerable amount of time
and energy to achieve their goals, map out
strategies on how to implement their goals,
and monitor the progress they made
(Brunstein, 2000). Thus personal goals provide
the basis of self-directed action. Therefore, we
assume that goal characteristics (e.g., self-
efficacy, goal conflict) have a significant effect
on indicators of career planning (e.g., career
indecision).

Design/Methodology

We tested our hypothesis in a quasi-
experimental field study using a sample of 164
German high school students (N=75 received a
goal intervention). Data was collected at three
times over a period of two months.

Results
Path analyses supported our hypotheses.

Limitations
It remains to be tested whether these effects
are short-lived or persist over time.

Research/Practical Implications
Our results imply that goal interventions are
an effective tool for career counseling.
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Selection, optimization and compensa-
tion in goal pursuit in the life domains of
work, family, and leisure

Michaela Knecht (Univ. of Zurich)
m.knecht@psychologie.uzh.ch, Bettina S. Wiese
(RWTH Aachen Univ.), Alexandra M. Freund (Univ.
of Zurich)

Purpose

This study focuses on the interplay of personal
goals between and within the life domains of
work, family, and leisure. It investigates the
effect of the self-regulatory strategies Selec-
tion, Optimization, and Compensation (SOC)
on positive and negative goal relations in eve-
ryday life. We test the hypothesis that SOC-
behavior is associated with less goal conflict
and more goal facilitation between and within
life-domains.

Design/Methodology

We are currently conducting a time-sampling
study with an intended sample size of N = 100
employed adults aged between 30 and 55
years and living with family or partner. The
participants answer  questionnaires on
smartphones seven times a day for 20 days.
Momentary conflict and facilitation between
personal goals, SOC-strategies, and well-being
are assessed in a self-report format.

Results

Data collection is still ongoing. We will con-
duct multilevel analyses with inter- and intra-
domain goal conflict and goal facilitation as
dependent variables and the different SOC-
strategies as independent variables.

Limitations
The study relies exclusively on self report and
does not include behavioral measures of per-
formance.

Value

The measurement burst approach allows to
track inter- and intrapersonal variability on
different psychological constructs in everyday
life of the participants. The current study

takes leisure into account and thus goes be-
yond most studies on “work-life” balance. This
allows a more comprehensive understanding
of the complex interplay of goal pursuits in
multiple life domains.

Personal work goals in conflict: A risk to
occupational well-being?

Katriina Hyvénen (Univ. of Jyvdskyld)
katriina.i.hyvonen@jyu.fi, Taru Feldt (Univ. of
Jyviskyld), Johanna Rantanen (Univ. of Jyvdskyld),
Mari Huhtala (Univ. of Jyviskyld), Asko Tolvanen
(Univ. of Jyviskyld)

Purpose

The research investigated the moderating role
of goal conflict in the relationship between
the contents of personal work goals and burn-
out. Eight goal categories (organization, com-
petence, well-being, career-ending, progres-
sion, prestige, job change, employment con-
tract) were used to describe managers’ goals.
Goal conflict reflected the degree to which a
goal was perceived to interfere with other
areas of life.

Design/Methodology

The data included 806 Finnish managers who
responded to a survey in 2009. The partici-
pants were on average 46 years old and 69%
of them were men. The data was analysed
with the General Linear Modelling (GLM).

Results

Participants whose goals related to well-being,
career-ending, or job change reported low
goal conflict and high burnout. Interestingly,
when goal conflict was high, job change goals
were related to low burnout. Participants
whose goals related to organization, compe-
tence, or progression had on average low
burnout. These participants also reported the
highest goal conflict with other areas of life.
Moreover, in a high goal conflict situation,
these goals were related to high burnout.
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Limitations

Study focused on the most important personal
work goal among managers. Further research
of multiple goals would be needed with other
employee groups.

Research/Practical Implications

Goal conflict can be a potential risk factor to
lower occupational well-being among partici-
pants focused on organizational, competence,
or progression goals at work.

Originality/Value

For the first time, both goal processes (goal
content and related conflict) has been consid-
ered when investigating occupational well-
being of employees.

How decision latitude moderates the ef-
fects of performance goals on well-being
and functioning at work

Heike Heidemeier (RWTH Aachen Univ.)
heidemeier@psych.rwth-aachen.de, Bettina S.
Wiese (RWTH Aachen Univ.)

Purpose

This study examined how decision latitude
moderates the effects of performance
achievement goals on two types of outcomes:
indicators of effective functioning at work (i.e,
self-rated work adjustment, coworker-rated
work adjustment, and coworker-rated learn-
ing competence) and subjective well-being
(i.e., affective well-being and life satisfaction).
The two classes of performance goals, prove
and avoidance, differ with regard to basic
underlying motives. Accordingly, we hypothe-
sized that decision latitude differentially influ-
ences the consequences associated with the
two classes of performance goals.

Design/Methodology

We studied 247 employees in a longitudinal
design with three measurement occasions
using a hierarchical linear model.

Results

Decision latitude improved work adjustment
and learning as well as affective well-being
and life satisfaction for those who adopted
performance-prove goals. When performance-
avoidance goals were coupled with high deci-
sion latitude, this had both desirable (i.e.,
augmented well-being) and undesirable ef-
fects (i.e., impaired functioning).

Limitations

Future research may assess contextual factors
in ways that do not involve subjective percep-
tions of these factors.

Research/Practical Implications

Supervisors frequently decide how much au-
tonomy they grant to their direct reports.
Therein, they may consider that individuals
are affected by autonomy differently.

Originality/Value

Research on factors in the work environment
that influence motivation processes is still
scarce. We provided evidence that decision
latitude is a workplace characteristic that
moderates the consequences of the avoidance
and prove dimensions of performance goals.

Effects of Recovery from Work
and Factors that Hinder or
Promote Unwinding Processes

Session Chairs: Jessica de Bloom (Univ. of Tampere,
Fl) j.debloom@gmail.com, Taru Feldt (Univ. of
Jyviskyld, Fl) taru.feldt@jyu.fi, Mark Cropley (Univ.
of Surrey, UK) mark.cropley@surrey.ac.uk

State of the Art

Working in a demanding environment is asso-
ciated with adverse consequences for well-
being. Job stressors are related to elevated
levels of blood pressure, heart rate and stress
hormones causing physical illnesses in the
long run (e.g., Hjortskov, et al., 2004; Ferrie, et
al.,, 2008). Moreover, psychological diseases
like burnout caused by high workload and
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other aversive working conditions have long
been on the rise (Maslach, Schaufeli & Leiter,
2001). Recovery, defined as a period of rest
and psycho-physiological unwinding in which
employees are relieved from demands that
are otherwise acting upon them, can be con-
sidered an antithesis to work stress and plays
a crucial role in protecting employee’ health,
well-being and long-term workability (Geurts
& Sonnentag, 2006). However, work-related
recovery research is a relative young sub dis-
cipline. Recovery processes, outcomes and
factors that foster or hamper rapid and com-
plete unwinding are not yet well understood.

New Perspective/Contribution

This symposium has a two-fold emphasis and
aims to provide new insights into recovery by
1) focusing on the effects of different types of
recovery and 2) shedding light on factors that
are associated with beneficial or detrimental
recovery outcomes (i.e., effort-reward imbal-
ance, overcommitment, rumination).

Conclusion and Implications for Re-
search/Practice

By using a broad spectrum of research meth-
ods (i.e., longitudinal research designs, diary
studies, experiments, intervention studies)
and by applying a multisource approach (i.e.,
effects of romantic partners’ and supervisors’
behaviors and experiences on individual re-
covery outcomes), our symposium will add to
our growing understanding of recovery and its
underlying processes.

Presentations of the Symposium

The impact of expressive writing on
work-related affective rumination: A ran-
domized controlled trial

Mark Cropley (Univ. of Surrey, UK)
mark.cropley@surrey.ac.uk, Richard Doherty (Cen-
tral and North West London NHS Foundation Trust,
UK), Alice Theadom (Auckland Univ. of Technology,
NZ)

Purpose

Being unable to unwind and mentally ‘switch-
off’ from work — called work-related rumina-
tion — has been associated with a range of
negative symptoms including fatigue, sleep
disturbance, and increased cardiovascular
disease risk. This paper presents the results
from an intervention study that examined the
effects of writing about issues and problems
at work, called ‘expressive writing’ on rumina-
tive thoughts about work and other well-being
measures.

Design/Methodology

White collar (n = 48) workers reporting high
scores on the affective subscale of the Work-
Related Rumination Scale were randomised to
an expressive writing or control condition. In
the expressive writing condition, individuals
wrote about their most troubling thoughts
and feelings about a stressful work situation
that continues to bother them. While control
participants wrote a factual description of
their day, both groups wrote for 20 minutes a
day for three consecutive days. Participants
were then assessed at one and three months.

Results

At three months, participants in the expres-
sive writing condition reported significantly
lower work-related rumination and lower
anxiety, negative affect and sleep problems,
relative to the controls.

Limitations

It is not known how long the effects of the
intervention lasted, as it was not possible to
conduct a longer-term follow-up.

Research/Practical Implications

The results suggest that expressive writing
may be a valid and cost-effective, intervention
for reducing work-related rumination, and
improving the health of white-collar workers.
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Originality/value

To our knowledge, this is the first study that
has utilized an expressive writing intervention
within a sample of people who find it difficult
to mentally disengage from work.

Giving a good example: Supervisor’s ef-
fect on employees’ recovery from work
Anna Koch (Univ. of Miinster, DE)

anna.r.koch@uni-muenster.de, Carmen Binnewies
(Univ. of Miinster, DE)

Purpose

In this multisource study, we examined how
supervisors affect their employees’ recovery
from work. Relying on behavioral learning
theory, we hypothesize that supervisors can
constitute positive role-models concerning
their employees’ recovery. Well-recovered
supervisors who balance work and private life
successfully should increase their employees’
recovery from work.

Design/Methodology

To test our hypotheses we collected data from
82 supervisors and their 254 employees work-
ing in diverse German companies. As predictor
variables we assessed supervisors’ role-
modeling behavior with respect to work-life-
balance, relaxation and emotional exhaustion.
As outcome variables we assessed employees’
relaxation, positive work reflection, emotional
exhaustion and boundary strength at home.

Results

Our analyses showed that supervisors’ role-
modeling behavior increased employees’ re-
laxation, positive work reflection and bounda-
ry strength at home. Also, supervisors’ relaxa-
tion decreased employees’ emotional exhaus-
tion. Supervisors’ emotional exhaustion in-
creased employees’ emotional exhaustion and
decreased employees’ boundary strength at
home.

Limitations
We cannot ultimately draw conclusions about
causality from our multisource design.

Research/Practical Implications

Supervisors’ behavior with respect to work-
life-balance is important for employees’ re-
covery and constitutes a starting point con-
cerning health interventions. In future re-
search underlying mediating mechanisms
should be examined.

Originality/Value

Until now, research on organizational predic-
tors of recovery is scarce. Our study addresses
this research gap and shows how supervisors
can increase their employees’ recovery from
work. We show that supervisors can kill two
birds with one stone: by balancing their work
and private life adequately they can benefit
not only their own well-being but also their
employees’ recovery.

Recovery and creativity: Do vacations
encourage innovative thinking?

Jessica de Bloom (Univ. of Tampere, Fl)
j.debloom@gmail.com, Jana Kiihnel (Leuphana
Univ. Liineburg, DE), Simone Ritter (Radboud Univ.
Nijmegen, NL), Tessa Lansu (Radboud Univ. Nijme-
gen, NL), Jennifer Reinders (Tarcus, DE)

Purpose

Prolonged recovery periods, as opposed to
stressful work periods, may form the breeding
ground for positive emotions. According to
Broaden- and Build Theory, these emotions
may lead to increases in creativity. Our re-
search question was: How do vacations affect
creativity? Relations with mental detachment
from work and positive affect were also inves-
tigated.

Design/Methodology

In a longitudinal field study in 58 workers, we
assessed self-reported work-related creativity,
mental detachment and positive affect before,
during and after long summer vacations (>14
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days).Guilford’s Alternative Uses Task was
applied to measure general creativity before
and after vacation.

Results

Work-related creativity and fluency of ideas
(i.e. the sheer number of generated ideas)
were similar before and after vacation. Cogni-
tive flexibility (i.e. the diversity of ideas) in-
creased after vacation (d=0.33). This increase
was more pronounced in females and vaca-
tioners who felt less psychologically detached.

