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Conflict Management in the Changing World of Work
Th-KEY-1
Lourdes Munduate

The new environment of employment relations promoted by the growing integration of
the world economy in the 20th century has changed the ‘social contract’ between
employers and employees. The new forms of employment relations have been
operationalized under structural changes in labor relations, with new forms of
employment contracts, the decline of collective relations in favor of more individualistic
frameworks of employment, or the decline in trade union membership, together with
new employee representatives strategies to respond proactively to these changes. The
talk analyzes the role of employee representatives in organizational conflict
management through the lens of two underlying tensions, one between competitive
and cooperative conflict behavior, and the other between negotiated and reciprocal
exchanges. Lourdes explores how these tensions have played out in the employee
representatives’ conflict behavior and in their influence on organizational decision-
making. In doing so, she relays on the theoretical frameworks of the Conglomerate
Conflict Behavior and the Social Exchange Theory, the first one more related to the topic
of constructive conflict management and the later to the distinction between social and
economic exchanges in the employment relations, and the expectation of reciprocity
and mutual trust as important social exchange outcomes. The talk provides theoretical
framework and evidence to understand the changed social contract in employment
relations and contributes to new conflict management practices and policies based on
the empowerment of employee representatives.



Hiring discrimination: When your resume is (not) turning you down
Th-KEY-2
Eva Derous

Although Western societies are becoming increasingly diverse, minority members
(ethnic background, age, gender) still have weaker labour market positions compared
to their majority counterparts and hiring discrimination has been put forward as one
explanation for this. In this keynote, we consider the very first hurdle applicants need to
take: the ‘popular’ resume screening stage. Fairness in resume screening seems
surprisingly less investigated when compared to the number of studies on the adverse
impact of personnel selection tests (e.g., cognitive ability, personality, work
samples). We will illustrate why this screening stage is particularly vulnerable to biased
decision-making and discuss influences that reside in the applicant, job/organization,
and recruiter. The keynote will end with a critical reflection on practical ways to avert
hiring discrimination in this first screening stage, such as qualification-based targeted
recruitment, blind screening, and the use of algorithms.



How context and identity constrain women’s career choices
Michelle Ryan
Th-KEY-3

There has been vast improvement in workplace gender equality, but there remain
marked differences in the roles in which women and men work. Explanations for this
inequality have focused on the barriers women face. However, as women begin to enter
male-dominated roles, a new explanation has arisen: that remaining gender inequality
must reflect fundamental differences between women and men, including differences
in (a) ambition and desire for power, (b) needs for work-life balance, and (c) willingness
to take career risks. Central to this analysis is the assumption that the glass ceiling is
broken and thus inequality must be due to women’s active choices. | will present a
programme of research that demonstrates that women’s choices are shaped and
constrained by the gendered nature of organisational and social contexts and how
women see themselves within these contexts.



The good, the bad and the ugly: Ethical and unethical forms of leadership

in the workplace
Prof. dr. Deanne Den Hartog
Fr-KEY-4

High-profile cases of leaders’ ethical failure in different settings and sectors increased
attention for (un)ethical forms of leadership in organizations. In line with this,
researchers have also started to consider this important topic. In this talk, | discuss the
rapidly developing research on ethical and unethical forms of leadership and their
effects on employees. | summarize the research on which behaviors and characteristics
contribute to a leader being seen as ethical by followers, how ethical leadership relates
to outcomes and the mechanisms through which this form of leadership affects
followers. Although ethical and unethical forms of leadership are clearly conceptually
related, they are seldom considered together in the empirical literature, thus | contrast
ethical leader behaviour with several forms of unethical leader behavior and present
some of our research on leader Narcissism and leader Machiavellianism and its effects.
Finally, | summarize the challenges the research fields of ethical and unethical leadership
currently face, outline several future research directions, and discuss some practical
implications of the work to date.



Calming the monkey mind: Benefits of mindfulness for employee well-
being

Ute R. Hiilsheger

Fr-KEY-5

Mindfulness describes a state of consciousness in which one pays attention to present-
moment experiences, on purpose and non-judgmentally. Interest in the potential
benefits of mindfulness in the context of work has flourished over the last years, in
practice as well as in academia: Seeking to improve workplace functioning, organizations
such as Google and General Mills have started offering mindfulness programs. In
academia, researchers have built on knowledge about the effectiveness of mindfulness-
based interventions in clinical contexts and have started investigating effects of
mindfulness for human functioning in the context of work.

In this talk, | will review current theorizing and empirical evidence on the potential
benefits of mindfulness for employee health and well-being, with particular attention to
the role of mindfulness in the recovery process. Doing so, | will present findings from a
series of experience-sampling studies and intervention studies ranging from brief low-
dose self-training interventions to traditional 8-week mindfulness-based stress
reduction (MBSR) interventions. Finally, | will address current knowledge gaps,
shortcomings of the literature, and will delineate future areas of research.



Emotion Work in Organisations: Recent Developments and Open

Questions
Dieter Zapf
Fr-KEY-6

The topic of emotions in the workplace has received increasing attention by researchers
in recent years. This is particularly so for the concept of emotional labour or emotion
work which addresses the display and regulation of one’s emotions as part of the job.
The purpose of my talk is to review concepts of emotional labour or emotion work and
the most important empirical findings on relations between emotion work,
psychological health and performance. Then | will address some open questions: First,
what are the motives for emotion work? Is it restricted to service work? Second, paid
emotional labour vs. unpaid emotional work — is there a difference? Third, can the job
demands-control model and the challenge — hindrance stressor framework be applied
to emotion work? Fourth, are there cross-cultural differences in doing emotion work? |
will finish with some conclusions for research and practice.



Psychosocial factors at work and health - what have we learned from
mega-studies?

Prof Mika Kivimaki, University College London

Sa-KEY-7

The production of scientific knowledge is susceptible to bias at every stage of the
process, from what questions are asked by the investigator, to which method is chose
to gather data, to which analyses are conducted (e.g., “P-hacking,” wherein the method
of statistical analysis and the degrees of freedom are manipulated until they yield
statistically significant results). Even after completion of a study, authors sometimes
choose not to submit their work for publication because they are not satisfied with the
results (i.e., the “file drawer” problem), or they encounter difficulties with getting
results published because of reviewer or editorial bias (“publication bias”). The lack of
standard measures and the availability of several alternative measures to assess the
same risk factors further complicates the interpretation of results. A null finding is not
necessarily seen to add to scientific knowledge as it may be interpreted as a ‘false
negative’ due to the use of non-optimal measures, or non-optimal categorization of
measures. A positive finding, on the other hand, may also be considered not to offer
definite proof of an association if similar caveats apply. In genetics, many of these
limitations were addressed by adopting the approach of pooling of data from multiple
studies, an advance stipulated by the funders of these studies. This use of better-
powered studies clearly accelerated scientific progress in genetics. This keynote uses
findings from the Individual-participant Meta-analysis in Working Populations (IPD-
Work) consortium to discuss whether pooling of data sets into mega studies could also
boost progress in research on psychosocial factors at work and health.






State of Knowledge on Self-Determination Theory Applied to Work
Marylene Gagne
Th-SOA-1

Since 2005, there has been an increase in research on motivational processes at work using
self-determination theory. This theory distinguishes between autonomous and controlled
forms of motivation that have different consequences for individual performance and well-
being at work. It also proposes that the satisfaction of psychological needs for competence,
autonomy and relatedness influence the adoption of these different types of motivation.
However, a lack of adequate work motivation measures and controversies about scoring
procedures have slowed down the development of knowledge on antecedents and outcomes
of different types of work motivation. Recent developments in measurement and scoring of
work motivation may help push the motivation research agenda. These developments will be
discussed, along with some recent work on leadership and compensation effects on work
motivation. An agenda for future research will then be proposed.
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Supporting change: Contributions by a large scale project on the health

impact of psychosocial risks initiated by the German Government
Birgit Thomson
Th-SOA-2

Due to globalisation, digitalisation and other social and economic developments the world of
work has become more volatile, uncertain, complex and ambiguous. This idea of a “VUCA
world” builds the background against which this year’s EAWOP Conference tackles the
challenge of enabling and supporting change.

In accordance with this discussion the German Government launched a broad initiative about
changes in the world of work and particularly about the impact of these developments on
working conditions. One outcome of this discussion is a comprehensive white book about the
emerging challenges in the so called “work 4.0.”.

The future depicted in this white book holds both chances and risks — particularly of a psycho-
social quality. Therefore the German Federal Institute of Occupational Safety and Health
(BAuA) was authorised to conduct a large scale project in which the evidence for the health
impact of both traditional but particularly emerging aspects of work was brought together.
The study was compiled based on 25 broad systematic literature reviews. Each of these
comprehensive scoping reviews analysed and summarised the findings of about 350 primary
studies. The reviews considered aspects of work and technology design, task design, working
time and both leadership and organisational issues. They could consistently confirm the
detrimental health impact of stressors and the positive association of resources and health.
Flexibility and work latitude for employees, predictability and transparency of tasks or
working conditions in general turned out to be key resources.

The results have been discussed intensely with the scientific community and BAuA’s various
stakeholders (policy, social partners, OSH organisations, practice representatives, etc.) over a
period of more than one year. They will have considerable impact not only on BAuA’s future
research agenda but also on the ongoing political discussion.

The contribution’s objective is to present this large and complex project, its results and its
impact on the ongoing discussion about the changing world of work in Germany.
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Social Entrepreneurship: Proactivity for Social Change
Prof. Ute Stephan
Th-SOA-3

Entrepreneurship is concerned with the proactive actions of individuals to work for their own
account and risk. Entrepreneurship is significant for societies. It contributes to job creation,
innovation and economic growth. More recently, certain forms of entrepreneurship (‘social
entrepreneurship’) have been recognized as a source of social inclusion. Psychology is one of
the core disciplines contributing to the large multi-disciplinary field of entrepreneurship
research. Yet few applied psychologists research entrepreneurship, even though they can
deliver unique theoretical and empirical contributions. After a brief overview of the main
strands and opportunities in current psychological research on entrepreneurship, this talk
then focusses on the “psychology of social entrepreneurship”. | provide an overview of recent
work on this rapidly expanding area concerned with the creation and management of
organizations that contribute to societal welfare while operating in an entrepreneurial
manner. First, | take stock of who engages in social entrepreneurship, why and when. This is
not simply a story about traits and prosocial motivation, but also about supportive contexts
and demographic inequalities. In many ways social entrepreneurship is more inclusive in
terms of the individuals attracted to it than commercial entrepreneurship. Second, | review
different evidence-based strategies through which social enterprises can create positive
social change (PSC) and help address growing societal challenges in areas such as public
health, education, social inequality, and environmental pollution. While surface-level PSC
strategies use insights from social and economic psychology, deep-level PSC strategies are
more likely to be familiar to those working on employee empowerment, development and
change management. - This talk then hopes to excite psychologists about entrepreneurship
as a research field and the emerging phenomenon of social entrepreneurship.
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Enabling change through the insights of social neuroscience: Opportunities

and challenges for research and practice

Prof Gerard P Hodgkinson, Alliance Manchester Business School
TH-SOA-4

An obvious truth for anyone who has been at the sharp end of formulating or implementing
organizational change is that strategy-making is a ‘hot’ process, a melting pot of excitement,
anxiety, hopes and fears. However, these characteristics are airbrushed out of traditional
theories of strategic management, which assume that strategizing is the preserve of rational
deliberation. In recent years, however, a growing body of work—based on the insights of the
social neurosciences—has made considerable progress in understanding the role of ‘hot’
processes in strategic decision making and strategizing more generally. While it is often said
that being a good strategist requires keeping a cool head, these developments suggest that
not only is it practically impossible to eradicate hot influences from the strategy process, but
doing so would leave strategists and their businesses lifeless. Evidence suggests that
successful firms will attain flexibility not by ignoring such influences but by accommodating
them in the design of techniques and practices for addressing risk and uncertainty. My central
argument is that ultimately the ability to manage emotional mental processes, rather than
purely cognitive ones, renders enterprises more able to adapt to dynamicindustry and market
conditions. Predicated on this logic, | will adopt a design science perspective to examine how
techniques and practices for dealing with uncertainty and overcoming strategic persistence
might be adapted for enhancing ‘hot’ cognition.
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Toward Improving the Success of Organizational Transformations
Achilles Armenakis
Th-SOA-5

European Association of Work and Organizational Psychology
2017 State of the Art Address on Organizational Change Management

A global survey of 3199 executives indicated that only one-third of the most recent
organizational transformations was considered successful. Furthermore, these executives
reported devoting an average of six months in planning each intervention. This address
examines four potential causes of failures in organizational change, namely, (1) an
unsystematic diagnosis to identify the unique organizational paradigm, (2) inattention to the
relevant organizational change factors, (3) inadequate consideration of the global external
context, and, (4) inappropriate statistical methods used in research designs. Opportunities
for organizational change researchers are proposed for each potential cause of failure.

14
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Assessing Human Factor Risk — The Key to Unlocking Change?
Geoff Trickey
TH-INV SYM1

As we navigate new political landscapes and teeter on the edge of a new technological
revolution, driven by advances in artificial intelligence and robotics, change is quickly
becoming the new normal. As a result, the area of risk psychology is gaining increasing
attention because change and risk go hand-in-hand. However, people vary significantly in
their risk appetite. Rather than being a simple linear scale of low risk-takers to high risk-
takers, a large body of international research illustrates that risk-disposition is far more
multidimensional and is strongly linked to the broader realm of personality. Looking through
the lens of personality helps us to better understand individual differences and the personal
dynamics of risk appetite. Based on the latest research, innovations in risk personality
assessment are now being harnessed to help increase individual, team and leadership
performance, as well as to support change projects and risk culture initiatives.

This session will cover:

The eight key ‘Risk Types’ and how these help to explain differences in a person’s
perception of risk, reaction to risk and willingness to take risk

What organisations can learn from personality risk assessment and how it is being
used across industries - from traders, investment managers and auditors to air traffic
controllers, coal miners and the police.

Practical steps that business psychologists and other practitioners can take to enhance
their offering and help organisations to gain a balance between managing risk and creating
opportunities through change.
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The llIs and Controversies of Publishing: What Should Journals Do?
Kevin Daniels, Kevin Murphy, Steven Rogelberg
THU-INV-SYM2

Within work and organizational psychology and related disciplines, there are debates about
the state of the science. These debates are connected, but roughly correspond to two
concerns — concern about whether the pressures of the publication process lead to practices
that can distort research findings and concern about whether our research has any benefit to
society. In this interactive session, three journal editors will consider these concerns, how
these concerns manifest themselves in practice as ills and what to do about those ills. In the
first half of the session, we will consider a) the nature, prevalence and harm of questionable
research practices, b) the fetish with theory and conceptual development that can lead to
such practices being adopted and c) how narrow theoretical considerations limit the
application of our science. In the second half of the session, we will consider solutions to these
three ills. Recognising the institutional barriers we face, the solutions will focus on what
journal editors, reviewers and even authors can do. To facilitate discussion and debate, the
presentations will be punctuated with time devoted to questions and answers.
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Workplaces, conflict, stressors and workable, psychology-led solutions
Patricia Murray
THU-INV-SYM3-1

The Health and Safety Authority (HSA) was established in 1989 under the Safety, Health and
Welfare at Work Act, 1989 and reports to the Minister for Jobs, Enterprise and Innovation.
The Authority is a statutory agency with a regulatory remit. It has a number of major roles. It
is

e the national statutory body with responsibility for ensuring that approximately 1.8
million workers (employed and self-employed) and those affected by work activity are
protected from work related injury and ill-health.

o the enforcing body for occupational health and safety law, promoting accident and
iliness prevention, and providing information and advice across all sectors.

¢ the lead National Competent Authority for a number of chemicals regulations to
protect human health, to enhance competitiveness and innovation and ensure free
movement of chemicals in the EU market.

e akeyagencyinvolved in market surveillance and ensuring the safety of products used
in workplaces and consumer applications.

Within the Occupational Health Unit, the Work and Organisational Psychology function
oversees work-related mental wellbeing, stress and behaviour programmes nationally with
the goal of reducing injury and ill health from work. The HSA has developed an On-line
wellbeing assessment tool, Work Positive, based on the Management Standards, which is an
indicator tool for stressors at work. The uptake of the tool is growing and feeds into the risk
assessment approach to reduce exposure to workplace stressors.
Three universities are represented here. They are the University of Limerick (UL), the National
University of Ireland at Galway (NUIG) and the University of Ulster (UU). This symposium
brings together research and applied work of senior psychologists working across academia
and in university off-shoot (Employee Wellbeing Limited) — EWL) in Ireland whose work is
connected directly or indirectly to these goals.

There are four abstracts presented here, with their author(s) and university acknowledged.
There will be a discussion after the presentations with a focus on interventions and usability
issues.
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Feeling safe to act: The factors that influence reactions to experiences of

sexual discrimination in the workplace

Sarah MacCurtain*, Juliet MacMahon, Cillian Dore
Kemmy Business School, University of Limerick, Ireland
THU-INV-SYM3-2

Purpose

Recently the debate about marriage equality in Ireland has resulted in a focus on our attitude
to the LGBT community and how they are treated in the wider society. This focus has
extended to LGBT employees in the workplace. It is clear much progress has been made but
the challenges still remain for LGB employees in the workplace. This study looks to explore
the experiences of LGB employees through the lens of Perceived Organizational Support (POS)
and organisational culture and investigates the relationship between culture, POS and
employee reactions to experiences of discrimination in the workplace.

Design/Methodology

This study follows on from a quantitative survey (82 respondents) on organisational culture
and the experiences of LGBT employees in the workplace and is qualitative in
approach. Information on the research and a call for participants was posted on the Gay
Lesbian Equality Network (GLEN) website, Gay Community News and trade unions. This paper
is part of a larger on-going project. To date 20 interviews semi structured interviews have
been conducted.

Findings

The study has practical and important implications for organizations as organisational culture
and perceived organizational support were important factors in determining how LGBT
employees reacted to experiences of discrimination. It shows that organizations which create
and maintain positive and open cultures have a positive impact on employees, which in turn
results in LGB employees experiencing less discrimination or feeling safer to report it when
they do.

Limitations
The relatively small sample size of employees interviewed to date is a limitation of this study

Research/Practical Implications

Highlights the importance of having policies and procedures that support LGB employees but
more importantly this research suggests that such policies are only useful if they are applied
in a fair and consistent manner and if employees feel they will not be victimised for using
them. Highlights the importance of training for supervisors and managers in managing all
dimensions of diversity.

Originality
Despite the importance of this topic there is little research conducted in this area to date
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Irish Workplace Behaviour Study; is bullying in the workplace gendered?
Hodgins, M*., Pursell, L., Hogan, V., MacCurtain, S., Mannix-McNamara, P., and Lewis, D.,
National University of Ireland at Galway (IOSH sponsored)

THU-INV-SYM3-3

The role of gender as a risk factor for workplace ill treatment, most particularly bullying, is
complex. Previous studies have found both higher and lower rates of exposure to bullying for
women, although their overrepresentation as targets is possibly due to their over
representation in samples. It is difficult to separate out the effects of sampling from the
context of social power and its expression in workplace life, for example, the role of gender
imbalance in organisations with regard to the senior/managerial positions, gender differences
in self-awareness, recognition and willingness to self-label, and the significance or otherwise
of the gender of the perpetrator. These factors interact with one another in a dynamic and
compound manner, which is the basis of ill-treatment as a gendered phenomenon.

This paper explores the relationship between gender and various measures of ill treatment,
drawing on data from the Irish Workplace Behaviour Study. As a nationally representative
study, the confounding effects of sampling factors are reduced, and therefore the paper will
make a useful contribution to this debate. The paper will present gender differences for the
factors of ill treatments measured in the IWBS; ‘unreasonable management’, incivility and
disrespect’ and ‘physical violence’, and for direct experience, witness and perpetration.
Comparisons will be made with the data from the British Workplace Behaviour Study (BWBS)
which the IWBS replicates. A more nuanced analysis will be presented for the occupational
sectors, workplace conditions and other demographic and work related variables of interest.
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To Stand Back or Step In? Exploring the Responses of Employees Who

Observe Workplace Bullying

Sarah MacCurtain*, Caroline Murphy, Michelle O’Sullivan, Juliet MacMahon and Tom
Turner, Kemmy Business School, University of Limerick, Ireland

THU-INV-SYM3-4

Purpose

The effects of workplace bullying on victims has received vast academic attention. However,
bystanders also play an integral role in finding a solution to workplace bullying. This paper
examines the extent of bullying observed by nurses, observers’ responses to bullying and
what factors may negatively influence bystanders’ propensity to formally report workplace
bullying. We also explore the relationship between bystanders’ perceptions of psychological
safety across three levels (organisation, supervisor and colleague) and their decision to
intervene or not. We propose that psychological safety across all three levels would be
positively associated with the decision to intervene.

Design/Methodology
A survey was distributed to 27,000 INMO members, 2929 usable responses, ( 10.8 % response
rate) and analysed using hierarchical multiple regressions.

Findings

Perceptions of supervisory and organisational safety/support are positively and significantly
related to high involvement decisions such as formal reporting of the incident, highlighting
the importance of support from those in positions of power. However, perceptions of collegial
safety were negatively related to high-involvement reactions and positively related to a low
involvement decisions.

Limitations
Observers were not asked to identify the perpetrators of bullying, thus we cannot determine
whether horizontal or vertical bullying has influenced observers’ responses to bullying.

Research/Practical Implications
Organisational safety is imperative. We recommend that employers highlight specifically the
potential role of observers within bullying or dignity and respect at work policies.

Originality

Despite their potential critical role, bystanders have received insufficient attention in research
and public policy. This paper aims to help address this gap by examining the responses of
bystanders to bullying and the factors that influence their actions using the largest survey of
nurses in Ireland.
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Work Positive 2017, a positive ‘risk” management approach

Dr Robert Kerr*, Employee Wellbeing Limited (a business off-shoot of the University of
Ulster Business School)

THU-INV-SYM3-5

The Work Positive project was first developed by the Health & Safety Authority, in partnership
with Health Scotland, to help organisations identify the potential causes of stress at work
through risk assessment approach.

Since then, the project has undergone a number of developmental phases and, in its current
incarnation, includes a comprehensive risk management approach contained within a positive
framework (1. prepare, 2. measure, 3. action plan, 4. monitor and review).
The Work Positive project has moved beyond an exclusive focus on risk assessment and
adopted a positive approach that still addresses the causes and consequences of poor
psychosocial working conditions, but does so within a positive framework aiming to enhance
and cultivate positive workplace factors that can improve the health and wellbeing of the full
working population. By adopting a positive framework the message communicated to the
workforce is not so much an organisational intention to ‘move away from ill health’ but
rather an intention to ‘move towards good health’, a subtle but significant difference.

The HSA recognition that there is more to occupational health than the monitoring of
potential stressors in the workplace, resulted in additions of measures to assess
employees’ positive mental states, rather than their perceptions of stressors alone. A
composite wellbeing index was created through a combination of two validated tools - the
PHQ4 and WHO-5 Wellbeing Index. The scales are combined to create a ‘traffic light’
summary score (‘Green’, ‘Amber’ and ‘Red’).