Limitations

The small sample size and the characteristics
of the participants may limit our findings to
western, highly educated workers with liberal
vacation rights.

Research/Practical Implications

Besides providing excellent opportunities to
recover from work demands, vacations posi-
tively influence cognitive flexibility. This may
also translate into increased work perfor-
mance. Contrary to expectations, psychologi-
cal detachment during vacation seemed to
hamper rather than to promote innovative
thinking after vacation.

Originality/Value

To our knowledge, the relation between vaca-
tions and creativity has never been studied
before. Our findings concerning this associa-
tion suggest that extended recovery periods
do not only compensate work strain (passive
mechanism) but may also provide a basis for
personal growth (active mechanism).

Long-term patterns of effort-reward im-
balance and over-commitment: Investi-
gating occupational well-being and re-
covery experiences as outcomes

Taru Feldt (Univ. of Jyvdskyld, Fi) taru.feldt@jyu.fi,
Mari Huhtala (Univ. of Jyvdskyld, Fl), Katriina
Hyvénen (Univ. of Jyvdskyld, Fi), Ulla Kinnunen
(Univ. of Tampere, Fl), Anne Mdkikangas (Univ. of

Jyviskyld, Fl), Sabine Sonnentag (Univ. of Mann-
heim, DE)

Purpose

The aims of this study were to identify long-
term patterns of effort-reward imbalance (ERI)
and over-commitment (OVC) and examine
how occupational well-being and recovery
experiences differ in these patterns.

Design/Methodology

The study was based on four-year follow-up
data with three measurement points collected
from Finnish managers (N = 298).

Results

Latent Profile Analysis resulted in five long-
term ERI-OVC patterns: a high risk (20 %; high
ERI, high OVC), low risk (24 %; low ERI, low
0OVC(), relatively low risk pattern (47%; low ERI,
moderate OVC), favorable change (7%; de-
creasing ERlI and OVC), and unfavorable
change pattern (2%, increasing ERI). Manag-
ers in the high risk pattern showed higher
burnout and poorer recovery compared to
those in the low risk patterns. No differences
were found in work engagement between the
high and low risk patterns.

Limitations

The study focused on managers, which is why
it does not allow for direct generalizations of
the results to other occupational groups.

Research/Practical Implications

The results suggest that long-term exposure to
high ERI and OVC should be prevented when
burnout and recovery are used as criterion,
whereas for work engagement this combina-
tion does not seem to be detrimental. It
seems that high OVC counterbalances the
negative effects of high ERlI on work engage-
ment and helps to maintain engagement.

Originality/Value

The study showed that there was heterogene-
ity in managers’ ERlI and OVC and that the
patterns differed from each other both in size
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and in the level of and direction of changes in
ERIand OVC.

The role of partners for employees’ daily
recovery

Verena Hahn (Univ. of Muenster, DE)
verena.hahn@uni-muenster.de, Carmen Binnewies
(Univ. of Muenster, DE), Christian Dormann (Ruhr-
Univ. Bochum, DE)

Purpose

Although employees’ recovery processes typi-
cally take place in their private social envi-
ronment (e.g., their family), little is known
about the role of partners for employees’ re-
covery processes. This study investigates the
role of partners’ psychological detachment
from work for employees’ psychological de-
tachment and well-being.

Design/Methodology

In this multisource diary study, 50 dual-earner
couples completed daily surveys via handheld
devices over the course of one week. Partici-
pants reported their psychological detach-
ment during off-job time and their momentary
well-being (positive and negative affect, rela-
tionship satisfaction) before going to bed. We
used multilevel structural equation modeling
and the actor-partner interdependence model
to examine within- and between-couple ef-
fects at the same time.

Results

Regarding effects within couples, we found
employees’ and their partners’ daily fluctua-
tions of psychological detachment to be posi-
tively associated. Partners’ daily fluctuations
of psychological detachment were negatively
associated with employees’ negative affect
only when there were no children in the
household. With regard to between-couple
effects, partners’ psychological detachment
was associated with reduced negative affect
and increased relationship satisfaction.

Limitations

As we did not assess couples’ specific interac-
tion behaviors, we cannot explain the mecha-
nisms of how partners’ lack of psychological
detachment affects employees’ well-being.

Practical Implications

Employees should be aware that their psycho-
logical detachment affects their partners’ psy-
chological detachment and negative affect,
particularly when they do not have children.

Originality

We contribute to recovery research by focus-
ing on the understudied role of partners for
employees’ recovery processes. We advance
research by focusing on both effects within
and between couples.

Antecedents and Consequenc-
es of Proactive Behavior

Session Chair: Sandra Ohly (Univ. of Kassel)
ohly@uni-kassel.de

State of the Art

Current research on proactive behavior in
organization has started to discuss the com-
monalities and differences in proactive behav-
iors, e.g. voice behavior, implementation of
novel ideas, and proactive work behaviors.
Furthermore, multiple antecedents such as
motivation, leadership and work design have
been studied extensively, and some conse-
guences of proactive behaviors have been
explored.

New Perspective/Contribution

This symposium brings together researcher
from three European countries to discuss fur-
ther commonalities and differences in the
proactive behavior, and their antecedents and
outcomes. Leadership (Madrid et al., Belschak
& Den Hartog) and stressors (Starzyk et al.,
Fay) are studied as antecedents, and strain as
outcome of proactive behavior (Wihler &
Blickle). Finally, an HRM perspective offers a
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novel approach on how to enhance proactive
behavior in organizations (Ohly et al.).

Conclusion and Implications for Re-
search/Practice

Multiple pathways will be discussed on how to
enhance proactive behavior in organizations.
Furthermore, our understanding of the con-
cept of proactive behavior will be enhanced by
discussing similarities and differences be-

tween the six studies.

Presentations of the Symposium

Do transformational leaders influence all
the stages of innovation? Evidence for
the discrete impact of charisma on gen-
eration, promotion and implementation
behavior

Hector Madrid (Insitute of Work Psychology, Univ.
of Sheffield) h.p.madrid@sheffield.ac.uk, Cumali
Uri (Institute of Work Psychology, Univ. of Shef-
field), Malcom Patterson (Institute of Work Psycho-
logy, Univ. of Sheffield)

Purpose

Transformational leadership (TFL) has been
supported as a relevant antecedent of general
ratings of innovative behavior; yet, the extent
to which TFL impacts on discrete innovative
behaviors (i.e. generating, promoting and
implementing novel ideas) still remains am-
biguous. The generation of ideas represents
an intrapersonal process that is mostly sensi-
tive to individual antecedents. Promoting
novel ideas mainly depends on trust in others
at work, while implementing novel ideas is
highly reliant on contextual factors (e.g. au-
tonomy and support). So, TFL is proposed as
relevant to implementing novel ideas but less
important to generating and promoting them
(H1), because, through charisma, TFL is pri-
marily oriented to the active adoption of
changes. Furthermore, follower’s high-
activated positive affect is proposed as a me-
diator in the above relationship, such that TFL

triggers feelings of enthusiasm, inspiration
and activation, which in turn foster change-
oriented endeavors (H2).

Design/Methodology
A diary study (91 employees, 10 waves of da-
ta, 892 observations in total) and multilevel
structural equation modeling were used to
test the hypotheses.

Results

TFL was positively related to idea implementa-
tion, but not to idea generation and promo-
tion. Furthermore, high-activated positive
affect fully mediated the TFL-idea implemen-
tation relationship.

Limitations

This study used repeated measured method
and multilevel mediation analysis; however,
affect and behavior were measured at the
same time. So, further research using a full-
longitudinal design is needed.

Research/Practical Implications
Some behaviors in the process of innovation
can be enhanced by TFL.

Originality/Value

This study indicates that TFL's influence on
idea implementation transpires through fol-
lowers’ positive/activated states.

Leaders as role models of proactive be-
havior

Frank Belschak (Section HRM-0OB, Amsterdam Busi-
ness School) f.d.belschak@uva.nl, Deanne Den

Hartog (Section HRM-0OB, Amsterdam Business
School)

Purpose

While knowledge on the personal and situa-
tional antecedents of proactive behavior has
increased rapidly, our understanding of how
people acquire proactive behavior is far more
limited. Here we investigate whether leaders
act as role models for their followers in show-
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ing proactive behavior at work. Theories on
transformational and ethical leadership, for
instance, suggest that role modeling is an im-
portant part of leadership. In addition to test-
ing whether leaders’ personal example direct-
ly promotes followers’ proactive behavior we
also investigate the role of followers’ expecta-
tions (outcome and self-efficacy expectations)
and hypothesize that these expectations act
as moderators of the relationship between
leader and follower proactivity.

Design/Methodology

To test our hypotheses, we conducted two
multi-source (survey) field studies among em-
ployees working in different companies and
industries.

Results

Linear regression analyses were computed to
test the hypothesized relationships. Results of
both studies show that leader proactivity is
significantly related to follower proactivity.
Followers’ self-efficacy acted as a moderator
of the relationship between leader and fol-
lower proactive behavior. Followers’ outcome
expectations did not play a significant role in
their adoption of proactive behavior.

Limitations
Experimental or longitudinal research could
strengthen conclusions.

Research/Practical Implications

The findings show that vicarious learning of
proactive behavior may not work for all fol-
lowers equally well.

Originality/Value

Few research has investigated how employees
learn which type of behavior (e.g., proactive
or reactive behavior) it is appropriate to show,
and (almost) no studies have focused on
whether and how employees acquire proac-
tive behaviors (e.g., training, role modeling).

The Relationship between stressors and
voice in meetings as a function of voice
content — An experience-sampling study
Anita Starzyk (Univ. of Mannheim) a-
nita.starzyk@uni-mannheim.de, Anne-Grit Albrecht
(Univ. of Mannheim), Sabine Sonnentag (Univ. of
Mannheim)

Purpose

We examined between-person as well as with-
in-person relationships of different job stress-
ors with three specific types of voice behavior.
More specifically, we analyzed a) whether
stressors experienced in general can explain
between-person differences in meeting-
specific voice behavior and b) whether specific
stressors experienced during a workday are
differentially associated with distinct types of
voice during a meeting on the same day.

Design/Methodology

Data were collected during five consecutive
workdays among 83 employees reporting on
180 meetings. Additionally, general levels of
perceived stressors and voice behavior were
assessed prior to the start of the daily surveys.

Results

Results from CFAs indicate that solution-
focused, problem-focused, and divergent-
opinion voice indeed capture three different
aspects of voice behavior in meetings. Multi-
level regression analyses revealed differential
between-person and within-person relation-
ships of job stressors and meeting-specific
voice behavior.

Limitations

Main limitations are a relatively small sample-
size on Level 2 and 40% of participants report-
ing only on one meeting.

Research/Practical Implications

It is important to understand which particular
stressors promote or inhibit specific voice
behaviors. Studying voice behavior in meet-
ings is of great relevance because specific
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voice behaviors can influence the course and
outcomes of meetings.

Originality/Value

To our knowledge, this is the first experience-
sampling study looking on meeting-specific
voice behavior. It is also the first study show-
ing differential relationships between stress-
ors and three types of voice (as proposed by
Lebel et al., 2011).

Stressors and proactive behavior: The
role of regulatory focus for the daily
stressor - Personal initiative link

Doris Fay (Work and Organizational Psychology,
Univ. of Potsdam) doris.fay@uni-potsdam.de

Purpose

There is an increasing interest in stress re-
search to better understand the factors that
“make for a good day”, thus, to explore daily
fluctuations in work stressors and their effects
on work outcomes. Effects of daily stressors
on proactive work behaviors such as personal
initiative have been fairly mixed. We suggest
that trait Regulatory Focus (RF; Higgins, 1997),
in particular prevention focus, can account for
this. Individuals with a high prevention focus
are concerned with fulfilling duties and obliga-
tions (prevention-ought); they seek to avoid
failure and insecurity (prevention-avoidance).
Individuals with a low level of prevention fo-
cus should be ready to take the risks involved
in initiative taking such that low levels of pre-
vention focus should result in a positive
stressor — personal initiative link.

Design/Methodology

Thirty-two pharmacists carried handheld
computers for up to eight working days
(k=235). They filled in surveys several times a
day to assess daily stressors, RF, and personal
initiative. We also obtained trait measures of
RF.

Results

Data was analyzed with HLM. Prevention-
ought RF did not moderate the stressor — per-
sonal initiative link but prevention-avoidance
RF did: For individuals with a low prevention-
avoidance RF the level of daily stressors (e.g.,
time pressure, role conflict, role overload) was
positively associated with daily personal initia-
tive. This was not the case for individuals with
high prevention-avoidance RF.