This session will discuss the development, methodology and psychometric validity of the new
Work Positive approach.
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Passion for Work: Theory and Research
Robert J. Vallerand. Université du Québec a Montréal and Australian Catholic University

Nathalie Houlfort, Université du Québec a Montréal
FR-INV-SYM4-1

Over the last decade, much research has focused on passion for work. Although much of the
research conducted in the field has originated from the Dualistic Model of Passion (Vallerand
et al.,, 2003; Vallerand & Houlfort, 2003), other models have also contributed to our
understanding of passionate behavior at work. The purpose of this symposium is to present
some of these models as well as recent and novel empirical evidence on the determinants
and outcomes of passion for work, and suggest new research directions. In the first
presentation, Prof Robert J. Vallerand presents the Dualistic Model of Passion and recent
research showing its importance for the realm of work. In the second talk, Prof Nathalie
Houlfort and colleagues report the results of a program of research on the role of passion for
work on successful retirement. In the third presentation, Prof Ide Birkeland presents data
supporting the role of passion in the quality of relationships in the workplace. In the fourth
presentation, Silvia Stroe, Sara Thorgren and Joakim Wincent present data on two models of
entrepreneurial passion and show the potential of their integration for future research. Finally,
in the last talk, Profs Zigarmi and Roberts present recent data on their model on the
determinants and outcomes of work passion. All talks will suggest future research directions
and time will be put aside at the end of the symposium for interactions with the audience. We
believe that the present symposium should contribute to a better understanding of the causes
and outcomes of passion for work as well as better work applications.
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Passion for Work : A Dualistic Model

Robert J. Vallerand, Ph.D., Université du Québec a Montréal and Australian Catholic
University

FR-INV-SYM4-2

The purpose of this presentation is to outline the Dualistic Model of Passion (Vallerand et al.,
2003; Vallerand & Houlfort 2003) that has been used to conduct much of the recent research
on passion for work. Passion for work is defined as a strong inclination toward one’s job that
the worker loves, that he or she finds important, and in which he or she invests time and
energy. Two types of passion are proposed: harmonious and obsessive. Harmonious passion
(HP) refers to willfully engaging in one’s work and is hypothesized to promote optimal
functioning in the workplace. Conversely obsessive passion (OP) for work refers to
uncontrollably engaging in the work that one loves and is expected to be typically less
adaptive and at times maladaptive in nature. Research providing empirical support for the
model is presented and new research directions are proposed.
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The Role of Passion for Work in Psychological Adjustment Following

Retirement”

Nathalie Houlfort!, Andréanne Laframboisel, Claude Fernet?, Université du Québec a
Montréal?, Université du Québec a Trois-Riviéres?

FR-INV-SYM4-3

Retiring from the workforce can represent a significant change for many individuals. For
some, this change will lead to positive outcomes whereas for others retirement will lead to
depression, lower life satisfaction, loneliness, and so forth (e.g., Potocnik et al., 2010; Lowis,
Edwards, & Signlehurst, 2010; Wang et al., 2011). We believe that one factor that can explain
why workers experience the work-retirement transition differently resides in the type of
passion they have for their work. In four studies we examined how employees’ experience at
work, and more specifically, the type of passion they have for their work, influenced their
psychological adjustment to retirement. Harmonious passion was hypothesized to lead to
greater well-being and adjustment, whereas obsessive passion was hypothesized to lead to
more negative outcomes. Overall, our results show that harmonious passion for work can
pave the way to a healthier retirement, through the satisfaction of basic psychological needs.
Results are discussed in light of the Dualistic Model of Passion (Vallerand, 2015; Vallerand et
al., 2003).
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The Role of Passion for Work in Interpersonal Relationships
Ide Katrine Birkeland, Bl Norwegian Business School
FR-INV-SYM4-4

Although many studies have shown how passion for work is of importance in understanding
interpersonal relationships, there is a need to conduct more research to fully understand the
complexity of the relationship. Studies that have investigated the cognitive, affective, or
behavioral manifestations of passion for work indicate that they are likely to mediate the
association between passion for work and interpersonal relationships. A few studies show
that emotions, self-esteem contingencies, and perceptions of reciprocity in particular might
be relevant mechanisms for explaining the links. Additionally, some studies find that
situational and individual characteristics may be important to consider as well. Finally, studies
indicate that passion might be experienced differently both from the eye of the beholder and
from the eye of the people whom one works with. Studies should thus undertake more
complex research designs and include more sources of information in order to fully
comprehend the extent of passion for work in interpersonal relations. Whether passion is the
key to organizational performance depends on how the type of passion influences the
interpersonal relationships as such relationships are key to great performances. Organizations
should thus be conscious of the different forms of passion when calling for more passion in
the workplace.
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Passion and Entrepreneurship
Silvia Stroe, Sara Thorgren and Joakim Wincent, Lulea University of Technology
FR-INV-SYM4-5

Abstract

The notion of passion now receives significant attention from entrepreneurship scholars.
Passion has been coined as a core construct that helps entrepreneurs succeed in the face of
the uncertainty, hostility and stress that can be found in the entrepreneurial process.
This research provides an overview of the literature of outcomes of passion in
entrepreneurship. The review outlines theory and literature gaps and offers specific
suggestions that will be instrumental in carrying out future research in the role of passion in
entrepreneurship. We discuss both the dualistic model of passion and alternative frameworks
applied to entrepreneurship.
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A Two Study Up-date on an Employee Work Passion Model

Dr. Drea Zigarmi and Dr Taylor Peyton Roberts, University of San Diego
FR-INV-SYM4-6

The purpose of this presentation is to review salient features of an Employee Work Passion
model and present the finding of two recent empirical studies completed on the model
(EWPA). More specifically, an overview of the research conducted on work passion involves
the variables of cognitions forms of work passion and desired organizational outcome.. Study
one examined personal antecedents, harmonious and obsessive passion and selected
intentions as organizational outcomes (total n=2,654). Study two examines 12 environmental
antecedents, harmonious and obsessive passion, and selected intentions as organizational
outcomes.. The work environment antecedent study involved five data sets (total n=5,432).
Results support the. hypothesized relationships proposed by the EWPA model. Implications
will be offered for future research and application of the EWPA model.

28



Employee stress and burnout

Coping and social support

Fr-INV-SYM8-1

Think outside the box: incorporating new constructs and levels to extend and advance the
study of work stress.

M. G. Gonzalez-Morales %"

tUniversity of Guelph, Guelph, Canada

Main Abstract Content: State of the Art

In relation to the study of work stress instead of reinventing the wheel, occupational health
scholars should aim to move it. We will present studies that try to advance our
understanding of the topic by thinking outside the box.

New Perspectives/Contributions

The themes presented will appear diverse but they present an interesting commonality: the
study of the work stress problem from non-traditional perspectives. Instead of the classical
stressor-strain model, the papers in this session exemplify how we can incorporate new
constructs and levels to the study of work stress and occupational health.

For instance, foreign phenomena to Work and Organizational Psychology, such as workplace
attachment styles or Acceptance and Commitment therapy (ACT), are the focus of the first
two studies. In addition, collective levels are included to the study of social support
(organizational health support) in the third paper, and stressors (organizational stress
climate) and coping (co-active and collective coping) in the fourth presentation.
Research/Practical Implications

The presenters in this session are experienced and prestigious scholars in the area of
Occupational Health Psychology. Given that the presenting authors have been thinking and
rethinking this topic for more than 20 years, the most interesting aspect of this symposium
will be the 30 minutes in which these experienced scholars discuss their views on how to
extend our understanding of work stress. The chair will facilitate the discussion. Audience
members will be encouraged to ask questions during the discussion to enrich the
conversation with their input.
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Coworker Social Support Interacts with Occupational Stressors and Organizational Support
for Employee Health to Predict Employee Well-Being

M. Osolnik 1, T. A. Beehr "

Psychology, Central Michigan University, Mount Pleasant, MI, United States

Main Abstract Content: Purpose: Theoretically, certain workplace characteristics (stressors)
result in poor employee well-being (strain). Social support sometimes buffers (weakens) the
link between stressors and strains, but not in all studies; therefore we examined a second
possibility—that social support may have favorable effects on employees’ strains primarily
when it is embedded in an organization that supports employees’ health (organizational
health support, OHS). We hypothesized firstly that coworker support would buffer the
positive relationship between workplace stressors (interpersonal and role conflict) and
strains (psychological well-being, perceived health, and perceived stress), and secondly that
OHS would strengthen the negative relationship of coworker social support with strains.
Design/Methodology: We analyzed archival data from a 2011 survey of 976 workers in
Slovenia. Hypotheses were tested with hierarchical moderated regressions.

Results: Interpersonal conflict interacted with coworker support to predict all three strains,
but the interactions were the opposite direction from the hypotheses (they were “reverse
buffering”). Social support interacted with OHS in the hypothesized direction, however, to
predict two of the three strains (perceived health and stress).

Limitations: Using archival data means that some of the measures were not ideal (e.g.,
some were single-items).

Research/Practical Implications: Coworker support may be most promising for improving
employees’ well-being when health support from the organization (OHS) is also present.
Originality/Value: To our knowledge this is the first study to examine the potential effects
of coworker support in combination with OHS on employee health, and it is one of the few
studies of occupational stress and social support in Eastern Europe.
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The Role of Workplace Attachment Styles in Employees’ Experiences of Supervisors and
Co-workers

M. P. Leiter "

1School of Psychology, Deakin University, Geelong, Australia

Main Abstract Content: Purpose

Attachment styles at work reflect the extent to which employees approach social
relationships from a subjective sense of security or from one of two forms of insecure
attachment: anxious or avoidance. These attachment styles may explain stress-based
processes related to employees’ experiences of both positive and negative encounters with
supervisors and with co-workers

Method

The Short Work Attachment Measure (SWAM), focused specifically on work relationships,
was included in a survey of 1700 Canadian health care providers along with measures of co-
worker and supervisor incivility, co-worker and supervisor trust, and co-worker and
supervisor satisfaction.

Results

A series of multiple regression analyses found avoidance and anxious attachment to have
similar relationships regarding both co-worker and supervisor. Anxious and avoidance
attachment interacted with regard to co-worker incivility and co-worker satisfaction, but did
not interact in analyses regarding supervisor incivility and supervisor satisfaction. The
interaction reflected an enhanced relationship when both anxious and avoidant attachment
were high beyond the relationships with each dimension separately. This pattern was only
evident regarding coworker relationships.

Discussion

The analysis confirmed the relationship of attachment styles to employees’ experience of
workplace relationships. Although attachment dimensions showed similar overall
relationships for co-worker as for supervisor relationships, there were distinct findings for
an interaction effect for co-worker relationships. This difference may reflect the greater
complexity of co-worker relationships in that (1) employees have many co-workers and only
one supervisor, and (2) supervisor relationship are generally more structured than are co-
worker relationships.
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Individual, Co-active and Collective Coping and Occupational Stress: A Longitudinal Study
J. M. Peiro >, I. Rodriguez !, M. W. Kozusznik !, N. Tordera!

tUniversity of Valencia, Valencia, Spain

Main Abstract Content: Purpose: This study aims to identify the association of change in
individual (palliative and direct action) and group-level (co-active palliative, co-active direct-
action, and collective direct-action) coping with the change in appraisal of different types of
individual occupational stress and with the change in organizational stress climate.
Design/Methodology: These relationships are tested by means of a multilevel two-wave
panel design. The sample is composed of 525 teachers in 100 schools. Stress experiences
and coping behaviors are assessed during the first and the third terms of the academic year.
Results: The results show that an increase in the use of individual coping (direct-action and
palliative) has scarce to no effect on the decrease of individual stress appraisal. In contrast,
an increase in co-active direct-action coping is associated with decreases in organizational
stress climate (in case of six out of nine stressors) and an increase in collective direct-action
coping is a significant predictor of a decrease in the level of stress climate in the
organization for all but one stressors under study. In turn, an increase in co-active palliative
coping is associated with a decrease in stress climate in the organizations to a much lesser
extent.

Research/Practical Implications: The results suggest that group-level coping is a more
effective coping strategy in reducing occupational stress appraisal than individual coping.
Originality/Value: Collective coping deserves more attention in order to further advance
research and professional interventions on occupational stress.
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ACT’ing to Improve Well-Being and Reduce Strain on Healthcare Professionals
D. Lee-Bagley !, A. Day %", T. Helson 2

!Behavioural Change Institute, 2Saint Mary’s University, Halifax, Canada

Main Abstract Content: Purpose. Employees experience demands and stressors at work,
and the ability to effectively manage emotions, including discomfort and distress, may help
them to deal with these demands. The ACT-W (Affective and Commitment Therapy at Work)
Program may increase the ability to manage emotions and stress (Flaxman & Bond, 2010).
ACT is comprised of mindfulness and acceptance processes to develop skills relevant to
reduce the impact of negative psychological stressors, and commitment and behaviour
change processes by clarifying values, setting goals, and taking action (Hayes et al., 2006).
Given the need to support healthcare providers dealing with workplace demands, we
investigated the impact of ACT on healthcare professionals’ levels of strain.

Methodology. Participants completed three 3-hour training workshop on professional
resiliency and ACT training, and they completed surveys pre- and post-training.

Results. There was a significant reduction in strain symptoms after the training compared to
before training, although readiness to change did not moderate the relationship.
Limitations. The training was mandated as part of the organizations’ healthy workplace
initiatives, so all employees underwent training at the same time. Future studies should
include a control-wait list design and use individual coaching sessions to help tailor the
program and address concerns of scheduling, privacy, and buy-in.

Research/ Practical Implications. This study provides some support for organizations
wanting to help support employees’ well-being and better manage reactions to stressors.
Originality/ Value. This study is one of the first to examine utilizing ACT in healthcare
providers to improve well-being.
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The positive effects of new job demands: Resources, learning, and thriving at work
C. Korunka”

Main Abstract Content: State of the art

Globalization, increasing competition, and the increased use of ICT led to the emergence of
new job demands for the employees in many areas of work. While work intensification has
negative effects, intensified autonomy and learning demands as new challenge stressors
may have also positive and negative effects on the employees. Based on large empirical
data sets (longitudinal studies and diary studies), the contributions in this symposium focus
on the potential positive effects of new job demands, like learning and thriving at work as
well as on the resources which maintain and enhance such positive effects.

New perspectives/contributions

Based on a large longitudinal study, the first contribution (Korunka) will introduce new job
demands and their potential as hindrance and challenge stressors, in addition to
conventional stressors. The next two presentations (Niessen, Prem) will focus on the
conditions for the development of thriving at work. Both, transformational leadership and
learning demands were found to increase thriving at work. Next the moderating role of
positive affect as an individual resource for potential positive outcomes will be discussed
(Kerman). The final presentation (Glaser) will focus on time-lagged relationships between
learning resources and self-actualization of work.

Research/practical implications

Research needs to focus on the development of new demands in a rapidly changing world of

work (Examples: Boundaryless work, new office work, crowd work, etc.). Many of these
demands may result in both, positive and negative effects. Certain resources and conditions
for the development of positive effects need to be analyzed.
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Conditions of the emergence of positive effects of new job demands
C. Korunka®, B. Kubicek!, R. Prem1

tUniversity of Vienna, Vienna, Austria

Main Abstract Content: Purpose

The introductory presentation of this symposium aims to give an overview on new job
demands in a changing world of work. Globalization, increasing competition and the
increased use of ICT brought about not only work intensification, but also intensified
planning and decision-making demands and increased learning demands. The blurring of
boundaries between work and non-work (boundaryless work) further amplified the
emergence of these demands.

Design/Methodology

Our considerations are empirically based on the results of a large research project, funded
by the Austrian Science Fund that was carried out between 2012 and 2016. Overall, 2055
employees in 11 companies were investigated in an 18 month longitudinal study and the
“Intensification of Job Demands” (IDS) scale was developed.

Results

Based on the challenge/hindrance framework, work intensification was clearly confirmed as
a hindrance stressor. On the other hand, intensified planning and decision demands and
learning demands are challenge stressors showing at least partly positive effects of quality
of working life indicators. Based on Peter Warr’s Vitamin model, curvilinear relationships
between these new demands and outcomes could partly be confirmed.

Limitations

Our considerations focus mainly on (a wide range) of service work.

Research/practical implications

New job demands appear in a changing world of work. To preserve a high quality work life it
is imperative to know about the potential positive and negative effects of these demands (in
addition to conventional demands).

Originality/Value

The conditions of potentially positive effects of new job demands and their limits were
comprehensively investigated for the first time
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The moderating role of daily learning demands in the effects of daily time pressure on
employees’ cognitive appraisals and thriving at work

R. Prem®”
tUniversity of Vienna, Vienna, Austria

Main Abstract Content: Purpose

The present study set out to explore the interplay of learning demands and time pressure
on cognitive appraisals (challenge, hindrance) and thriving (learning, vitality) in daily
working life. It was assumed that the effects of daily time pressure on employees’ cognitive
appraisals would be more favourable in the presence of higher (vs. lower) levels of learning
demands. Further, it was assumed that daily learning demands would also moderate the
indirect effects of daily time pressure on daily thriving at work via employees’ cognitive
appraisals.

Design/Methodology

Data from a diary study with three measurement occasions per workday were analyzed.
Overall, a total of 376 day-level data sets from 124 knowledge workers were available.
Results

Multilevel analyses revealed that daily time pressure only affected daily challenge appraisal
and daily hindrance appraisal when daily learning demands were low (vs. high). Multilevel
moderated mediation analyses further showed that daily learning demands also moderated
the indirect effect of daily time pressure on learning at work via challenge appraisal as well
as the indirect effect of daily time pressure on vitality at work via hindrance appraisal.
Limitations

Because the study relied on self-report measures, common method bias cannot be ruled
out.

Research/Practical Implications

The results demonstrate that intensified job stressors, like time pressure and learning
demands, may have non-additive day-level effects on employees’ cognitive appraisal
processes as well as their thriving at work.

Originality/Value

Using a diary study design, the present study explored the interplay of learning demands
and time pressure in daily working life.
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An experimental study of the JD-C model: The moderating role of positive affect
K. Kerman”

Main Abstract Content: An experimental study of the JD-C model: The moderating role of
positive affect

Katja Kerman?, Spela Koprivnik?, Andraz Stozer®, Marko Gosak®, & Sara Tement?

3 Faculty of Arts, University of Maribor

b Faculty of Medicine, University of Maribor

¢ Faculty of Natural Sciences and Mathematics, University of Maribor

Purpose

The purpose of the study was to test the moderating role of positive and negative affect in
the relationship between experimentally manipulated control or workload and physiological
stress response as well as self-rated stress.

Design/Methodology

A 2x2 factorial design was used to manipulate work control and workload, resulting in 4
experimental groups, reflecting the job control-demand model (Karasek, 1979). Self-rated
stress and heart rate variability were measured as outcome variables and positive and
negative affect were measured as potential moderators.

Results

Moderation analysis results indicate positive affectivity as a significant moderator of the
effects of workload on self-rated stress. Surprisingly, positive affect was not a significant
moderator of the relationship between workload or work control and physiological stress
response (measured with HRV indicators). Models that included work control as a predictor
as well as negative affect as a moderator were not significant.

Limitations

Significant differences between experimental groups (based on physiological stress
response and self-rated stress) were not found, which may be due to small sample size (N =
79).

Research/Practical Implications

Results indicate that trait positive affect buffers the perception of stress under high levels of
workload. This emphasizes the importance of maintaining and fostering employees’ vitality
and positive affect to help them cope better with high levels of workload.
Originality/Value

The moderating role of positive and negative affect within the JD-C model was tested for the
first time, using experimental data and a physiological measure of stress response.

37



Positive organizational behaviour

Personal growth and happiness

Fr-SYM-2277-6

Age and personal growth at work: The moderating role of transformational leadership on
teachers’ self-efficacy and thriving

C. Niessen”, I. Mader?, J. Volmer?2

Friedrich-Alexander University of Erlangen-Nuremberg, Erlangen, 2Otto-Friedrich University
Bamberg, Bamberg, Germany

Main Abstract Content: Purpose

It is increasingly being discussed how to promote personal growth in organizations for
employees of all ages. In the present study we investigated whether teachers’ age relates to
thriving at work (i.e., the joint experience of vitality and learning). Moreover, we examined
whether transformational leadership of the school principal helps especially older teachers
to experience a sense of self-efficacy and, in turn, to thrive at work.

Design/Methodology

This mediated moderation model was tested with a two-wave-study (time lag 3 months)
among 155 high-school teachers in Germany.

Results

Path modelling revealed no direct relationship between teachers’ age and thriving.
However, as expected, transformational leadership moderated the relationship between
age, teacher-related self-efficacy, and thriving; age was associated with a decrease in self-
efficacy and thriving when the school principals were less engaged in a transformational
leadership style. When school principals showed transformational leadership behaviors, age
was neither associated with self-efficacy nor thriving. Moreover, self-efficacy mediated this
relationship; age was associated with a decrease in self-efficacy across the school term,
which, in turn, related to a decrease in thriving when transformational leadership was low.
Limitations

Our design did not include a third measurement which allows to separate measurement
error from the change in the outcome variables.

Research/Practical Implications

Transformational leadership is especially helpful for older teachers by fostering their self-
efficacy which provides more opportunities to thrive.

Originality/Value

To our knowledge, this study is the first to investigate whether and how age relates to
personal growth at work by identifying moderating and mediating mechanisms.
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Demands and resources for learning, self-regulation and flexibility: Time-lagged
relationships with indicators of self-actualization at work

J. Glaser™”, S. Hornung?, T. Hége }, C. Seubert?

tUniversity of Innsbruck, Innsbruck, Austria

Main Abstract Content: Purpose

Extending conventional models of work characteristics, this study examines time-lagged
effects of new job demands and their interactions with matching job resources on indicators
of self-actualization at work.

Design/Methodology

Two waves of an online survey (time lag: 1 month) provided data of N=732 employees
(57.8% women; mean age: 38.9 years; 59.7% highly educated; 30.9% supervisors). Analyses
included six work analysis scales, tapping requirements and resources for learning, self-
regulation, and flexibility, and three indicators of self-actualization— intrinsic work
motivation, meaning in work, and occupational self-efficacy. Reliabilities were satisfactory
(t1: a=.70-.89; t2: a=.77-.91) and CFA results indicated structural validity.

Results

Regressions were integrated in a path model, controlling for gender, age, education, and
position. Examined job demands and resources had meaningful associations with all three
outcomes. Interactive effects of learning requirements and learning resources explained
additional variance in motivation and self-efficacy. Core effects remained significant after
controlling for outcomes at t1.

Limitations

The short time-lag between waves translated into high autocorrelations of outcomes,
raising the methodological bar for detecting effects of job demands and resources. Further,
presented analyses do not include job stressors.