Limitations
The level-2 sample size is low.

Research/Practical Implications
This research highlights the role of individual
differences in stress outcomes.

Originality/Value
Regulatory focus needs to be considered in
stress research.

When being proactive is bad for you — the
neutralizing role of political skill

Andreas Wihler (Univ. of Bonn)
awihler@uni-bonn.de, Gerhard Blickle (Univ. of
Bonn)

Purpose

Recent research has shown that engaging in
initiative behavior at work can lead to a higher
perception of role overload and job stress
because extra-role-behavior goes beyond of
what is expected of one at work. On the other
hand political skill has been demonstrated to
have beneficial effects in stress reactions.
Therefore the purpose was to examine the
neutralizing effects of political skill on rela-
tionships between the extra-role behavior
personal initiative and role overload or job
stress, respectively.

Design/Methodology

We tested these hypotheses with a sample of
133 employees and their supervisors of differ-
ent occupations. Supervisors rated employee’s
personal initiative and political skill, whereas
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employees rated role overload and job stress.
Hierarchical regression analyses were em-
ployed.

Results

Political skill interacted with personal initiative
to predict role overload but not job stress.
High political skill minimizes significantly in-
creases in role overload with increasing per-
sonal initiative whereas low political skill does
not.

Limitations

The cross-sectional design does not allow in-
ferences and the heterogeneous sample may
be covering combined effects of personal ini-
tiative and political skill on job stress.

Research/Practical Implications

The study highlights the relevance of political
skill in the extra-role behavior-strain relation-
ship. Findings should be replicated with sam-
ples of single occupations to exclude interfer-
ences. For practice employees development
and training of political skill should be facili-
tated and monitored.

Originality/Value

Being the first study to examine effects of
political skill as neutralizer in the personal
initiative-strain relationship this study con-
tributes more insights in the personal initiative
as well as strain literature.

What do proactive students of economics
and business administration value about
their future jobs?

Sandra Ohly (Business Psychology, Univ. of Kassel)
ohly@uni-kassel.de, Guido Friebel (Management
and Microeconomics, Univ. of Frankfurt), Matthias
Heinz (Management and Microeconomics, Univ. of
Frankfurt), Julija Kulisa (Management and Microe-
conomics, Univ. of Frankfurt), Laura Pliickthun
(Business Psychology, Univ. of Kassel)

Purpose

Previous research focussed on the anteced-
ents of proactive behavior of working individ-
uals in organizations, indicating that over
time, proactivity are linked to challenging
jobs. However, it is unclear if individuals craft
their job to become more challening or self-
select into challenging jobs. Furthermore, little
is known about the recruitment and selection
of proactive individuals. This study examines
the work values of proactive individuals to
examine the potential self-selection process.

Design/Methodology

A total of 970 business students of universities
of six German universities indicated what they
valued in their prospective job (reputation of
the job or employer, challenging tasks, in-
come, work-life balance, self-determination of
work and job security), and rated their dispo-
sitional proactivity. 49.4 % of participants
were female and 89.5 % of all respondents
were under 25 years.

Results

Hierarchical regression analyses controlling for
school-leaving grades and other potential
relevant demographic variables revealed that
proactive individuals have higher expectations
compared to less proactive individuals, and
that they value those work values that stimu-
late their proactivity (self-determination and
challenging tasks) more than those which are
unrelated to proactivity.

Limitations

The cross-sectional design prohibits causal
inferences, and the sample of students limits
the generalizability of results.

Research/Practical Implications

The results indicate that self-selection is likely
to account for previous findings, and that po-
tential employers need to provide jobs that
stimulate proactivity in order to be able to
recruit proactive individuals.
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Originality/Value

This study goes beyond previous studies by
examining proactivity from an HRM perspec-
tive.

Experimental Industrial Psy-
chology V: Advances in Biosig-
nal Analysis and Machine
Learning

Session Chairs: Martin Golz (FH Schmalkalden,
Univ. of Applied Sciences) m.golz@fh-sm.de, Tom
Laufenberg (Univ. of Wuppertal)
t.laufenberg@uni-wuppertal.de

State of the Art

Signal processing is a dynamic interdisciplinary
research field containing the area of systems
engineering, electrical engineering and ap-
plied mathematics that deals with operations
on or analysis of signals, or measurements of
time-varying or spatially varying physical
guantities. Possible signals of interest can
include e.g. video, audio, acceleration, ther-
mal data, body movements.

New Perspectives/Contributions

We would like to show advances in signal pro-
cessing algorithms in order to demonstrate
the power and broad application of these ap-
proaches. We give a review on present and
newly developed approaches to the research
field of biosignal analysis and machine learn-
ing, highlighting their application potential for
research and daily life settings.

Research/Practical Implications

Signal Processing is the basis of effective de-
velopment of technology based laboratory
and ambulatory measurement systems. These
systems mainly consist of video, audio, and
biosignal based sensor approaches, which
were enabled by improvement of storage
capacity processor speed, and sensor robust-
ness. Moreover, these approaches might be
able to build a paradigm shift in psychological

research due to their potential of collecting
longitudinal, field data from many subjects in
a high temporal resolution grasping even short
term processes and rarely happened events.

Presentations of the Symposium

Evolutionary simulations to determine
the human circadian period using an ex-
tended two process model

Udo Trutschel (Circadian Technologies Inc., Boston,
MA, US) trutschel@isaan.de, Sven Schirmer (Insti-
tute of System Analysis and Applied Numerics,
Tabarz), Christian Heinze (Institute of System Ana-
lysis and Applied Numerics, Tabarz), Jarek Krajew-
ski (Univ. of Wuppertal, Experimental Industrial
Psychology), Martin Golz (Univ. of Applied Sciences,
Schmalkalden)

Purpose

In fatigue risk management, one main techno-
logical aspect is the development of vigilance
expert systems to simulate the human sleep-
wake behavior. Such models can predict chro-
notype-specific health and fatigue risks caused
by shift work and thus aid the design of im-
proved work schedules.

Design/Methodology

The Two-Process-Model (2PM) accomplishes
the sleep/wake times as a function of preced-
ing sleep/wake episodes and the human cir-
cadian rhythm. The phase-shifting and en-
training effects of light onto the circadian
rhythm, in turn, can be modeled with a Phase
and Amplitude Response Curve (PRC/ARC).
We propose the Extended Two-Process-Model
(E2PM) by coupling the PRC/ARC to the 2PM.
Evolutionary optimization was used to adapt
model parameters to a population of repre-
sentative chronotypes, drawn from a large
empirical survey.

Results
A population of chronotypes shows the fol-
lowing behaviour under the constraints of
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forward (morning-evening-night) and back-
ward (night-evening-morning) rotating sched-
ules: a) forward-rotating schedules are less
fatiguing for the majority of chronotypes, and
b) early chronotypes and long-sleepers have
more diffculties to adapt to both schedule
scenarios.

Limitations

The E2PM is currently not designed to predict
work performance and does not distinguish
between task-specific impacts on fatigue for
different work requirements, e. g. air traffic
control vs. commercial driving.

Research/Practical Implications

If combined with sensor recordings to assess
real light exposure, this model can provide
accurate, long-term sleep-wake predictions
under changing light and time contraints.

Originality/Value

Establishing feedback loops between sleep-
wake behavior and circadian responsiveness
towards light in combination with evolution-
ary adaptation to achieve individual entrain-
ment is so far unpresented.

Cardiovascular measures and psycho-
physiological variables during an ultra-
short sleep-wake protocol

Christian Heinze (Univ. of Applied Sciences, Sch-
malkalden) c.heinze@fh-sm.de, Udo Trutschel
(Circadian Technologies Inc., Boston, MA, US),
Jarek Krajewski (Univ. Wuppertal), Martin Golz
(Univ. of Applied Sciences, Schmalkalden)

Purpose

In order to achieve consistent simulations of
human sleep-wake cycles, the influence of
circadian rhythmicity and sleep propensity on
long-term cardiovascular oscillations were
investigated.

Design/Methodology

Volunteers followed a protocol of alternations
between 10 minutes of attempted sleep and
20 minutes of forced wakefulness over 50
hours in isolation. EEG, ECG, blood pressure
and body temperature were recorded contin-
uously. During waking, volunteers rated their
subjective sleepiness. Beat-to-beat intervals
(BBI) were derived from ECG and blood pres-
sure. Time/frequency domain and complexity
measures were calculated for each BBI series,
as well as coupling strengths between them.
Spectral delta power and sleep stage classifi-
cations were estimated from EEG during at-
tempted sleep.

Results

The amount of non-REM sleep and delta pow-
er during sleep displays a maximum around 2
am and two minima during daytime. Addition-
ally, non-REM sleep is significantly more pre-
sent during night hours of the 2" half of the
protocol, while REM sleep almost vanishes.
BBI features like heart rate, short-term varia-
bility, or low and high spectral power follow
the rhythm of body temperature. Other BBI
features are sensitive to sleep onset and fol-
low the rhythm of non-REM sleep amount.

Limitations

This investigation was focussed on episodes of
attempted sleep; results might not be applica-
ble to wakefulness.

Research/Practical Implications

Specific cardiovascular measures may be suit-
able to “gauge” the circadian-dependent
component of an individual's sleep-wake-
structure.

Originality/Value

The experimental utilization of ultrashort
sleep-wake cycles is capable of unmasking and
assessing circadian effects in biological func-
tions within a relative short period of two
days.
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WALNUT- a biopsychophysics toolbox

Sven Hoffmann (Leibniz Research Centre for Wor-
king Environment and Human Factor)
shoffmann@ifado.de, Bernhard Siebelmann (Leib-
niz Research Centre for Working Environment and
Human Factor), Gerhard Rinkenauer (Leibniz Re-
search Centre for Working Environment and Hu-
man Factor)

The methodological demands with respect to
biosignal-processing in ergonomics and other
work related research areas increase perma-
nently. For example, multivariate statistics are
increasingly applied in the decomposition of
electroencephalographic (EEG) data. More
important is that the amount of acquired sig-
nals/variables increases in the applied context,
such as driving simulation studies, where re-
searchers become interested in the joint anal-
ysis of psychological and physiological data.
For this purpose efficient and economic analy-
sis tools are essential.

Though there exist already some software
packages dealing with either psychophysics,
statistics or EEG analysis, these packages lack
mainly of two points: they are solely suitable
to one kind of analysis and/or they are com-
mercial and thus contradict the idea of re-
search being independent of commercial in-
terests. However, in recent years the Python
programming language caught increasingly
attention in research because of its highly
object oriented capabilities, easy to learn syn-
tax, and numerical capabilities. Furthermore,
it is Open Source, and thus can be used by
everyone. The license even allows the usage in
the commercial context, as long as Python
itself is not commercially distributed. Our aim
is thus to provide a free Open Source Software
(WALNUT), which is designed to read and ana-
lyze not only time series data such as EEG
data, but also is able to analyze behavioral
data such as response times fittings. Since the
software is Open Source the source code is
open to everyone and every programmer who

is willing and interested might contribute to its
improvement and active development.

Improving the pupillographic sleepiness
test utilizing computational intelligence
David Sommer (Univ. of Applied Sciences, Schmal-
kalden) d.sommer@fh-sm.de, Thomas Schnupp
(Univ. of Applied Sciences, Schmalkalden), Jarek
Krajewski (Univ. Wuppertal), Martin Golz (Univ. of
Applied Sciences, Schmalkalden)

Purpose

After adaptation to darkness and during sleep-
iness prominent fluctuations of pupil diameter
appear with amplitudes of several millimeters.
The pupillographic sleepiness test (PST) has
been developed in order to measure these
fluctuations. The pupil unrest index (PUI) is a
time domain feature obtained to estimate
sleepiness. We compare PUl based measure to
adaptive biosignal processing of the pupil di-
ameter time series.

Design/Methodology

10 volunteers participated in this study and
executed in the morning 3 test runs in alert
state with TSS < 5 h (time since sleep) and in
the late night 3 test runs in sleepy state with
TSS>17 h.

Results

PST standard analysis with PUl > 6.6 led to
mean classification accuracies 74%. Improve-
ments were achieved with adaptive biosignal
processing. Power spectral densities (PSD) of
the pupil diameter time series have been es-
timated using weighted overlapped segment
averaging. Empirical optimization of parame-
ters utilizing computational intelligence yield-
ed mean accuraciesof 92.5%.