Research/Practical Implications

To promote employee thriving and self-actualization, more attention should be paid to the
specific configurations of new job demands and resources in different domains. Work design
should seek to balance requirements and supplies for learning, self-regulation and flexibility.
Originality/Value

This study suggests an innovative model of domain-specific job demands and resources and
present longitudinal evidence on their main and interactive effects on self-actualization at
work.
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The implications of bad science for evidence-based practice in organizational

psychology
Rob Briner
FRI-INV-SYM9

As Ernest O’Boyle put it: “If practitioners can’t trust what’s coming out of academia, we don’t
have a reason to exist.” The well-documented poor scientific practices routinely deployed in
organizational psychology and right across science have led to concerns about the
trustworthiness and value of the body of our scientific evidence-base. In our field, there has
is now increasing attention and activity aimed at improving the way we do science through,
for example, changes to journal editorial policies and the Memorandum of Understanding
produced by the Alliance for Organizational Psychology. While these long-overdue initiatives
are welcome and should in the long-term result in a more trustworthy science, many
guestions and uncertainties remain around how evidence-based practitioners can use the
current body of scientific evidence. The panel and audience participations will consider their
answers to a number of key practice questions including: Given the known limitations, how
should we use science in our teaching and training? How can we warn about the limitations
of science but still encourage its use by practitioners? Do we need to train organizational
practitioners to make more use of science they can conduct in their own practice? What
responsibilities do we have as scientists to accurately communicate bodies of evidence? How
can the continuing professional development of organizational psychologists incorporate
these issues?
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Policy matters: How to influence and create change in policy?
FRI-INV-SYM6-1

Chair Prof. Rosalind Searle, Coventry University, Coventry, West Midlands, UK
Email: Rosalind.searle@coventry.ac.uk

Integrated summary

There is a growing recognition for the need for Psychologists to both aspire to, and achieve
the same levels of significance and influence as that of economists. The formation of the
EAWOP and EFPA Standing Working group on 1/O Psychology with its attention on policy
impact, and the both the Alliances of Organisational Psychology and SIOP white paper series
are each steps on the right path. This panel draws together those with distinct insight and
experiences on how to be more effectively in engaging and communicating with key
stakeholders, and how to actually achieve policy change.

We commence with insights from Dr. Tor Levin Hofgaard, President of the Norwegian
Psychological Association, on How to bridge the different universes of science and policy
makers followed by an input from Douglas Bilton, (UK’s Professional Standards Authority) for
a perspective of what matters to regulators and how work psychology can help them. Prof.
Ritsa Fotinatos-Ventouratos from American University in Greece will then reflect in the
Economic Crisis and psychological inputs. Finally Christine Hamilton/Rosalind Searle will
consider policy influence and capacity building efforts in the UK and internationally through
examples of white papers including BPS DOP’s “Implementing Culture Change within the NHS:
Contributions from Occupational Psychology” and Alliances for organizational Psychology’s
white  paper series. We then have questions and further discussion.
Following these inputs there will then be a discussion and question time about these rich and
important matters for our profession to consider and become more effective at.

Organisation of the session

This panel will involve individual inputs (12 min), then general audience participation and
guestions facilitated by the chair (30 min).
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Aliens have landed - How to bridge the different universes of science and
policy makers

Dr. Tor Levin Hofgaard, president, Norwegian Psychological Association
FRI-INV-SYM®6-2

Many of us, representing a professional filed, see it as our aim to make our knowledge mean
something for our community. Not just for individuals or organizations, but for our country,
region or the world. But how do you get from your science lab, your statistical formulas or
your fabulous practice, to those who make the decisions? How do we get into the room? And
how do we make them remember us, after we have left the room. If the answers you have in
mind are; show them the graphs, the numbers, the hard irrefutable science and facts. You are
welcome to hear a different story.

This talk will focus on what we you need to do to make your message survive in a landscape
of post-truth and alternative facts. And where what we bring to the table is viewed just as
another opinion. It will tell the stories about how implementing basic knowledge of
psychology and communication can have huge impact on the way advocacy is done. And how
realizing that science and politicians have a completely different concept of evidence, time
frame, communication style and working environment, make us get our message through and
contribute to real changes.
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Making regulation better — how can psychologists help?

Douglas Bilton, Assistant Director of Standards and Policy, Professional Standards Authority
FRI-INV-SYM®6-3

Regulation of health and social care in the UK is in need of a radical overhaul if it is to support
rather than stand in the way of the serious changes being proposed for the UK’s health and
care services. We will not be able to change health and care unless we also change the way it
is regulated. This talk examines the need for change and how psychologists can assist and
inform regulators. | highlight ‘right-touch’ regulation principles, to consider better what
regulation can and can’t do to control the risk of harms, to deregulate in some areas and focus
regulation more effectively in others. There is a need for regulators to remove barriers
between professions and create new roles. Currently health and care regulation is incoherent
and expensive, with little evidence for its effectiveness; if it was going to improve care it would
have done so by now. It’s time to rethink regulation.
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The Economic Crisis: Policies and Procedures Reviewed
Prof. Ritsa Fotinatos-Ventouratos, The American College of Greece, Greece
FRI-INV-SYM®6-4

The global economic crisis which commenced in 2008, brought with it a host of problems
previously unknown and unseen in history, with major repercussions being felt at the
organizational, personal and societal levels. For I/O Psychologists, in Greece these changes
and uncertainties have created a total transformation of the workplace, bringing with it
unique stressors and strains that have to be confronted on a daily basis. Following seven years
of global recession, | demonstrate the close and vicious interrelationship between human
attitudes and behavior on the one hand, and unemployment, poverty, mortgage default and
human ill-health on the other. Translated into organizational costs and consequences, the
current economic crisis has brought with it substantial challenges ranging from longer
working hours, heavier workload, insecure working environment, micro-management
practices and a different form of psychological contract. | consider 1/O psychology
contribution to work in a context of deep and unprecedented uncertainty and economic
turbulence.
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Implementing policy change in the UK: Contributions from Occupational

Psychology
Christine Hamilton, and Rosalind Searle BPS Division of Occupational Psychology
FRI-INV-SYM®6-5

The British Psychology Society’s Division of Occupational Psychology ‘Occupational
Psychology in Public Policy’ (OPIPP) working group was established to improve our capacity
to draw on and communicate our evidence base to policymakers and decision-makers, and
promote awareness of the expertise of Occupational Psychology..

Here we outline proactive policy influencing work featuring a report focusing on culture
change within a health context. This report followed two other major reviews commissioned
in response to a major issue at a hospital, which identified significant culture change as
necessary to improve patient safety in the NHS. This was designed to move the debate on
from ‘what’ needs to be done to ‘how’ it can be done. It is designed for audience including
the UK Government’s health sector policy-makers and the media.

We outline the variety of stakeholders whose policies we seek to engaged and raise
awareness of our work and draw on their knowledge and contacts We will discuss capability
building to respond effectively to consultations and calls for evidence in the longer-term,
including horizon scanning to better identify potential areas where Occupational
Psychologists could influence public policy, monitoring consultations and supporting
consultation responses that are relevant to Occupational Psychology, building potential
spokespeople databases and improving our liaison with other professional groups.
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Toxic Spaces: Challenging assumptions about workplace responses to
workplace bullying and incivility in universities

Authors: Patricia Mannix- McNamara and Margaret Hodgins

THU-INV-SYM3-6

Context: Higher Education is not immune to the problems of workplace ill treatment
includes incivility, bullying, physical violence and sexual harassment. This presentation will
present the results of a qualitative study that explored experiences of incivility and bullying
in the higher educational sector. For the purposes of this presentation we define the terms
employed. Incivility is defined as low-intensity, deviant behaviour with ambiguous intent to
harm the target in violation of workplace norms for mutual respect. Bullying is defined as
the systematic exhibition of aggressive behaviour at work directed towards a sub-ordinate,
a co-worker or even a superior, as well the perception of being systematically exposed to
such mistreatment while at work. The past decade has yielded much research on these
themes. The negative health effects of workplace bullying and incivility are well established.
Workplace ill treatment not only costs organisations through absenteeism, approximately
one fifth of the targets of workplace mistreatment leave the organization, with resultant
replacement and retraining cost.

Design: Using a purposive sampling strategy, information on the study was circulated to the
university staff via unions. Eight female respondents were interviewed from three Irish
universities. Interpretative analysis was employed.

Results: The analysis revealed several themes including; toxic workplace cultures, the
micropolitics of organizational life; poverty of organisational response; assumptions of
rationality and deliberate blindness to power plays; apparent reluctance (or inability) on the
part of the organisation to engage with the implications of problematic interpersonal
relationships (treated as ‘private events’ rather than public).

Implications/Originality: The implications of the research for organisations are several, not
least of which is the need for fostering healthier workplace cultures for administrative staff
in higher education. In addition the organizational responses are clearly problematic despite
the existence of dignity and respect policies. The data also pose challenges as to how
organisations deal with arationality. They also challenge the assumptions that human
relationships can be relegated to the realm of the private in the workplace.
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and Organizational Psychology

Pre-Conference Doctoral Consortium EAWOP 2017: Challenges in your academic
career: Enabling change, renewal and innovation

Dr. Laurent Sovet & Wouter Vleugels

Abstract: PhD students are confronted with various sorts of challenges throughout
their PhD project as well as beyond, including applying for funding and building and
maintaining a supportive academic network. The overall goal of this pre-conference
doctoral consortium is to teach PhD students in two different sessions how they can
successfully tackle these challenges and take charge of their academic careers.

The purpose of the morning session is to help PhD candidates to develop a better
understanding of the challenges related to obtaining research funding. PhD
candidates will learn how to cultivate a mindset for identifying potential sources of
research funding and how to write effective funding applications.

During the afternoon session PhD candidates will have the opportunity to discuss their
work in small groups. A senior scholar will moderate each small group session. The
goal of the afternoon sessions is to enable PhD candidates to present their preliminary
research ideas in a constructive and supportive environment, and lay the foundations
for their own future academic network.

Participation is free of charge and includes lunch and coffee breaks. Places are limited
to 50 students. We hope this will be an inspiring day to all, during which we will enjoy
fruitful discussions and learn about each other’s research endeavors.

48



|

JC_LU

European Association of Work
and Organizational Psychology

Qualitative Research in 1/0 Psychology: An Introduction to Grounded Theory
Annika Wilhelmy

Abstract: Recent editorials of high-ranking journals emphasize the importance of
gualitative research methods to advance I/O psychology. An important question,
however, is: how can qualitative methods be applied in a way that makes a contribution
to the literature and leads to top-tier publications? This workshop offers an introduction
to grounded theory — a research approach that is particularly versatile and
internationally well-known. The learning goals of this workshop are to (1) familiarize
participants with the broad range of possibilities that grounded theory has to offer, (2)
enable participants to assess whether grounded theory is an appropriate method to
answer their research questions, and (3) provide participants with the opportunity to
practice developing strategies for data collection and analysis that are in line with the
grounded theory approach. This workshop will also supply participants with key
information on how to successfully publish qualitative research. There will be several
interactive exercises in which participants will be able to apply their acquired
knowledge. For example, participants will reflect on current or planned research
projects and evaluate how they can use grounded theory in their own research to gain
important insights. To participate in the workshop, participants neither need prior
knowledge on qualitative research methods nor need to bring computers (unless for
taking notes etc.).
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Changing Developments in Career Management

Beatrice van der Heijden & Ans De Vos

Abstract: The workshop entitled ‘Changing developments in career management’ has
been designed to raise awareness and develop an understanding of the importance
of the sustainability of contemporary careers. It is open for both scientist and
practitioners who are interested in examining and implementing factors that may help
or hinder employees in dealing with nowadays’ issues, dilemmas and challenges in
career management. Think for instance about the ever-increasing struggles to
maintain a work-home balance, the impact of New Ways of Working, and the problems
of later career and retirement, to mention but a few. In this workshop, pertinent real-
life cases with respect to sustainability of contemporary careers will be addressed,
which aim to stimulate both organizational and supervisory practices, and future
research on this topic. A state-of-the-art conceptualization of ‘sustainable careers’ will
be outlined, incorporating four important elements characterizing the concept that
have undergone important changes in recent years.

This interactive workshop event provides a platform for the latest scientific research to
be brought to an audience of practitioners who can thereby develop and enhance their
professional practice and skills, in particular to:

e Learn how recent theory and empirical research on sustainable careers can
be applied in practice;

e Develop new skills when working with complex and changing developments in
career management;

e Understand contemporary career issues, dilemmas and challenges;

e Create new intervention methods, tools and approaches in career
management;

e Network with career scientists and with other practitioners and discuss new
ways and methods of sustainable career management
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Managing the Interface Between Teaching and Research

Cheryl Travers

Biography: Dr Cheryl Travers received her BSc (Hons.) in Psychology (1st Class)
from the University of Lancaster (1986); her MSc in Occupational Psychology from the
MSC/ESRC Social and Applied Psychology Unit, University of Sheffield (1988)
(Funded by the MRC); and her PhD on a nationwide study of teacher stress in the UK
from Manchester School of Management, UMIST (1991) (Funded by the NAS/UWT).
She holds Chartered Psychologist Status with the British Psychological Society
(C.Psychol).

Cheryl began her appointment in the School in April 1993, following two years as
Research Fellow in the Centre for Organizational Research at the London Business
School (1991 to 1993). During her time at Loughborough she has held Research
Project Co-ordinator MBA 1993-1997; Director for MBA in Information and Library
Management (Development) 1995-1997; and more recently Director of Doctoral
Training 1997-2006. She has also been a member of the University Ethical Committee.

Abstract: Interpersonal skills are crucial in today’s business environment. Executives
consistently rank such skills as critical for a successful workforce. Training and
development doesn’t always deliver and may be accused of the ‘spray and pray’
approach. Personal development tends to be insufficiently subject to thorough
outcome evaluation and follow up. One reason claimed is that softer skills are not so
easy to ‘harden’ by setting objective measurable goals. For the last 15 years, we have
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carried out research and teaching within a UK Business School which has shown that
goal setting can be used highly successfully to bring about interpersonal skills
development. As a product of this, a Reflective Goal Setting methodology has been
designed which is already showing vast possibilities for developing essential ‘softer’
skills in managers and leaders, both within and outside of the classroom. This
professional development workshop will introduce attendees to the Reflective Goal
Setting framework, and coach them on how to employ this effective teaching and
learning method with the development of a wide range of management related skills
and behaviours, not usually targeted by traditional goal setting theory alone. Attendees
will benefit in terms of understanding how to set their own personal development goals,
how to incorporate this framework into management modules and programmes and
also support corporate clients seeking to improve the skills base of their managers
and leaders.

52



|

JC_LU

European Association of Work
and Organizational Psychology

Introduction to Multilevel Modeling using SPSS (Day-long Workshop)
Chris Stride

i a

Target Audience: This course is aimed at two distinct groups. It is primarily designed
as a beginners' course in multi-level modelling (AKA Hierarchical Linear Modelling),
for those who face the challenge of working with multi-level data sets and want to be
able to analyse them in the most powerful and accurate way. However it should also
appeal to those with a little experience of multi-level modelling using other specialist
packages who now want to learn how to run such models in SPSS using the MIXED
MODELS menu and commands.

Pre-Requisites: A reasonable working knowledge of multiple regression and some
previous experience of using SPSS to perform statistical analysis is expected. No
previous  experience  of  multi-level  modelling  will be  assumed.

The Course Will Cover:

Multi-level data - what it is and why it requires special treatment
Restructuring data in preparation for multi-level modelling

What is a multi-level model?

Building and fitting a multi-level model in SPSS

Further issues in multi-level modelling: centering, sample size and scaling
Analysing longitudinal data using multi-level modelling

The course comprises of a mixture of short lectures on the basic theory behind multi-
level models, teaching via examples worked through on real data sets, and exercises
to practice the skills just learned. You will also receive a 70-page coursebook
containing the notes and worked examples.
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Important Note: This course requires you to bring your own laptop with SPSS
installed - any version from v15 onwards will do.

54



|

J(_LU

European Association of Work
and Organizational Psychology

Change Leadership and Innovation

Dawn Eubanks

Biography: Dawn Eubanks is an Associate Professor of Behavioural Science at
Warwick Business School. She earned her PhD in Industrial Organizational
Psychology with a minor in quantitative methods from The University of Oklahoma.

Abstract: With the growing success of non-traditional companies such as Google and
Apple, it is hard to deny that innovation is a key economic driver. However, innovation
is no longer an activity that takes place in a cozy corner in research and development.
Over the past several years, innovation has become an important part of organizations
as they realize that change and innovation are the keys to maintaining a competitive
advantage. Organizations are now looking to develop “innovation cultures”,
‘innovation strategies” and “innovation leadership”. As a result of this, researchers
have tried to tease apart what makes an innovative venture successful or not. There
are multiple facets to explore under this topic. First, we need to understand the skill
set required of leaders of innovative efforts. Next, we need to understand the key
challenges faced by these leaders. Finally, we need to understand what success
means and why trying to replicate salient successful examples may not work. In this
three-hour workshop the following learning outcomes have been set:
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- Become familiarized with the main streams of literature around leading for
innovation

- Discuss the value of multiple methods for understanding leadership and
innovation

- Develop an understanding of the need for innovation leadership

- Discuss emerging research questions and areas for exploration around
innovation leadership

- Discuss measurement challenges for dependent variables

- Participate in an experiential learning activity that can be used to convey key
concepts to students

No computers or software are required for this seminar
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Developing the Whole Leader: A Multiple Domain, Identity-Based Approach

Michelle Hammond, Michael Palanski, Rachel Clapp-Smith and Gretchen
Vogelgesang Lester

Biography: Michelle Hammond is a Senior Lecturer in Organisational Behaviour at the
Kemmy Business School at the University of Limerick. She received her M.S. and
Ph.D. in Industrial/Organizational Psychology from the Pennsylvania State University.
Her research focuses on understanding the influence of leadership on employee well-
being at work, including factors such as meaningful work, work-life balance, and
creativity and innovation. Additionally her research seeks to understand the process
of leadership development across multiple domains. She co-authored an award-
winning text on leader development entitled An Integrative Theory of Leader
Development: Connecting Adult Development, Identity, and Expertise and has
published in journals including Academy of Management Review, Human Resource
Management Review, Journal of Vocational Behavior, and Journal of Managerial
Psychology among others.

Abstract: Developing the whole person as a leader has become a topic of great
importance for many organizations, yet most research and practice of leader
development focuses primarily on the work domain. The goal of the workshop is to
promote a more holistic consideration of leader development by examining leaders in
and outside of work. Research has explored how to leverage other domains of a
leader’s life to enrich and accelerate leadership development. This seminar builds on
theory, research, and coaching experience leadership development in multiple
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domains of life, the seminar illustrates how leaders can make sense of the intersection
of work, family, and community domains to expand their leader competence and
strengthen their leader identity (Hammond, Clapp-Smith, & Palanski, in press). In
addition to personal stories and cases, the workshop will include a validated workbook
as a personal development tool and guide. Participants will first learn the meaning and
relevance behind each component of multi-domain leadership and then reflect on and
complete a portion of their workbook. Small groups to discuss and reflection is will be
facilitated. By the end of the workshop, participants will leave with a tangible action
plan for developing specific leadership competence in and outside of the workplace.
The plan will be goal directed, specific, and immediately actionable. The workshop is
suitable for academics and practitioners alike. No materials are required
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Alternatives to Difference Scores: Polynomial Regression and Response Surface
Methodology

Jeff Edwards

Biography: Jeff Edwards’ research and teaching focus on individual and
organizational change, person-organization fit, stress and coping in organizations, and
strategies that jointly promote employee well-being and corporate competitiveness.
He also conducts methodological work concerning the design, measurement and
analysis of research in organizations.

Dr. Edwards is an award-winning teacher and researcher. At UNC, he received the
Distinguished Teaching Award for Post-Baccalaureate Instruction, the Weatherspoon
Award for Excellence in PhD Teaching and the Weatherspoon Award for Excellence
in Research. In his field, he has been elected as a fellow of the Academy of
Management, American Psychological Association, Society for Industrial and
Organizational Psychology and Center for the Advancement of Research Methods and
Analysis. He also received the Distinguished Career Award from the research
methods division of the Academy of Management.

He has also consulted, conducted applied research, and taught executive
development courses with numerous organizations, including Alcoa, Burlington
Industries, ExxonMobil, General Electric, General Motors, GlaxoSmithKline, Johnson
& Johnson, Kaiser Permanente, Misys Healthcare, Quintiles, SonyEriccson,
Wachovia, W.C. Bradley, Westinghouse, Whirlpool and the U.S. Department of
Defense.
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Dr. Edwards served as the chair of the management, organizational behavior and
strategy, and organizational behavior areas at UNC Kenan-Flagler from 2000-10. He
has served on the School’s research committee since 1997. Previously he held
positions with the University of Virginia and the University of Michigan.

He has held leadership positions at the Academy of Management, serving as chair of
the research methods division and representative-at-large for the research methods
and organizational behavior divisions. He has served as editor of Organizational
Behavior and Human Decision Processes and as associate editor of the Journal of
Organizational Behavior, Organizational Research Methods and Management
Science.

He received his PhD and MBA from Carnegie Mellon University and his BA from UNC-
Chapel Hill.

Abstract: For decades, difference scores have been used in studies of congruence in
organizational research. Despite their widespread use, difference scores have
numerous methodological problems. These problems can be overcome by using
polynomial regression and response surface methodology, which can examine a wide
range of congruence hypotheses. This workshop will review problems with difference
scores, introduce polynomial regression and response surface methodology, and
illustrate the application of these methods using empirical examples. Participants will
be provided data to analyze during the workshop with the goal of creating a hands-on
experience that will clarify and reinforce the methods discussed. Participants should
bring a laptop with access to SPSS or STATA.
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Diary Methods for Organizational Intervention Research and Practice

M. Gloria Gonzales-Morales & Deirdre O’'Shea

Biography: | got my Psychology Degree
at Universidad de La Laguna (Canary
Islands, Spain). | completed my
dissertation, awarded with the European
PhD (Doctor Europaea), in 2006 at
University of Valencia (Spain) in the Work
and Organizational Psychology
Interuniversity Doctoral Program. In
2007, | moved to Virginia (USA) to do
research as a Fulbright Visiting Scholar at
George Mason University for two years. |
was a postdoctoral researcher at
University of Delaware for a year before
starting at University of Guelph on May
2010.

Biography: Dr. Deirdre O'Shea, Reg.
Psychol Ps.S.l., is a Lecturer and is a
Registered Work and Organisational
Psychologist, located in the Department
of Personnel and Employment Relations
at the Kemmy Business School,
University of Limerick.

Deirdre completed her PhD and M.Sc. in
Work & Organisational Psychology from
Dublin City University in 2011 and 2005
respectively, and her B.Sc. in Psychology
from University College Dublin in 2002.
She received a DCUBS research
scholarship to complete her PhD
research.

Deirdre has lectured at the University of
Limerick, Dublin City University, Oscall
(National Distance Education Centre) and
the Centre for Talented Youth in Ireland
(CTYI). She has been an international
visitor at Humboldt University, Berlin,
Germany (2013), University of Guelph,
Canada (2014), and Northeastern lllinois
University, Chicago (2014).
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Abstract: Intervention research and practice in organizations require specific
methodologies that not only allow to evaluate the effectiveness of the programs, but
also to understand the mechanisms and processes through which the intervention
works and transfers to everyday operations. Diary methods can be defined as
methodological designs that involve data collection on a regular basis (e.g., daily,
weekly, monthly). Cross-sectional or traditional longitudinal studies can only capture
a static picture or snapshot of the psychological and organizational variables being
measured at specific points in time. Diary methods help us to take ‘motion pictures’ of
the intervention implementation, mechanisms and outcomes.

The main learning objectives of this workshop are to:

1. Understand the need and usefulness of diary methods for intervention
research and practice. We will discuss how mediating mechanisms and
processes can be assessed, and how other practical issues such as dosage,
participant adherence or participant experience and practice can be explored
with diary designs.