Limitations
It is open if results remain valid for larger
number of subjects.
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Research/Practical Implications

Modern and comprehensive signal processing
techniques have the potential for drastic im-
provements with respect to standard tech-
niques.

Originality/Value

With error rates of less than 10% the PST has
the potential to provide a break-through in
the area of fit-for-duty testing.

Integrating different approaches in cross-
cultural research by identifying cultural
value profiles

Regina Kempen (Univ. Osnabrueck)
regina.kempen@uni-osnabrueck.de, Tammo
Straatmann (Univ. Osnabrueck), Tom Laufenberg
(Univ. Wuppertal), Jarek Krajewski (Univ. Wupper-
tal), Karsten Miiller (Univ. Osnabrueck)

Purpose

Within cross cultural research, the perspec-
tives on culture differ according to the under-
lying conceptualization of the construct. While
some authors apply a holistic approach of
analyzing culture, others suggest taking an
analytic research perspective into account. In
order to integrate both perspectives and to
capture the complex interplay of cultural vari-
ables in cross-cultural research, an under-
standing of culture as a configural or profile
construct seems fruitful (Tsui & Nifadkar,
2007). However, in cross cultural organiza-
tional behavior research little attention has
been given to the configural nature of culture.
Accordingly, the purpose of this research is to
present both holistic and analytic perspectives
on culture and to discuss their implications for
cross cultural organizational research.

Design/Methodology/Results

Different options of identifying patterns or
profiles of cultural value dimensions are pre-
sented and conceptually compared.

Limitations

As a restricted number of cases on country
level is a common problem within cross-
cultural research, the choice of methods and
the interpretation of results should be done
with careful deliberation.

Research/Practical Implications

This study enables researcher and practition-
ers to integrate different perspectives on cul-
ture and to apply the idea of culture as a con-
figural construct in their cross-cultural re-
search.

Originality/Value

Taken together, this study broadens the un-
derstanding of cross-cultural organizational
research by providing an overview and a con-
ceptual classification of different research
methods for value profile recognition.

Resources in an Occupational
Context and their Relations to
Measures of Subjective Well-
being

Session Chair: Michaela Knecht (Univ. of Zurich)
m.knecht@psychologie.uzh.ch

Facilitator: Franciska Krings (Univ. of Lausanne)
franciska.krings@unil.ch

State of the Art

Adverse work conditions have been the focus
of previous research, with emphasis placed on
how factors such as work stress can be detri-
mental to an individual’s health and well-
being. Moreover, a high workload can inter-
fere with the life domains of family and lei-
sure.

New Perspective/Contribution

This symposium has an alternate focus and
rather considers the potential resources indi-
viduals utilize at work and the advantageous
effects of work. Work is considered as a re-
source rather than as a threat to family and
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leisure life. Predictors of work satisfaction
and the perception of one's work as calling, as
well as resources and buffers against work
stress are explored.

Three of the four presentations are associated
with the Individual Project 7 of the National
Centers of Competence in Research (NCCR)
LIVES and financed by the Swiss National Sci-
ence Foundation.

Conclusion and Implications for Re-
search/Practice

Orientations to happiness were positive pre-
dictors of work satisfaction. Work stress was
negatively related to a general belief in a just
world and occupational self-efficacy. On a
cross-sectional basis, we found that more
positive relations between work and the other
life domains were associated with higher life
satisfaction. An intervention study indicated
that the use of strengths at work fostered the
perception of one’s work as a calling.

Thus, the presentations of this symposium
highlight that it is worthwhile to put more
emphasis on resources at the workplace in-
stead of focusing solely on the detrimental
effects of unfavorable work conditions.

Presentations of the Symposium

The experience of work stress: An inves-
tigation of personal resources and buffers
Claire Johnston (Univ. of Lausanne)
Claire.Johnston@unil.ch, Franciska Krings (Univ. of
Lausanne), Marina Fiori (Univ. of Lausanne), Chri-
stian Maggiori (Univ. of Lausanne)

Purpose

This research explores the role of resources in
work stress, simultaneously investigating gen-
eral (just world beliefs- BJW) and context-
specific (occupational self-efficacy) factors.
Believing in a just world helps to cope with
various life difficulties (e.g., Sutton & Douglas,

2005). Yet, the ways in which BJW may help to
cope with work stress is still unknown. We
explored the potential effects of general and
personal BJW (Dalbert, 1999; Lerner, 1965) in
the prediction of general work stress (de Buin
& Taylor, 2005). Further, we examined the
role of occupational self-efficacy comprised of
employees’ confidence to manage workplace
tasks (Schyns & von Collani, 2002).

Design/Methodology

Our representative sample (N =1894, 49.2%
male) consisted of Swiss working adults (M,ge=
42). Participants responded to online or pa-
per-pencil self-report questionnaires of study
variables.

Results

Hierarchical multiple regression showed that
general BJW reduced work stress; personal
BJW had no effect. Occupational self-efficacy
had a direct effect on stress but also acted as
a buffer, lowering stress levels under condi-
tions of high job demands.

Limitations
Given the cross-sectional nature of the study,
no comment on causation is possible.

Research/Practical Implications

This study extends the positive contribution of
BJW beyond that of only personal BJW. It
highlights the adaptive capacity of general
BJW. Also, domain specific self-efficacy can act
as a buffer, particularly in the management of
situational job demands.

Originality/Value

Just world beliefs are related to lower stress
levels independent of context, whereas the
protective function of occupational self-
efficacy appears to be more context based.
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Orientations to happiness at the work-
place: Can they predict measures of work
satisfaction?

Symen Brouwers (Univ. of Zurich)

symenbrouwers@myopera.com, Eva Luciano (Univ.
of Zurich), Willibald Ruch (Univ. of Zurich)

Purpose

Positive psychology mainly focuses on what
makes people happy. One central construct
within positive psychology are the orienta-
tions to happiness. Three orientations are
distinguished: life of pleasure (hedonism), life
of engagement (flow), and life of meaning
(eudaimonia). A life of pleasure (or hedonism)
is described as the principle of “maximizing
pleasure and minimizing pain”. Persons with a
pronounced orientation towards a life of en-
gagement seek challenging activities that are
accompanied by feeling absent and being
completely absorbed. A life of meaning is de-
fined as a life that is lived in accordance with
one’s virtues, as has already been postulated
by Aristotle. All three paths to happiness have
been shown to be robust predictors of subjec-
tive well-being.

Design/Methodology

Based on a sample of over 1,800 Swiss em-
ployed adults, we investigated if (and which)
orientations to happiness are best able to
predict indicators of work satisfaction.

Results/Practical Implications

Similar to life satisfaction, work satisfaction
was also most consistently related to a life of
engagement. When additionally controlling
for further predictors (age, gender, personali-
ty), a life of engagement remained a stable
predictor of several work satisfaction varia-
bles, whereas the predictive impact of both
other orientations was lower. These findings
imply that orientations to happiness are posi-
tively associated with work satisfaction.

Limitations

Further research, based on longitudinal data,
is needed to clarify if the orientations do really
cause work satisfaction.

Originality/Value

To our knowledge, this is one of the first stud-
ies addressing the role of the orientations to
happiness in the work context.

Work as resource for family and leisure

Michaela Knecht (Univ. of Zurich)
m.knecht@psychologie.uzh.ch, Bettina S. Wiese
(RWTH Aachen Univ.), Alexandra M. Freund (Univ.
of Zurich)

Purpose

There is some evidence suggesting that leisure
activities help to increase productivity at work
or to feel more relaxed in the family context
(Fritz & Sonnentag, 2006). In this study, we
turn the relations between the domains of
work, leisure, and family around and test the
hypothesis that work is a resource for the
satisfaction in the domains of family and lei-
sure. We consider three facets of work as a
resource, namely (1) transfer of positive
mood from work to family and leisure, (2)
transfer of competences, and (3) compensa-
tion (cf., Wiese, Seiger, Schmid, & Freund,
2010). The aims are: (1) To describe the de-
gree, to which work serves as a resource for
family and leisure, (2) to investigate the tem-
poral stablility over six months, (3) to analyze
the association of the degree to which work
serves a resource with general and domain-
specific life-satisfaction over time.

Design/Methodology

A two-wave, six-month longitudinal online
study with an intended sample of N= 300 em-
ployed adults aged between 30 and 55 years
and living with their family or partner.

Results
Data collection is still ongoing with t2 starting
in September 2012. We will use structural
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equation modeling to test the hypothesis that
work constitutes a resource for satisfaction in
the family and leisure domain. Cross-sectional
and longitudinal analyses will be reported.

Limitations
Self-report data

Originality/Value

Longitudinal study including the relations of
work with both family and leisure in order to
allow a more comprehensive understanding of
the complex interactions between multiple life
domains.

Your strengths are calling: Preliminary
results of a strengths-based intervention
at work to increase calling

Claudia Harzer (Univ. of Zurich)

c.harzer@psychologie.uzh.ch, Willibald Ruch (Univ.
of Zurich)

Purpose and Originality/Value

Cross-sectional data indicated that the appli-
cation of at least four of the seven highest
character strengths seemed to be crucial for
seeing a job as a calling (Harzer & Ruch, 2012).
The present study aimed at testing the as-
sumed causality empirically for the first time.

Design/Methodology

A sample of 101 employed volunteers (51
males, age: M = 42.70, SD = 10.38, 19-70
years) participated in a random-assignment,
placebo-controlled web-based intervention
study. The intervention group (n=50) was
instructed to use the individually four highest
strengths more often at work for four weeks.
The control group did a modified “You at your
best”-task (cf., Seligman, Steen, Park, & Peter-
son, 2005) for four weeks thinking about situ-
ations in four different contexts where they
excelled. Participant completed the Values in
Action Inventory of Strengths (Peterson, Park,
& Seligman, 2005) and the Calling Scale (Do-
brow & Tosti-Kharas, 2011) before the training
(pretest), directly after the training (posttest

1) as well as three (posttest 2) and six months
(posttest 3) later.

Results

Data analyses showed a significant increase
for calling in the intervention group but not in
the control group from pretest to posttest 1.
Moreover, this higher level of calling in the
intervention group remained in posttest 2 and
3.

Limitations and Research/Practical Implica-
tions

Overall, the data underline the assumed cau-
sality that the application of strengths at work
leads to seeing a job as a calling. Limitations
regarding research design as well as research
and practical implications will be discussed.

Current Approaches to Job
Demands

Session Chairs: Christian Korunka (Univ. of Vienna)
christian.korunka@univie.ac.at, Eva Bamberg
(Univ. of Hamburg) bamberg@uni-hamburg.de

State of the Art

There is general agreement that work has
changed considerably since the introduction
and dissemination of information and com-
munication technologies in the 1980s, and
that political and economic transformation
altered the context of today’s industrial rela-
tions (Cascio, 1995). These ongoing changes
may have negative, but also positive effects
on the employees. As a result of these gen-
eral trends, there is an ongoing debate that
there is a need for new perspectives on job
demands.

New Perspective/Contribution

The symposium combines researchers from
five European countries studying new ap-
proaches to job demands. New job demands
arising from accelerated change are a conse-
qguence from social acceleration processes
(Korunka et al.), leading to negative and posi-
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tive work-related outcomes (Kubicek et al.).
The importance of work intensification is also
shown by a study on job demands among
Swedish public sector employees (Sverke et
al.). The potential effects of work-time related
stressors were found to be mediated by per-
sonal needs of the employees (Tanner et al.).
Another ‘new’ stressor is technostress. Its
negative effects may be alleviated by a trans-
formational leadership style (Venture et al.).
lllegitimate tasks could be another conse-
guence of increased time pressure, showing
its unique contribution to strain in a number
of empirical studies (Jacobshagen et al.).

Conclusion and Implications for Re-
search/Practice

Rapid changes are observable in the working
world. Researchers are challenged to describe,
analyze, and empirically confirm potentially
new job demands. Some of the studies show
that both, negative and positive work related
outcomes of new job demands may be ex-
pected.

Presentations of the Symposium

Job demands arising from accelerated
change: Functional mechanisms and po-
tential outcomes

Christian Korunka (Univ. of Vienna) chris-
tian.korunka@univie.ac.at, Bettina Kubicek (Univ.
of Vienna)

State of the art

There is general agreement that work has
changed considerably with the introduction
and dissemination of ICTs in the 1980s (Green,
2004). Moreover, political and economic
transformation altered the context of today’s
industrial relations. Such ‘accelerated social
changes’ (Rosa, 2005) are expressed in per-
petually changes in work practices, tasks, and
expectations. The validity of knowledge de-
creases (Obschonka et al., 2012). New job

demands arising from accelerated changes are
a consequence of these changes.