2. Reflect on how to design an intervention diary design based on clear

research/practice questions.
We will highlight the importance of establishing clear research/practice
guestions to guide the design in terms of what, how and when to measure. We
will consider advantages, challenges and pitfalls related to diary intervention
designs. We will discuss the use of control, placebo, random assignments and
Randomized Controlled Trials. Statistical, analytical and technological tools
needed for this type of methods will be described.

3. Apply diary methods to participants’ own research/practice projects.

In groups, participants will discuss and work on their own designs for their
research and/or practice projects.

The instructors of the workshop will facilitate the learning of these objectives through
participative and active learning. Their experience designing and implementing
interventions using diary methodologies will allow them to share their success and,
most importantly, failure stories.

Participants are asked to submit a 200 word summary of either planned or on-going
diary/intervention research two weeks prior to the workshop which can be shared with
the participant group and discussed during the workshop.
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Meta-analysis and Systematic Reviews for W&OP

Michael McDaniel

Biography: Dr. McDaniel received his Ph.D. in Industrial Organizational Psychology
from the George Washington University. Prior to joining VCU, he was a tenured
associate professor at the University of Akron. Dr. McDaniel has published
in Academy of Management Journal, Journal of Applied Psychology, Personnel
Psychology, Intelligence, International Journal of Selection and
Assessment, and Human Performance. Dr. McDaniel is a member of the Academy of
Management, and a Fellow of the Society for Industrial, Organizational Psychology,
Inc., a Fellow of the American Psychological Association, a Fellow of the Association
for Psychological Science, and a member of the Society for Human Resource
Management. Dr. McDaniel has received awards in recognition of his research from
the Academy of Management, the International Personnel Management Association
Assessment Council, the Southern Management Association, and the US Office of
Personnel Management.

Abstract: This three hour workshop provides the participant with knowledge
concerning the major meta-analysis models used in research in work and
organizational psychology. The workshop also introduces the steps in conducting a
systematic review. Thus, this workshop is not solely a statistics/methods course but
overviews the knowledge the participant needs to conduct a meta-analysis and
systematic review consistent with the Meta-Analysis Reporting Standards (MARS).
The course also addresses emerging topics in meta-analysis and systematic reviews
including a review of publication bias. Free software is made available to the
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participants and a few demonstrations of software are incorporated into the workshop.
Students who wish to follow along with software demonstrations may wish to install
the recommended software, gain some familiarity with it prior to the workshop, and
bring a laptop with software installed. However, without installing any software and
leaving your laptop at home, one will gain a knowledge of the capabilities of the
software through the demonstration.

At the end of this talk, participants should understand the steps in the systematic
review process, some of the basic conceptual and statistical background of meta-
analysis, and how to interpret the results of a meta-analysis. You will also know what
you have left to learn to be a proficient meta-analyst.

Participants who have registered for the workshop in advance with will receive a link
to workshop materials and many other meta-analysis materials a few days prior to the
workshop.

Recommended Software: R, RStudio (with free license). Install R before installing
RStudio. Students may also wish to download a demonstration copy of
Comprehensive Meta-Analysis (CMA) at www.meta-analysis.com. The instructor
hopes to get you a free one month license for CMA.
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Measuring the Impact of Interventions — Social Return on Investment

Nuala Whelan

Biography: Nuala Whelan is an Irish Research Council Employment based Scholar
conducting research on the effectiveness of Ireland’s labour market policy on the well-
being and employability of long term unemployed job seekers. Nuala is the Assistant
Manager at Ballymun Job Centre (BJC) and a Registered Work & Organisational
Psychologist. She holds a BA (Honours) in Psychology from UCD and a MSc. in
Industrial Psychology from the University of Hull, UK. With 18 years’ experience
working with clients who are disadvantaged in the labour market, Nuala’s main areas
of interest lie in exploring the varying levels of employment service effectiveness, the
lack of consistency in approach and the underestimation of the potential impact of
enhancing human capacity for development and organizational success. Nuala is
currently an Irish Research Council employment based Scholar conducting research
on the effectiveness of Ireland’s labour market policy on the well-being and
employability of long term unemployed job seekers. Since 2003 Nuala has been
involved in securing significant EU funding through the Lifelong Learning Programme
(Leonardo da Vinci strand), EQUAL (ESF) and more recently Erasmus+, and during
this time, managed eight applied research projects, each with a two year duration. Her
research interests include; psychological impact of labour market policy and its
implementation, long term unemployment, Youth unemployment, Psychometrics and
innovative assessment design, Social Investment, Social impact evaluation, Training
and training evaluation, Effective career guidance for disadvantaged job seekers,
Labour Market Activation models, Community impact, Well-being at work.
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Abstract: As Psychologists working with individuals and organisations, it can be
difficult to put a value on the impact our interventions have at an individual,
organisational, and even societal level. Often, the impacts of our interventions are not
immediately visible but may become more evident over time. Quantifying our practice
and placing value on what we do can be difficult. Social impact assessment can help
us understand the impact our interventions have on a range of stakeholders and can
illuminate the process or the story of change arising from the interventions. Social
impact can have both evaluative and forecasting purposes, enabling us to value the
things which matter. It can help us pinpoint the outputs and outcomes emerging from
our interventions for each stakeholder and consider the monetary value attributable to
each outcome. Monetary value is a useful and widely accepted way of conveying
value, and while social impact assessment is about value rather than money, this is
often the type of evidence required or understood by those funding the interventions.

This workshop will introduce participants to the key principles underpinning social
impact assessment and the Social Return on Investment (SROI) methodology.
Participants will be encouraged to think in terms of change, the creation of change,
measuring outcomes and attributing value. Participants will also consider how social
impact assessment could be integrated into their practice. The workshop will provide
an opportunity to review case studies using social impact assessment and in small
groups work through an example SROI evaluation in order to illustrate its real world
application.
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Latent Growth Modeling in the Study of Change
Robert Vanderberg

Biography: Robert Vanderberg is the Department and Rogert O. Arnold Professor of
Business at the University of Georgia Terry College of Business Department of
Management and a Full Professor in GLOBIS Management at the University of
Georgia. He received his PhD in the area of Social Psychology from the University of
Georgia, graduating in 1982. His areas of expertise consist of Employee Survey
Administration and Feedback, Change Management, Structural equation methodology
and introductory and Advanced Statics. He has previously consulted with companies
such as IBM, Georgia Pacific and Life Office Management Association. He has
received various reward over his career from Best Publication Award in Research
Methods for Past Decade by Research Methods Division, Academy of Management,
2009 to Superior Teaching Recognition by the Honors Day Convocation, The
University of Georgia, 2011.

Abstract: The primary goals of this workshop are to provide participants with: (a) the
methodological issues and guiding principles underlying the design of longitudinal
research; (b) the analytical tools needed to undertake latent growth modeling (LGM);
and time permitting (c) the analytical tools needed to undertake latent change or
difference score analysis (LDS). With respect to (a), discussion will be on the many
methodological design considerations or guiding principles a researcher should attend
to when designing a longitudinal study. After this, we will start a review of LGM.
Participants will be exposed first to what are referred to as Level 1 or unconditional
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LGMs. From there, they will be exposed to increasingly complex Level 2 or conditional
LGMs. The last LGM constitutes a relatively complex model with causal paths
between latent variables, and tests of mediation. Upon completion of the LGM portion
of the workshop, and time permitting, we will start the review of LDS. We start with
relatively simple LDS models and build to increasingly complex models. For both the
LGM and LDS portions, participants are provided handouts with all of the syntax for
each of the models. Also, the databases used for the examples will be provided. The
examples are all anchored with an organizational behavior or industrial-organizational
psychology framework. Finally, considerable time will be spent considering the output,
and teaching participants how to interpret the outcomes, particularly those relevant to
the tests of hypotheses. All examples use structural equation modeling and are tested
using the Mplu
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Research methodology

Advances in quantitative research methods

Th-DEB-5

A Panel Discussion on Intra-Individual Organizational Research

N. Podsakoff ', A. Bakker?, K. Daniels 3, A. Gabriel 4, U. Hulsheger5, J. Trougakos ¢

"Management & Organizations, University of Arizona, Tucson, United States, 2Erasmus University, Rotterdam,
Netherlands, 3University of East Anglia, Norwich, United Kingdom, 4University of Arizona, Tucson, United States, 5
University of Maastricht, Maastricht, Netherlands, éUniveristy of Toronto, Toronto, Canada

Content: Purpose. The purpose of this Panel Discussion is to have intra-individual research experts provide their perspectives on
important conceptual, methodological, and analytic questions fundamental to this literature. A review of the more than 200 intra-
individual organizational articles, over Aalf of which have been published in just the past 6 years (157, 2016), reveals many
inconsistencies and confusion about the appropriate application of intra-individual theories, the design and method of daily diary or

ESM studies, and the analysis and reporting of results from this research. The proposed format for this 90 minute Panel Discussion is:

Introduction of the topic and panelists (6 minutes)

Discussion of theoretical and conceptual questions (23 minutes)

Discussion of design and methods questions (23 minutes)

Discussion analysis questions (23 minutes)

Questions from the audience (15 minutes)

Controversial Perspectives. To identify the most relevant and “controversial” topics in the intra-individual literature, we (a)
performed a review of over 200 intra-individual articles, and (b) surveyed authors who published intra-individual studies for
questions. This led to questions falling into three categories. First, #ieoretical and conceptual issues, such as what theories are
(in)appropriate for application to intra-individual studies? Second, design and methods issues, such as what factors are/should be
considered when making design decisions, and what are the best practices in design? Third, ana/vtic issues, such as what standards
should be used to report results from intra-individual research, and how should time-related influences be tested? The Panelists will
provide responses to questions reflecting this content, as well as those from the audience.

Implications for Research/Practice. This explicit purpose of this Panel Discussion is to influence the decisions made by scholars
when designing, conducting, analyzing, and reporting their intra-individual studies. The questions (and experts’ answers) will be
designed to facilitate immediate application.

Expected Audience. Given the quality of the panelists and the interest in this literature, we would expect to have more than 60
individuals in the audience.

Disclosure of Interest: None Declared

Keywords: None
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Emerging themes in I/O psychology

Th-DEB-14

The Future of Work and Organizational Psychology: An Interactive Debating Session Addressing the Need to
Reconceptualize our Own Academic Future

M. Bal '*, C. Bernard Oettell 2, R. Briner3, K. Chudzikowski 4, J. de Jong5, E. Doci®, N. Dries?, C. Freese 8, K. Kalshoven?
, X. Lub 19, Y. van Rossenberg ', T. Vantilborgh 6

"University of Lincoln, Lincoln, United Kingdom, 2Stockholm University, Stockholm, Sweden, 3Queen Mary University of
London, London, “University of Bath, Bath, United Kingdom, Open University The Netherlands, Heerlen, Netherlands, 6
Vrije Universiteit Brussels, Brussels, 7lKU Leuven, Leuven, Belgium, 8University of Tilburg, Tilburg, °Amsterdam Center for
Integrity and Leadership, 1°VU University Amsterdam/NHTV University, Amsterdam, Netherlands, '"Univesity of Bath,
Bath, United Kingdom