New perspectives/Contributions

The goal of this presentation is the description
of demands arising from acceleration related
changes, and the delineation of their func-
tional mechanisms. Work intensification is the
most obvious demand resulting from the ac-
celeration of the speed of work. Intensified job
related autonomy results from deregulation
processes at work, whereas intensified career
related autonomy derives from increasing
uncertainties in the world of work. Social ac-
celeration processes also lead to intensified
learning, resulting in the actualization of skills
and the actualization of knowledge. Depend-
ing on individual appraisal processes, these
demands may have the potential for both,
positive outcomes (job satisfaction, empow-
erment) and negative outcomes (irritation,
emotional exhaustion). The need for addition-
al self control and subsequent energy deple-
tion (e.g., Baumeister et al., 1998) may be
responsible for negative outcomes, whereas
motivational self regulation processes (Deci &
Ryan, 2000) may result in positive job-related
outcomes.

Research/Practical Implications/ Originali-
ty/Value

First empirical studies confirmed the proposed
effects of new job demands arising from ac-
celerated change. Longitudinal studies are
needed because of the inherent time-related
characteristics of these demands.

The ambivalent consequences of work
intensification

Bettina Kubicek (Univ. of Vienna) betti-
na.kubicek@univie.ac.at, Matea Paskvan (Univ. of
Vienna), Christian Korunka (Univ. of Vienna)

Purpose
There is cumulative evidence that work inten-
sity has increased over the past years. Conse-
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quently, work intensification has been recog-
nized as a “new” job demand which causes
strain and emotional exhaustion (Kubicek et
al., 2012). Yet, qualitative research findings
suggest that work intensification not only im-
pairs well-being but also boosts subjective
performance (Aubert, 2009). Mastering an
intensified workload may be perceived as
competence and may therefore confirm an
employee’s self-worth (Gebner et al., 2010),
contributing to subjective performance. To
shed light on the ambivalent consequences of
work intensification, we assessed whether
work intensification is indeed positively relat-
ed to subjective performance and emotional
exhaustion and whether these relations are
mediated by competence and strain, respec-
tively.

Design/Methodology

We tested our hypotheses in a sample of 599
service employees using hierarchical regres-
sion analyses.

Results

Work intensification was positively associated
with subjective performance (b=.11, p<.01).
Entering competence in the regression equa-
tion significantly reduced this relation (b=.07,
p<.05). Beyond that, the positive relation be-
tween work intensification and emotional
exhaustion (b=.41, p<.001) was significantly
reduced (b=.21, p<.001) when strain was in-
cluded as a mediator.

Limitations

In addition to replicating our finding in other
work contexts, future research should identify
resources which alleviate the negative effects
of work intensification.

Research/Practical Implications

Our results imply that job redesign should aim
at reducing intensified workload. Moreover,
stress management trainings should heighten
the awareness for the competence affirmation

effect and the energy depletion effect of work
intensification.

Originality/Value

This study investigates the mechanisms under-
lying the ambivalent consequences of work
intensification.

| don’t have the time to do my job: Job
demands and resources among Swedish
public sector employees

Magnus Sverke (Stockholm Univ.)
magnus.sverke@psychology.su.se, Gunnar Arons-
son (Stockholm Univ.), Victoria Blom (Karolinska
Institutet), Lars Hdsdnen (Stockholm Univ.), Con-
stanze Leineweber (Stockholm Univ.), Eva-Lotta
Nylén (Stockholm Univ.)

Purpose

Working life is characterized by work intensifi-
cation. This trend is evident also in the public
sector where budget cuts result in an in-
creased work load, reduced predictability
about the future, work-life interference, and
lack of opportunities for recovery. Many em-
ployees have to perform their work in conflict
to their professional values, have insufficient
resources to fulfill their tasks, and perceive a
lack of managerial support. The aim of this
paper is to investigate the relative importance
of such job demands and resources for em-
ployee work attitudes, behavior, and well-
being.

Design/Methodology

The data are being collected within an inter-
vention project aimed at reducing job de-
mands and increasing job resources. An on-
line baseline questionnaire is currently being
administered to all employees of a public sec-
tor welfare unit in Sweden.

Results

Time 1 results investigating the relative im-
portance of various job demands and re-
sources will be presented.
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Limitations

The cross-sectional nature of the baseline data
provides preliminary understanding of the
importance of demands and resources for
employee work attitudes and well-being.
These data will subsequently be supplement-
ed by follow-up data, also from a comparison
organization, to investigate relations over
time.

Research/Practical Implications

The paper has great opportunities of identify-
ing important job demands and resources
relevant for employee work attitudes, behav-
ior and well-being, and reveal important ave-
nues for management strategies aimed at
balancing job demands with adequate re-
sources.

Originality/Value

The study adds to the literature by taking a
broad perspective on job demands and re-
sources in contemporary working life and by
identifying important demands in service pro-
duction.

Working time-related stressors of hospi-
tal physicians: An investigation of medi-
ated relationships to health

Grit Tanner (Univ. of Hamburg)
grit.tanner@uni-hamburg.de, Eva Bamberg (Univ.
of Hamburg), Maren Kersten (BGW), Agnessa Ko-
zak (Univ. Medical Center Hamburg Eppendorf),
Daniela Delfs (Univ. Medical Center Hamburg Ep-
pendorf), Albert Nienhaus (Univ. Medical Center
Hamburg Eppendorf)

Purpose

Previous research proved a crucial meaning of
working hours in daily work of hospital physi-
cians (e.g., Keller, Aulike, Bohmert, &
Nienhaus, 2010). Several additional studies
demonstrated ambiguous relationships be-
tween working time and aspects of health
(e.g., Barnett, Gareis, & Brennan, 1999). This
study aims to examine several mediating ef-
fects in relationships between hospital physi-

cians’ working time and aspects of health to
clarify these ambiguous relationships.

Design/Methodology

Data were collected in an online survey in
German hospitals. Several aspects of hospital
physicians’ working time (e.g., weekly working
hours, time pressure) were measured with
items developed on the basis of studies con-
cerning hospital physicians’ working condi-
tions (Barnett et al., 1999; Keller, 2010). These
items were validated in a pre-test. Additional-
ly, aspects of health were measured, such as
burnout and sleeping problems.

Results

Several significant mediations were proved in
path analysis-based mediation analyses. Fit of
working time and personal needs was found
to function as mediator also as moderateness
of working hours. Furthermore, work-related
strain was demonstrated as mediator in some
relationships.

Limitations

At this moment, a causal interpretation of
these results is not possible. The findings
should be examined in a longitudinal study.

Research/Practical Implications

The study proved several mediators in rela-
tionships between working time and aspects
of health on a sample of hospital physicians.
Future research should investigate the medi-
ating function of the proved factors in other
occupations. The results provide approaches
for improving working time in hospitals.

Originality/Value
The results of this study are an important step
in the clarification of impacts of working time.
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lllegitimate tasks — A meaningful stressor
across countries

Nicola Jacobshagen (Univ. of Bern)
nicola.jacobshagen@psy.unibe.ch, Franziska
Tschan (Univ. of Neuchdtel), Achim Elfering (Univ.
of Bern), Laurenz L. Meier (Univ. of South Florida),
Eva Bejerot (Stockholm Univ.), Gunnar Aronsson
(Stockholm Univ.), Norbert K. Semmer (Univ. of
Bern)

Purpose

Task characteristics have been a focus of oc-
cupational stress research for many vyears.
Workload and conflicting expectations have
been especially prominent in this research.
Recently, an additional feature of tasks as a
source of stress has been suggested: Their
perceived lack of legitimacy. We consider
tasks to be illegitimate to the extent that it is
perceived as improper to expect employees to
do them. For example, tasks can fall outside of
the range of one’s occupation or role differ-
ences within a profession, such as when em-
ployees are assigned tasks that do not match
their levels of experience.

Design/Methodology

We discuss our research with the Bern lllegit-
imate Tasks Scale in different countries - Swit-
zerland (French and German part), Sweden,
and Germany - analyzing scale properties
(measurement models) and associations of
illegitimate tasks with strain (six data sets,
N=2498).

Results

The Bern lllegitimate Tasks Scale was shown
to be a sound measure, and it explained vari-
ance in several strain parameters, above and
beyond the effects of other important predic-
tors (stressors and resources).

Limitations
All studies were questionnaire studies.

Research/Practical Implications
Illegitimate tasks need more attention from
supervisors; they should be part of manage-

ment training. Research should be extended
to other designs (e.g., diary studies) and to
investigating moderators of the effect of ille-
gitimate tasks (e.g., breadth of role definition).

Originality/Value

Our studies show that not just work demands
or resources count with regard to stress, but
also the perceived legitimacy of demands.

How technostress and transformational
leadership are related to self-efficacy: A
multilevel study

Merche Ventura (Univ. Jaume |, Castellon)
mventura@uiji.es, Marisa Salanova (Univ. Jaume |,
Castellon), Susana Llorens (Univ. Jaume I, Castel-
Ion)

Purpose

This study examines how the individual level
of technostrain (i.e., exhaustion, skepticism,
anxiety and inefficacy related to technology
use) may relate to self- efficacy within a multi-
level analytical context. We expect that: (1)
technostress relates negatively with self-
efficacy, (2) employee’s collective perceptions
of transformational leadership style relate
positively to self-efficacy, and, (3) leadership
style would moderate the relationship be-
tween technostrain and self-efficacy.

Design/Methodology

For this study, we sampled 387 workers of an
online university (teacher staff and admin-
istration) in Spain distributed in 43 work units.

Results

A multilevel analysis shows that technostrain
is negatively related to self-efficacy. The em-
ployee’s collective perceptions of leadership
style are directly and positively related to self-
efficacy. Finally and contrary to our expecta-
tions we did not find a significant interaction
effect of leadership style on self-efficacy.

EAWOP Congress 2013 Miinster

101


file:///C:/Users/ghertel/AppData/Local/Temp/nicola.jacobshagen@psy.unibe.ch
file:///C:/Users/ghertel/AppData/Local/Temp/mventura@uji.es

Employee well-being

Symposia

Limitations

A related limitation of cross-sectional research
is the potential concern of common method
bias. In addition to the aforementioned limita-
tion in future research, should attempt to
replicate this model in a bigger sample and
consider more social resources that influence
the levels self-efficacy.

Research/Practical Implications

The results suggest that teleworkers with
technostrain perceived lower levels of self-
efficacy, feeling unable to successfully per-
form their tasks at work. However, the results
indicate that transformational leadership as
perceived by the team has a translevel effect
on self-efficacy.

Originality/Value

This study shows multilevel antecedents of
self-efficacy such as technostress and trans-
formational leadership.

Daily Work Engagement

Session Chairs: Arnold B. Bakker (Erasmus Univ.
Rotterdam) Bakker@fsw.eur.nl, Evangelia Deme-
routi (Eindhoven Univ. of Technology)
e.demerouti@tue.nl

State of the Art

Most research on work engagement has used
a between-person or “trait” approach, focus-
ing on differences between individuals in
terms of their levels of vigor, dedication, and
absorption. This research has revealed that
engagement is the result of relatively stable
job demands and resources, as well as rela-
tively stable individual differences (personality
and personal resources). Possible short-term
fluctuations in engagement and their deter-
minants have, however, largely been neglect-
ed.

New Perspective/Contribution

This symposium brings together five contribu-
tions from three European countries focusing
on short-term, within-person fluctuations in

work engagement. The diary studies focus not
only on day-to-day changes in engagement,
but also on fluctuations in engagement within
the working day (episodes, momentary en-
gagement). The results clearly indicate that
engagement fluctuates from one episode to
the other, and from morning to afternoon. In
addition, the findings indicate the importance
of daily need satisfaction, emotion manage-
ment, recovery, leadership, and mindfulness
for the daily and momentary experience of
work engagement.

Conclusion and Implications for Re-
search/Practice

A consistent finding across studies is that we
are able to predict fluctuations in daily and
momentary engagement at work. This insight
adds to our knowledge of work engagement,
and pleas for more dynamic theoretical mod-
els that include a temporal perspective and
feedback loops. In addition, the finding that
work engagement is a fluctuating state opens
the door for new interventions in organiza-
tions, such as daily job crafting, daily resource
building, and mindfulness training, perhaps
through new technological devices (e.g., tab-
lets).

Presentations of the Symposium

How daily job crafting increases momen-
tary work engagement: A day reconstruc-
tion study

Wido Oerlemans (Erasmus Univ. Rotterdam)
oerlemans@fsw.eur.nl, Arnold B. Bakker (Erasmus
Univ. Rotterdam)

Purpose

Research suggests that employees can in-
crease their own work engagement through
proactive job crafting behaviours. In the pre-
sent study, we tested the hypothesis that daily
job crafting would influence work engagement
at the work-activity level (momentary en-
gagement), through the satisfaction of three
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basic psychological needs (autonomy, compe-
tence, and relatedness).

Design/ Methodology

Eighty employees filled out a survey and a day
reconstruction diary on five consecutive
workdays. Job crafting was measured at the
day level, whereas psychological need satis-
faction and work engagement were measured
during work activities over the course of a
work day. The dataset included 297 workdays
and 2270 work activities.

Results

Multi-level analyses showed that daily job
crafting behaviors aimed at increasing struc-
tural and social resources led to a higher work
engagement at the work activity level. Moreo-
ver, psychological need satisfaction at the
work-activity level mediated direct effects of
day-level job crafting on momentary work
engagement. Specifically, the effect of daily
crafting of structural job resources on mo-
mentary engagement was mediated by the
momentary satisfaction of the needs for au-
tonomy and competence, and the effect of
daily crafting of social job resources on mo-
mentary engagement was mediated by the
momentary satisfaction of the need for relat-
edness.

Limitations
This study used a small sample and the focus
is one working week.

Practical Implications

The findings show that employees can influ-
ence their own engagement during the day
through job crafting behaviors.

Originality

This is the first study that investigates how
day-level job crafting affects momentary work
engagement.

Daily work engagement in an emotionally
demanding context: An episodic ap-
proach

Despoina Xanthopoulou (Univ. of Crete)
dxanthopoulou@psy.soc.uoc.gr

Purpose

An episodic approach was adopted to explain
within-person fluctuations in work engage-
ment over the course of emotionally demand-
ing interactions with clients. It was expected
that engagement varies significantly within
the same person from one interaction (epi-
sode) to the other, over a workday. Further, it
was hypothesized that employees who per-
ceive their work as emotionally demanding
are more likely to experience emotional dis-
sonance during the interaction that, in turn,
relates negatively to their engagement. Con-
sequently, engagement relates negatively to
cognitive weariness at the end of the interac-
tion. Finally, it was hypothesized that emo-
tional intelligence moderates the relationship
between emotional demands and dissonance
and between dissonance and work engage-
ment in a way that these relationships are
weaker for emotionally intelligent employees.

Design/Methodology

Thirty-five bank employees filled out a survey
and a diary for five interactions with different
clients during a workday.

Results

Engagement showed significant within-person
fluctuations over the different work episodes.
Furthermore, general perceptions of emotion-
al demands related positively to emotional
dissonance during the interaction, which in
turn related negatively to engagement. Also,
engagement mediated the positive relation-
ship between emotional dissonance during
the interaction and cognitive weariness at the
end of the interaction. The moderating effects
of emotional intelligence were not supported.
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Limitations
Future studies could replicate these findings in
samples from various service occupations.

Practical Implications

These findings imply that each interaction at
work plays a significant role for employee
well-being.

Originality

This is one of the first studies to explain work
engagement during different episodes with
clients.

Within-day changes of work engagement:
The role of psychological detachment and
re-attachment to work

Sabine Sonnentag (Univ. of Mannheim)
sonnentag@uni-mannheim.de

Purpose

Research has shown that work engagement
fluctuates from day to day. In addition, work
engagement may even change within a work-
ing day. This study examines within-day
changes of work engagement and predictors
of this change. It focuses on psychological
detachment from work (i.e. gaining mental
distance from work) during the previous even-
ing and re-attachment to work (i.e., mentally
preparing for work) in the morning.

Design/Methodology

Data were gathered from 167 persons over
the course of ten days, both in the morning
and in the afternoon (total of 2,868 measure-
ments).

Results

Multi-level modeling showed that work en-
gagement was higher in the morning than in
the afternoon, with both detachment from
work in evening and re-attachment to work in
the morning predicting of work engagement
throughout the day. Re-attachment to work in
the morning attenuated the decline of work
engagement from morning to afternoon: on

days when employees mentally prepared for
work in the morning they maintained a rela-
tively high level of work engagement during
the whole day.

Limitations

This study focused on employees’ mental con-
nections to work before starting the working
day; resources available at work that may also
influence within-day changes of work en-
gagement were neglected.

Research/Practical Implications

Employees should be encouraged to detach
from work in the evening and to re-attach to
work in the working.

Originality/Value

This is one of the first studies showing that
work engagement changes during the day and
that mentally re-attaching to work is an im-
portant factor in this process.

Transformational leadership and follower
work engagement: A diary study on the
process

Kimberley Breevaart (Erasmus Univ. Rotterdam)
breevaart@fsw.eur.nl, Arnold B. Bakker (Erasmus
Univ. Rotterdam), Jorn Hetland (Univ. of Bergen),
Evangelia Demerouti (Eindhoven Univ. of Techno-

logy)

Purpose

Transformational leaders positively affect
organizational and employee outcomes, like
job performance and organizational citizen-
ship behavior. Although researchers have ex-
amined outcomes of transformational leader-
ship, they have largely neglected why trans-
formational leadership relates to these out-
comes. Besides, although some researchers
argue that it may be interesting to study how
transformational leadership operates within a
short-time period, it has received little re-
search attention. In this study, we hypothe-
sized that the relationship between daily
transformational leadership and employee
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work engagement is sequentially mediated by
day-levels of job resources (social support and
autonomy) and daily levels of need fulfillment
(autonomy, relatedness, and competence).

Design/Methodology

In this diary study, 61 navel cadets filled out
the questionnaire on a daily basis over a peri-
od of two weeks.

Results

Multilevel regression analyses revealed that
daily transformational leadership was posi-
tively related to daily work engagement. This
relationship was fully mediated by daily job
resources and daily need fulfillment. Contrast
effects showed that both job resources were
equally important mediators in this relation-
ship.

Limitations

Future research could focus on transforma-
tional leadership as rated by the leaders and
could include multiple resources besides the
two that were used in this study.

Research/Practical Implications

This study shows that transformational lead-
ers can play an important role in their follow-
ers work engagement on a daily basis.

Originality/Value

This study responds to the call for research on
mediators linking transformational leadership
to follower outcomes. It also shows that trans-
formational leadership can be examined on a
daily basis, thereby opening doors for new
research questions.

Mindfulness and work engagement: Evi-
dence from a diary and an intervention
study

Ute Hulsheger (Maastricht Univ.)
Ute.Hulsheger@maastrichtuniversity.nl, Hugo
JL.E.M. Alberts (Maastricht Univ.), Alina Feinholdt
(Maastricht Univ.), Jonas W.B. Lang (Maastricht
Univ.)

Purpose

Mindfulness, a state of consciousness in which
individuals attend to ongoing events and ex-
periences in a receptive and non-judgmental
way, has started to garner attention in the 10

literature in the last two years. Building on
theoretical work on the potential role of mind-
fulness for work-related outcomes and on the
mindfulness literature we propose that mind-
fulness is related to and affects daily work
engagement.

Design/Methodology

Study 1 was an experimental field study in-
volving 74 employees who were randomly
assigned to a mindfulness self-training inter-
vention group or to a no-training control
group. Study 2 was a 5-day diary study involv-
ing 30 employees providing a total of 150 daily
reports of naturally occurring state mindful-
ness and work engagement in the morning,
during work, and after work.

Results

Study 1 revealed that the mindfulness inter-
vention led to increases in daily work en-
gagement. Study 2 showed that T1 mindful-
ness (e.g. morning, during work) was signifi-
cantly related to T2 work engagement (e.g.
during work, end of work). There was also
evidence of reverse causation.

Limitations
Findings of Study 2 remain to be replicated in
a larger sample.

Research/Practical Implications

Apart from theoretical implications for the
mindfulness and work engagement literatures,
the present findings have important practical
implications by showing how mindfulness-
based interventions in organizations may help
increase employee work engagement.
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Originality/Value

These are, to our knowledge, the first studies
to highlight the role of mindfulness for work
engagement

Position Papers

Employee Social Liability

Rachel Lopes Morrison (AUT Univ., NZ)
rachel.morrison@aut.ac.nz, Keith Alexander Macky
(AUT Univ., NZ)

State of the Art

This paper extends current thinking on social
and relationship capital to explore the notion
that employees can also have social liabilities;
relationships that work in opposition to any
benefits accrued due to having high social
capital.

Social Capital

Social capital is a broad, multilevel term ap-
plied to nations (Fukuyama, 1995), communi-
ties (Putnam, 1995), organizations (Leana &
VanBuren, 1999), groups (Sorbel, 2002), and
individuals (Labianca & Brass, 2006). Most
people are embedded in social networks and
can therefore take advantage of the wider
relationships in which their ties are embed-
ded. At the individual (personal relationship)
level of analysis, social capital describes “cir-
cumstances in which individuals can use mem-
bership in groups and networks to secure ben-
efits” (Sobel, 2002, p.139). It is essentially the
sum of the resources that accrue to an indi-
vidual by virtue of possessing networks (Bour-
dieu & Wacquant, 1992). Social capital there-
fore has positive valence but is a matter of
degree in that, while almost everyone has it,
some have more social capital than others.

In this paper, we look specifically at the work-
place as the context for these ties and focus
on the individual employee as our level of
analysis. Thus, if an individual’s social capital is

his or her network of social connections that
assist them in functioning in society (Coleman,
1990), employee social capital is an employ-
ee’s network of social connections that assist
them in functioning at work(i.e. in their role as
employees).

Relationship Capital

Relationship capital is that aspect of social
capital derived from individual interpersonal
relationships, and the value obtained from
each relationship within the individual’s social
network (Clydesdale, 2009). Central here is
the notion that functional relationships are
“an asset that needs to be developed and
maintained” (Clydesdale, p. 183), the assump-
tion being that ‘more is better’. Relationship
capital is currently conceptualized and meas-
ured based on two components; trust and
reciprocity (Kouvonen et al., 2008; Suzuki et
al., 2010). Good relationships are therefore
those with high levels of trust and reciprocity,
and the assumption is that, the more one has
of these, the higher the individual relationship
capital.

New Perspective/Contribution

While some researchers have noted that bad
working relationships may inhibit attaining
tasks goals (e.g., Clydesdale, 2009), and that
there are resource costs inherent in maintain-
ing ‘useless’ social connections (Gabbay &
Leenders, 2001), the notion that there may be
social relationship liabilities as the antithesis
to social capital does not appear to have been
fully canvassed.

Relationship Liability

A social network can be (or become) dysfunc-
tional in many ways. For example, by having
negative relational norms (such as non-
disclosure, favouritism, bullying or sabotage),
or by containing individuals with whom nega-
tive relationships exist, and where there is a
lack of trust and/or reciprocity within the
network. Negative social relationships are
characterized by the intensity of dislike of
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employees to other workers created during
their working relationships (Labianca & Brass,
2006). Clydesdale (2009) also mentions (albeit
briefly) the notion of relationship liability stat-
ing, “...a bad working relationship is a liability
that places barriers to the attainment of tasks
and goals.” (p. 183). Labianca and Brass (2006)
also proposed that negative social capital
could arise from negative relationships with
others that detract from work and well-being.

Our point of departure is to conceptualise
relationship liability as a stand-alone con-
struct, rather than simply equating to low
social capital. And rather than conceptualise
social capital or relationship capital as being
on a continuum of sorts (from high to low)
(e.g.,Kouvonen et al., 2008; Suzuki et al., 2010)
we propose, instead, that relationship capital
and relationship liability are independent of
one another; that it is possible, within any
social network, for an employee to have rela-
tionships that contribute to relationship capi-
tal and others that contribute to relationship
liability, and some that might do both depend-
ing on circumstance.

We posit that individuals can therefore have
high (or low) levels of both relationship liabil-
ity and relationship capital, and that relation-
ship liability might not directly detract from
relationship capital. While high levels of both
would be extraordinarily resource consuming
(in terms of managing both positive and nega-
tive relationships), low levels of both could
suggest impoverished social networks leading
to social isolation and marginalisation from
organisational support and power structures.
It might also be possible for ‘good’ relation-
ships at work (i.e., those with high levels of
trust and reciprocity) to be a liability due to
their maintenance costs, potential for task
distraction, and higher normative perfor-
mance pressures.

We aim to test such propositions by develop-
ing a scale of relationship capital and relation-

ship liability with different items for each con-
struct. Relationship capital would include trust
(Most people | work with can be trusted) and
reciprocity (Most of the time people in my
company try to be helpful) items. The relation-
ship liability sale would include mistrust (/
can’t be too careful in dealing with the people
| work with) and negative work behaviours (/
suspect that people who | work with are ac-
tively working against me), and also a third
factor, social demand (My workmates take up
time | would rather spend on my job).

Conclusion and Implications for Re-
search/Practice

If relationship liabilities can be shown to be a
construct independent to relationship capital,
there are important implications for research
examining the impact of social networks on
workplace outcomes for employees, teams,
work groups, and to the managers of such
individuals. The variance of numerous well-
being and outcome variables, including job
satisfaction, turnover intention, stress, team
conflict, and organisational climate, might also
be expected to covary with both individual
relationship capital and the extent of relation-
ship liability an employee holds. Furthermore,
it would be interesting to determine if some
individuals, perhaps because of their personal-
ity or social skills, acquire social liability more
readily than others thereby making it a staff-
ing and team composition issue. The potential
effects of relationship liability to an individual
in terms of their engagement and well-being,
the ability to cope with stressful work envi-
ronment and, perhaps more importantly, ac-
tually causing stress to others has yet to be
measured or appreciated.
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The nature of psychological conditions of
work engagement among employees at a
tertiary institution in Durban, South Afri-
Cca

Joey Buitendach (Univ. of KwaZulu-Natal, ZA)
buitendach@ukzn.ac.za, Gamuchirai Chikoko (Univ.
of KwaZulu-Natal, ZA)

Purpose

The objective of this study was to investigate
the relationship between three psychological
conditions namely, psychological meaningful-
ness, psychological safety, and psychological
availability, job characteristics and work en-
gagement. Furthermore, the study sought to
investigate the mediating effects of psycholog-
ical conditions on the relationship between
work engagement and job characteristics.

Design/Methodology

A cross-sectional survey design was used with
guestionnaires as data gathering instruments.
The sample consisted of 150 employees at a
tertiary institution. Descriptive statistics
(mean, standard deviation, kurtosis, skewness,
cronbach alpha) was used. Pearson —-moment
correlation coefficients and multiple regres-
sions were used to analyse the data. Structural
equation modelling were used to determine
the mediating effect.

Results

The result showed that that psychological
meaningfulness was the strongest predictor of
work engagement and that is mediates the
relationship between job characteristics (job
enrichment, work role fit and rewarding co-
worker relations). Psychological availability did
not predict work engagement but indicated a
statistically significant correlation with cogni-
tive, emotional and physical resources.

Limitations

The first limitations is that 500 questionnaires
were send out and only 150 were returned,
which gives a response rate of 30%. Secondly,
self-report questionnaires were used and no
causal inferences could be made. This was a
cross-sectional researh design and a longitu-
dinal research design would add more value.

Research/Practical Implications

Firstly, the concepts need further research.
Secondly, the design of intervenventions to
enhance psychological conditions could en-
hance work engagement.

Originality/Value

The psychlgoical conditions of employees at
this teriatry institions were not been ad-
dressed before and this gave alops an oppor-
tunity to determine the psychometric proper-
ties of the psychological conditions scale.

Structural confirmation of the French
version of the Oldenburg Burnout Inven-
tory (OLBI)

Arnaud Angenot (Univ. of Liége, BE)
arnaud.angenot@ulg.ac.be, Isabelle Hansez (Univ.
of Liege, BE)

Purpose

This study refers to the validation of the OlI-
denburg Burnout Inventory (OLBI) in a Belgian
population. First, the traditional two-factor
structure of the instrument, an alternative
two-factor model and a one-factor structure
were tested. Stability and generalizability of
these models were then investigated using
replications across various samples. The final
objective was to determine relations between
OLBI’s two dimensions and constructs such as
positive and negative occupational states,
intention to quit, job satisfaction, supervisor’s
support and routinization.
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Design/Methodology

Data gathered from nine samples were used.
This represented nearly 4000 participants
from different activity sectors. A calibration
sample, a validation sample and six different
replication samples were investigated. The
last sample was used to test convergent and
discriminant validity.

Results

Confirmatory factor analyses showed that the
traditional two-factor model as well as the
alternative two-factor structure fits the data
better than a one-factor model. Moreover,
convergent and discriminant validity assump-
tions are confirmed.

Limitations

The results are not generalizable to the entire
Belgian population because of their focus on
the French-speaking individuals.

Research/Practical Implications

These results validated the French version of
the OLBI in a Belgian population. It contributes
to help researchers wishing to use an adapted
tool for the measurement of burnout within
the territory.

Originality/Value
It seems that this study is the first to test the
validity of the OLBI in a French-speaking Bel-
gian population.

Burnout beyond the individual: Societal
influences on burnout and its processes
Diana Boer (Jacobs Univ. Bremen, DE)
diana.boer@gmx.net, Ronald Fischer (Victoria

Univ. of Wellington, NZ), Yen-Ping Chang (National
Taiwan Univ., TW)

Purpose

This presentation provides novel perspective
on societal influences on mean levels and pro-
cesses of emotional exhaustion. More pre-
cisely, we investigate whether cultural values,
societal wealth and population descriptors

(such as density) influence the extent to which
emotional exhaustion is experienced and
buffered by support mechanisms.

Design/Methodology

Two country level meta-analyses were con-
ducted. The first meta-analysis assessed the
influence of individualism and societal wealth
on average levels of emotional exhaustion
while controlling for methodological and sam-
pling variations. The second meta-analysis
tests whether cultural values, societal wealth
and population density influence the buffering
mechanism of social support on emotional
exhaustion.

Results

The multilevel analysis showed that (a) lower
mean levels of emotional exhaustion were
associated with individualism, whereas wealth
was not a unique predictor, and (b) social sup-
port has lower effects on reducing emotional
exhaustion with increasing societal population
density, while different sources of social sup-
port show varying buffering effects.

Limitations

Individual level factors are not considered in
this meta-analytical approach. Additional cul-
tural and social influences are likely.

Research/Practical Implications

These results indicate important context influ-
ences on the levels and processes of employee
wellbeing. Greater autonomy influences em-
ployee wellbeing positively while greater
wealth only contributed indirectly to wellbe-
ing. Population density may be an additional
source of stress which affects inter-individual
support mechanisms for preventing and re-
ducing negative employee wellbeing.

Originality/Value

Novel meta-analytical methods are employed
for revealing country level influences on the
psychological mechanisms of employee well-
being.
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Fatigue, vigor and dedication: the role of
job-related emotions

Beata Aleksandra Basinska (Gdansk Univ. of Tech-
nology, PL) bbas@pg.gda.pl, Izabela Wiciak (Police
Academy in Szczytno, PL), Anna Maria Daderman
(Univ. West, Trollhdttan, SE)

Purpose

The aim of the study was to examine the role
of job-related positive and negative emotions
between acute fatigue at work and engage-
ment. We tested two components of engage-
ment: vigor (energetic aspect) and dedication
(motivational aspect). We hypothesized that
negative emotions mediate in energy deple-
tion process and positive emotions mediate in
broadening of energetic and motivational
resources.

Design/Methodology

Fatigue was measured by an index in accord-
ance with the Japan Society for Occupational
Health. The Utrecht Work Engagement Scale —
short version (UWES) was used to evaluate
vigor and dedication (Schaufeli, Bakker, &
Salanova, 2006). Job-related affective well-
being (JAWS) was used to assess positive and
negative emotions (Van Katwyk et al., 2000).
The study group consisted of 174 police offic-
ers (the average tenure of 10 years, range 1-
23).

Results

Baron and Kenny approach and the Sobel test
supported our hypotheses. Fatigue was more
negative related to vigor than dedication. We
observed that positive and negative emotions
fully mediated between fatigue and vigor
(large effect size f = .36). Additionally, posi-
tive emotions fully mediated between fatigue
and dedication (medium effect size f = .16).
We confirmed these results by the Sobel test.

Limitations
The correlational design was applied.

Research/Practical Implications

Our results indicate that in police officers posi-
tive emotions may lead to broadening of en-
ergetic and motivational resources and nega-
tive emotions may reduce energetic ability to
work among police officers.

Originality/Value

To our knowledge the study is one of the first
to simultaneously analyze the role of positive
and negative emotions in the profession with
a high psychosocial risk at work.

Trends in and longitudinal trajectories of
work intensification. Empirical evidence
from international datasets

Matea Paskvan (Univ. of Vienna, AT)
matea.paskvan@univie.ac.at, Bettina Kubicek
(Univ. of Vienna, AT), Christian Korunka (Univ. of
Vienna, AT), Roman Prem (Univ. of Vienna, AT),
Cornelia Gerdenitsch (Univ. of Vienna, AT)

Purpose
This study aims to complement previous re-
search on work intensification by showing
current trends and longitudinal trajectories of
work intensity as well as by identifying risk-
groups.

Design/Methodology

We analysed representative datasets from
Europe and the US from 2000 onwards. Cross-
sectional data (EWCS) were analysed with
trend analyses, panel data (G-SOEP, N=24219;
HRS, N=8651) were analysed using Growth
Mixture Modeling.

Results

Work intensification occurred in Germany,
Spain and France, but not in Finland and the
UK (EWCS). Generally, less educated workers
are the most affected. Based on panel data
four (G-SOEP, entropy=.63) and three (HRS,
entropy=.61) classes of work intensity trajec-
tories were identified, indicating that employ-
ees can be assigned to distinct groups, differ-
ing in the amount of experienced work inten-
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sification. In Germany and the US, two compa-
rable groups emerged, making up around 80%
of the samples. One group was characterized
by continuous high levels of work intensity (G-
SOEP, 55.2%; HRS, 36.2%), the other group by
a slight increase in work intensity starting
from a low level (G-SOEP, 26.2%; HRS, 53.1%).
Compared to the ‘high-level group’ members,
the ‘slight-increase group’ members were less
educated, older and more likely to be male.

Limitations

No conclusions regarding work-related out-
comes or well-being can be drawn. Future
research should therefore compare groups of
work intensity trajectories regarding these
aspects.

Research/Practical Implications

As European and American employees are
confronted with work intensification or con-
tinuous high levels of work intensity, protec-
tive factors for future work are becoming
more important.

Originality/Value

This is the first study analysing longitudinal
change patterns and identifying ‘risk-groups’
concerning work intensification.

Technological advances in working prac-
tices: Implications for employee psycho-
logical well-being

Tina Kowalski (Univ. of Edinburgh Business School,
UK) tina.kowalski@ed.ac.uk

Purpose

Rapid, and revolutionary, technological ad-
vances, such as the increasing automation of
job roles, have occurred in Western society in
recent years. These have changed the way we
live our lives and also have implications for the
way we work (Hislop and Axtell, 2009). Ac-
cording to the conservation of resources
(COR) theory “promotion of wellbeing and
prevention of stress depend on the availability

and successful management of resources”
(Hobfoll, 2001). Drawing on this theory, this
paper explores how some technological
changes have restricted the availability of
resources to employees, and led to the deper-
sonalisation of the workplace.

Design/Methodology

A mixed-methods case study of a large public
sector organisation in the UK was conducted.
Findings from the semi-structured interviews
(n=31) and from qualitative diaries, which
were completed twice a day for a two week
period (n=11), will be presented here.

Results

Drawing on principles of Grounded Theory
(Glaser and Strauss, 1967), qualitative analysis
established that technological changes influ-
encing working practices can affect access to,
and availability of social support and, the po-
tential adverse effects of this on employee
well-being.

Limitations
Findings and implications will be pertinent to
certain professions, or to specific job roles.

Research/Practical Implications

Results suggest that organisations need to be
aware of the potential adverse effect on em-
ployee well-being of technological changes
aimed at achieving organisational level goals,
and to consider ways to offset these.

Originality/Value

To date, few studies in work and organisation-
al psychology have qualitatively explored the
effects of technological changes in working
practices on employee psychological well-
being.

Beyond task-related stress — New ways of
researching stress in flexible work ar-
rangements

Tim Vahle-Hinz (Univ. of Hamburg, DE)
tim.vahle-hinz@uni-hamburg.de
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Purpose

Employment has altered in the last decades.
Flexible work arrangements like temporary
work have grown in importance. This has im-
plications for stress research. Specific stress,
stemming from the employment itself is not
covered by classical task-related stress con-
cepts like the job-demand-control model.
Within flexible work, stress needs to be as-
sessed concerning both task-related stress and
employment-related stress. Drawing on JD-R
theory we aim to expand Lewchuck et al.’s
(2005) concept of employment strain and
introduce employment-related demands and
resources.

Design/Methodology

We conducted two surveys: In Study 1
(N=167), a new instrument capable of measur-
ing employment-related demands and re-
sources was developed. In Study 2 (N=512)
the instruments structure was confirmed.
Furthermore we tested for incremental validi-
ty of employment-related demands and re-
sources beyond task-related aspects of stress.
Thirdly, we addressed possible interactions
between employment-related stress and task-
related stress.

Results

EFA led to a 12 factor model that was con-
firmed with CFA in the second study. Hierar-
chical regression analysis provided evidence
for incremental validity, moderated regression
analysis revealed significant interactions.

Limitations

Both our samples were young and some par-
ticipants pursued an alternate career to their
current one. This might underestimate the
effect of conventional task-related stress in
our samples.

Research/Practical Implications

It might be that employees in flexible work
arrangements are under a double risk: 1. They
face poor designed jobs and 2. They are con-

fronted with new sources of stress, stemming
from the employment itself.

Originality/Value

We advance stress research as we provide
empirical evidence for the employment rela-
tionship as a new source of stress within flexi-
ble work.

Short-term effects of task restructuring
on well-being: The buffering potential of
workplace-learning

Irina Nikolova (Open Univ., NL)
irina.nikolova@ou.nl, Joris van Ruysseveldt (Open
Univ., NL), Hans De Witte (KU Leuven, BE), Jef Sy-
roit (Open Univ., NL)

Purpose

Organizations need to be able to effectively
implement structural changes in order to
adapt to the dynamic environment. In this
paper we focus on task restructuring as one
of the most frequently occurring types of
change in contemporary knowledge society.
In spite of its evident prevalence, until now
research on task restructuring and employ-
ees well-being has been scarce. In this paper,
based on Conservation of Resources Theo-
ry, we argue that task restructuring has a neg-
ative effect on employees well-being (in
terms of emotional exhaustion and vigor) in
the short-term. Furthermore, we advance
that opportunities for learning through reflec-
tion and experimentation, as well as recently
acquired KSAQ’s can serve as a buffer in the
relation between task restructuring and well-
being.

Design/Methodology
Hierarchical regression analyses and simple
slope analyses have been conducted in order
to test the research hypotheses on a large
representative sample of the Dutch working
population (N = 1711).
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Results

Task restructuring had a positive influence on
emotional exhaustion but did not significantly
affect employees’ vigor. Furthermore, recently
acquired KSAQ'’s, as well as opportunities for
reflection and experimentation buffered the
relation between task restructuring and emo-
tional exhaustion. Opportunities for reflection
and experimentation moderated the relation
between task restructuring and vigor as well.

Limitations

The hypotheses in this study have been tested
on cross-sectional data. Hence we could not
draw conclusions on the directionality of the
hypothesised relations.

Originality/Value

This study adds to the scarce research on the
effects of task restructuring on well being.
Additionally, it suggests that workplace learn-
ing has the potential to mitigate the negative
relation between task restructuring and well-
being.

Contact center as new forms of work or-
ganization: The triangular relationship
between worker, contact centers and
contractors and well-being at work

Julie De Cia (Liége Univ., BE) julie.decia@ulg.ac.be,
Frédéric Naedenoen (Liége Univ., BE), Frangois
Pichault (Liege Univ., BE), Isabelle Hansez (Liege
Univ., BE)

Purpose

The new forms of work organization are char-
acterized by different evolutions: multiple
workers status, fragmentation of collective
work, etc. Among these evolutions, the trian-
gular relationship between worker, employer
and contractors and the intervention of con-
tractors in work organization (Marchington et
al., 2004) may be particularly affecting the
well-being of workers. This research focus on
contact center as a new form of work organi-
zation to investigate the influence of the tri-

angular employment relationship on well-
being at work.

Methodology

A quantitative and qualitative approach was
used. A survey based on Job Demand-
Resources Model (Bakker, Demerouti &
Schaufeli, 2003) was conducted among 400
operators from Belgian contact centers to
compare internal, outsourced and external
contact centers. Three case studies allowed
exploring more deeply the influence of trian-
gular employment relationship on well-being.
Finally, focus-groups with unions and man-
agement representatives helped us to design
some practical recommendations.

Results

Quantitative results indicate that operators
from outsourced and external contact centers
have a poorer perception of demands and
resources at work. They are consequently
more likely to report high levels of perceived
stress and burnout and low satisfaction with
their work. The case studies give us more in-
formation about the role of the strategy and
the management style of contact centers in
coping with triangular employment relation-
ships.

Limitations

Beyond this explorative research, quantitative
data can be further used in multi-sample
modeling approach.

Research/Practical Implications
Recommendations for well-being at work re-
garding the triangular employment relation-
ship, on which both employers and unions
converge, will be highlighted at the confer-
ence.

Originality
This research combines organizational psy-
chology and management theory.
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Associations between vigor, exhaustion
and recovery during the workweek: A
Person-centered approach of daily as-
sessments

Anne Mdkikangas (Univ. of Jyvdskyld, Fl)
anne.makikangas@jyu.fi, Sanna Kinnunen (Univ. of
Jyviskyld, Fl), Johanna Rantanen (Univ. of Jyvésky-
1d, Fl), Saija Mauno (Univ. of Jyvéskyld, Fl), Arnold
Bakker (Erasmus Univ. Rotterdam, NL)

Purpose

The purpose of this study was to investigate
(1) how vigor and exhaustion are experienced
during the workweek; (2) the associations
between these two experiences; and (3) their
relationships with recovery experiences.

Methods

The present diary study of five consecutive
work days titled “Interconnections between
work and private life experiences” was con-
ducted in Finland during April-May 2010
among Finnish health care and service sector
employees (n = 256). Growth Mixture Model-
ing (GMM) performed with the Mplus statisti-
cal package was used as a main statistical tool.

Results

Vigor and exhaustion showed a strong nega-
tive inter-dependence (r = -.66) within and
between-days but by applying a person-
centered analysis we were able to distinguish
three groups, showing meaningful variations
in vigor and exhaustion. The groups were Con-
stantly vigorous (n = 194), Concurrently vigor-
ous and exhausted (n = 30) and Constantly
exhausted (n = 28). Constantly vigorous em-
ployees were well recovered from work strain
during the work week whereas employees in
the Constantly exhausted group recovered
poorly.

Limitations

It would be valuable to investigate also the
other dimensions of burnout and work en-
gagement as well as different recovery strate-
gies during the workweek.

Practical Implications

Recovery was associated with occupational
well-being, implying that stress management
interventions should aim at improving em-
ployees’ possibilities for recovery.

Originality

The novel aspect of the study was to clarify
the association of exhaustion and vigor from a
day-to-day and person-centered perspective.

Differential effects on performance of
daily recovery at work and after work
Marta Herrero Ldzaro (Universidad Auténoma de
Madrid, ES) marta.herrerolaz@gmail.com, Raquel
Rodriguez-Carvajal (Universidad Auténoma de
Madrid, ES), Dirk van Dierendonck (Erasmus Univ.
Rotterdam, NL), Bernardo Moreno-Jiménez (Uni-
versidad Auténoma de Madrid, ES), Sara De Rivas-
Hermosilla (Universidad Auténoma de Madrid, ES),
David Paniagua Sdnchez (Universidad Auténoma
de Madrid, ES)

Purpose

Literature related to recovery at non-working
activities has shown its important influence on
well-being and organizational outcomes. From
Job Demands-Resources (Bakker & Demerouti,
2007) and Stressor-detachment models (Son-
nentag, 2011), role ambiguity, role conflict
and interruptions at work were expected to
reduce recovery experiences and performance
while servant leadership was expected to en-
hance recovery. Besides, we argued that re-
covery at work would enable more adaptabil-
ity to daily requirements than recovery after
work reducing work demands effects and
showing higher relations to performance.

Design/Methodology
A diary study was conducted with workers
(N=89) during five consecutive work days in
which measures were recruited three differ-
ent moments per day.
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Results

Multilevel analyses were conducted with
MLwiN2.11. Daily performance was predicted
by recovery at work (b=.152, 0.051) but not by
recovery after work (b=-.043, 0.045). Recovery
at work partial mediate the effect of interrup-
tions on performance (z=-2.454, p=.014) and
was negatively related to role conflict (b=-
.092, 0.039) and positively predicted by serv-
ant leadership (b=.187, 0.063).

Limitations

Studies are needed to know which activities at
work provide opportunities for recovery and
to compare the long and short term possible
differential effects of recovery at and outside
work.

Research/Practical Implications

Results show that recovery at work is im-
portant to deal with work interruptions and
for achieving daily work goals.

Originality/Value

The study analysed the effects of recovery
both, at work and after work, to compare
their importance to achieve organizational
goals from a daily basis.

Teleworkers’ recovery behaviour: Does
better work-family balance impair psy-
chological wellbeing?

Dr. Barbara Degenhardt (School of Applied Psycho-
logy, Univ. of Applied Sciences and Arts Northwe-
stern CH) barbara.degenhardt@fhnw.ch

Purpose

Teleworking is increasingly popular in Western
developed countries. On the one hand it helps
organizations to save facility costs, on the
other hand some evidence suggests that tele-
workers perceive higher job satisfaction and
associate working at home with higher
productivity.

Working time regulations, such as rest break
provision, entitle employees’ recovery rights

in order to protect their wellbeing and per-
formance. In addition to regulations, social
norms and rituals influence how often and
long employees take rest breaks in conven-
tional offices. Little is known about telework-
ers’ recovery behaviours. The purpose of this
study is to examine teleworkers’ rest break
behaviour and how it is related to their psy-
chological wellbeing.

Design/Methodology

Online questionnaire data on home office use
in the year 2012 from 266 routine teleworkers
(mean age = 41.5 years; 51.8% women) of
different sectors and companies was analysed.

Results

The three most frequent rest break activities
were to drink or eat something (25%), to do
housework (17%), and to read something
(8%).

Multiple regression analyses conducted with
SPSS 19 (p = .01) showed that the perceived
frequency of rest breaks was not associated
with psychological wellbeing, whereas the
activity to do housework during rest breaks
decreased wellbeing. Moreover, good health,
high satisfaction with the housing, and high
satisfaction with teleworking were associated
with high psychological wellbeing. Regression
analyses showed no influences of age, sex,
household size and seven other break activi-
ties on psychological wellbeing.

Research/Practical Implications

The results indicate that a typical recovery
behaviour that teleworkers practice to im-
prove their perceived work-family balance
may in fact impair their psychological wellbe-

ing.
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The impact of unfinished tasks on em-
ployees’ weekend recovery: The moder-
ating effect of leaders’ high performance
expectations

Christine J. Syrek (Univ. of Trier, DE)
syrek@uni-trier.de, Conny H. Antoni (Univ. of Trier,
DE), Ella Apostel (Univ. of Trier, DE)

Purpose

Previous research has shown that time pres-
sure negatively impacts employees’ wellbeing
and recovery. Yet, we expect that the percep-
tion of not having completed and finalized
ones work tasks adds to the effect of time
pressure on employees’ recovery, specifically
their detachment and engagement in mastery
experiences. Building on prior work examining
the influence of leadership behavior on recov-
ery, we suggest that leaders’ performance
expectations moderate the effect of unfin-
ished tasks on detachment and mastery:
When employees have the feeling of not hav-
ing finished the week’s work tasks, they de-
tach less from work and engage in less mas-
tery experiences if they perceive their leader
to set high expectations.

Design/Methodology

65 employees of an IT company responded to
a questionnaire at the end and at the begin-
ning of the working week. Hierarchical linear
analyses were conducted in which unfinished
tasks, time pressure and leadership behavior
during the week predicted detachment and
mastery experiences during the weekend.

Results

The results indicate that (1) unfinished tasks
explain incremental variance over the effect of
time pressure on detachment and mastery;
and (2) leaders’ performance expectations
moderate this effect.

Limitations

Results might be specific for knowledge work-
ers working on problem solving tasks, which
stimulate ongoing reflection processes.

Research/Practical Implications/  Originali-
ty/Value

The results