Content: Purpose The field of Work and Organizational Psychology (WOP) has important objectives for the 21st century. While the
EAWOP conference in Dublin will be taking place 10 years after the onset of the global economic crisis, the effects are still widely
visible across Europe. It is therefore crucial for researchers to contribute to contemporary debates about how work can be organized
in the 21st century. However, it is not self-evident that research in the field of WOP achieves these aims. Moreover, ethics in research
is becoming increasingly important—both in the choice of research topics and in how we do research—and thus the field finds itself
at a crossroad, where choices should be made about what the future of WOP will look like. The purpose of this session therefore is to
discuss the role of work psychology within its broader context and to consider potential alternatives for how the field identifies itself.
We want to discuss some of 1) the interrelations and interdependencies between the field and the larger context(s) it is embedded in,
2) the imprints these relations leave on how we do research in WOP and what we do with the research we have done, and 3) the
alternatives for the status quo of WOP to postulate a future-oriented idea for how the field can contribute to knowledge.The session
aims to identify some ways the field gets affected by its cultural, political, organizational and academic context, and the way the field
shapes (or intends to shape) its context. We hope to unravel some of the shortcomings that result from the field’s alignment with
certain academic, political, economic and organizational narratives. Finally, together with the participants, we want to reflect on what
other available perspectives are out there that could allow for more critical, humanistic and profound ways of doing research in work
psychology, and for leaving a positive impact on the world of work. A recent editorial of EJWOP (Daniels, 2016) addressed the
importance of the journal in addressing societal concerns, and the aim of this symposium is to contribute to this by debating how
researchers can conduct research that is relevant for both research and the world outside academia.We want to study the field’s
relations with its context from three (interrelated) perspectives:(a) Relations with world of work:- Do we pay attention to what is
important for organizations or what is important for people within organizations? Should we take a human resources or a humanistic
perspective on people? And what perspective should we take in the future?-What is the ‘real” impact of our research? How is the
field’s relationship with practice?(b) Relations with the political, economic and cultural context:- What political discourses and
ideologies does the field (implicitly) align itself with and what are the effects of such alignments on the field?- Do we take the
political-economic context of our research enough into account?- How is the field’s relationship with the public sphere?(c) Relations
with the academic culture:-Why is so much research conservative in its approach, designs and not innovative and addressing
contemporary issues of the 21st century workplace?-Why do so many studies rely on mediator-moderator designs and what are the
underlying assumptions and implications of such designs, and what are the alternatives?-Why are all academics suffering from the
pressure to publish (or otherwise perish) & what impact does it have on the research we do?-How are all of the above questions
related to each other?These questions could be addressed in separate debates, but the main purpose of the current session is to
understand and ascertain that these issues are inherently interrelated, and that the field of WOP is at a crucial state, and important
questions for future generations of WOP scholars and leaders need to be asked and debated. The current session therefore aims to
give scholars the opportunity to address these issues, to discuss them in smaller groups and to develop new ideas and initiatives to
advance the field. The session aims to do the following: First, the main purpose of the meeting will be introduced and the state of
WOP as a discipline will be discussed. Subsequently, Yvonne van Rossenberg will talk about the role and limits of methods used in
WOP. Edina Doci and Tim Vantilborgh will discuss whether the human resources perspective on employees dominates in the
(leadership) field, at the expense of the humanistic perspective. Charissa Freese and Claudia Bernard-Oettel will discuss the role of
practice and the public in relation to our research, and finally Nicky Dries will discuss how we should not lose sight of what scientific
publications are for and how publication cultures can become more future-oriented. Subsequently, the audience breaks up in smaller
groups, each of these discussing one of the debated themes in more detail, thereby understanding what the causes are, and how it can
be addressed and resolved in the future. Finally, the session has a plenary closing part, in which analyses and solutions are presented
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by the subgroups, and discussed and integrated by a panel consisting of Rob Briner, Katharina Chudzikowski, Jeroen de Jong,
Karianne Kalshoven, and Xander Lub in close conjunction with the audience.We are aware that within the time span of one session, it
is difficult to establish real changes, and thus the session aims to take the first steps towards changing the future of WOP and setting
the agenda for a viable WOP discipline. Potential follow-ups may include a Small Group Meeting on the Future of WOP and
networks for supporting changes, as well as writing proposals for special issues on the future of WOP. The intention of the session is
to give participants some useful ideas to take home which may be used for the design of future research, but also to build a network of
people interested in the development of the future of WOP to jointly develop plans to establish positive change for the future. Time
1line00:00-00:10: Matthijs Bal (University of Lincoln): Welcome and Introduction to the session00:10-00:15 Yvonne van Rossenberg
(University of Bath): The role and limits of methods 00:15-00:20 Edina Doci (Vrije Universiteit Brussels) & Tim Vantilborgh:
Studying human resources or human beings?'00:20-00:25 Charissa Freese (University of Tilburg): The Importance of Practice and the
Public00:25-00:30 Claudia Bernard Oettel (Stockholm University): How about Practice and STWOP?00:30-00:35 Nicky Dries (KU
Leuven): What are scientific publications for?00:35-00:40 Wrap-up and explanation of the discussion session in smaller groups.00:40-
01:25 Discussion in smaller groups, moderated by the people above.01:25-01:30 Short break01:30-02:00 Plenary discussion and
panel debate, summarizing solutions, and setting an agenda for the futureControversial Perspectives Each of the presenters will
introduce a controversial view of the state of WOP as a scientific discipline, aiming to inspire a real debate rather than reiterating
existing views. Implications for Research/Practice The session aims to have both research and practical implications. The session will
discuss implications for future research for all participants (i.e., how to design and think of future research projects), and more
practically how researchers in the field of WOP can join forces and elicit changes in the field and their own universities.Expected
Audience: 60 personsWe aim for an audience of between 30-60 people. References:Daniels, K. (2016). An editorial in four parts.
European Journal of Work and Organizational Psychology, 25(3), 329-334.
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Keywords: None

72



Ethics and Sustainability

Ethical issues in Organizational Psychology

Fr-DEB-11

Can We Put an End to Questionable and Unethical Research Practices? The Role of Editors, Reviewers, and

Authors

M. Kraimer'", D. Allen2, D. Scholarios 3, J. Dawson*, J. Hayton2, S. Seibert "

"University of lowa, lowa City, lowa, 2Rutgers University, New Brunswick, NJ, United States, 3University of Strathclyde,
Glasgow, Scotland, “University of Sheffield, Sheffield, United Kingdom

Content: Purpose

This panel discussion of journal editors will address concerns with the use of questionable and sometimes unethical research
practices. We first provide examples of clear unethical research practice and then move on to discussing practices that may be more
ambiguous. We then debate some of the institutional factors that may be contributing to authors’ uncertainty about and perhaps
willingness to engage in questionable research practices. We end by proposing how editors, reviewers, and authors can help educate
scholars in our field about which practices undermine scientific advancement of the discipline, which are clearly unacceptable
practices, and how we can collectively change such practices.

Controversial Perspectives

A number of recent editorials raised concerns about the integrity of research in the organizational sciences. Wright (2016) identified
two factors that are creating pressure for researchers to engage in unethical practices. First, the promotion and tenure policies at many
universities increasingly emphasize quantity over quality, with often high standards for the number of top-tier publications. Second is
the increase in the sophistication of methodological and statistical approaches to analyzing data. This makes it more difficult for
reviewers to confidently evaluate statistical analyses, and also means authors may be using analyses they may not thoroughly
understand. Cortina (2016) argues that authors’ approach “to theorizing has drifted away from scientific acceptability.” He provides
evidence that published research rarely tests existing theoretical frameworks, that replication studies are virtually nonexistent,

and researchers increasingly engage in HARKing rather than @ prior7 theory testing. Cortina argues that journal standards are largely
to blame for this movement towards unscientific use of theory.

Implications for Research

This panel discussion will help authors reflect on their own research tactics and how well it conforms to scientific methods. Likewise,
editors and reviewers of our journals may reflect on the standards to which they are holding authors. Attendees can help educate their
colleagues and students by sharing what they learned.

We expect an audience of 30-60 people.

Disclosure of Interest: None Declared
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Research design

Th-DEB-3

Rigor, transparency, and ongoing education in research methods: Moving our field forward

T. Kohler'”, R. S. Landis 2, J. M. Cortina 3, V. Gonzalez-Roma*#, K. Daniels 5

"Department of Management and Marketing, The University of Melbourne, Parkville, Australia, 2lllinois Institute of
Technology, Chicago, 3George Mason University, Fairfax, United States, “University of Valencia, Valencia, Spain, °
University of East Anglia, Norwich, United Kingdom

Content: Purpose

Through the Alliance for Organizational Psychology, representatives from EAWOP, SIOP, and IAAP jointly developed a
memorandum of understanding to foster ethical, rigorous, and relevant research. Improving research execution, reporting standards,
and reviewing practices were core themes that the memorandum identified. In the current session, the panel members, who are all co-
signers of the memorandum, would like to discuss these three issues and potential solutions. We want to engage the audience in an
animated discussion about necessary changes and ways forward.

Controversial Perspectives

Authors rarely provide a fully transparent account of how they conducted their research, and we frequently observe sub-standard (and
faulty) execution of research design and methods in journal submissions. This needs to change. In this session, we will suggest ways
to improve existing research methods training and introduce future initiatives to make research methods education more widely
available. We will also talk about the necessity for reporting standards for qualitative and quantitative research methods to ensure
methodological rigor and transparency.

On the flipside, reviewers and editors play a critical role in ensuring that the body of knowledge is methodologically rigorous and
appropriate. Although reviewers may have been ‘at the top of their game,’ soon after leaving graduate school, unless they are regularly
applying newer techniques or staying abreast of all the latest developments, they may not be proficient with all the statistical analyses
reported in papers they are asked to evaluate. We will discuss methods for providing ‘continuing education’ opportunities for
reviewers with the goal of enhancing the review process and potentially expanding the pool of qualified reviewers.

Implications for Research/Practice
Topics revolving around ethical, rigorous, and relevant research should be of interest to attendees across EAWOP’s different topic
areas. We will provide implications for improved research methods education and ways to keep abreast of research method

innovations as well as concrete advice on reporting standards for research.

Expected Audience: 30-60 people
Disclosure of Interest: None Declared
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Occupational and organizational safety

Risk and safety management

Sa-DEB-13

The Swedish modell: New regulations about organisational and social work environment
U. Stoetzer'’, E. Gunnarsson '

'Swedish Work Environment Authority, Stockholm, Sweden

Content: Can the increasing numbers of work stress-related ill health in Europe be reduced by act of legislation?

In Sweden the provisions about organizational and social work environment, came into effect in March 2016. The labor market and working life have changed, as
has knowledge about what causes form the basis of work-related ill health in the working life of today. Social and organizational factors are the second most
common cause of reported occupational ilinesses, after musculoskeletal factors. This concerns about a third of all reported occupational illnesses and is an
increase of 70 per cent since 2010 in Sweden.Two of the primary risks for work-related stress to arise are high workload and problems affecting the social
interplay at the workplace. Another common cause is related to working hours for example shift work.

The new provisions have been developed in consultation with the labor market partners, and have a focus on preventive work environment management. These
regulations clarifies the Swedish Work Environment Act, which is a general legislation, and concretize— as well as supplement — the systematic work environment
management that all employers are obliged to carry out. The provisions regulate knowledge requirements, goals, workloads, working hours and victimization.

To prevent workload related stress the employer can act through organizational measures. For example increasing resources in order to carry out the work, or
reducing the demands in the work. The employer has the responsibility for that victimization is prevented. A starting point for preventing risks of victimization is
that the employer investigates the organizational and social conditions at the workplace.

There will be a great demand for practitioners with the right skills in the field to support employers and also a demand for methods of measurement and
interventions that are scientifically tested.

The presentation will shortly describe the background to the provisions. The provisions will then be presented thematically, what they are regulating. Finally there
will be a short reflection on experiences of the first year with the provisions.

Disclosure of Interest: None Declared
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Sustainable development

Fr-DEB-7

Young Researchers in Work and Organizational Psychology and UN Sustainable Development Goals
L. Patras’

Content; Purpose “Sustainable Development Goals” (SDGs) are a set of new goals adopted by the United Nations (UN) addressing
some urgent problems of today’s society and drawing attention on the importance of “ensuring healthy lives and promoting well-being
for all at all ages”. Work and Organizational (WO) psychology can contribute to the implementations of SDGs in several ways. The
purpose of this debate is to explore the perspective of WO young researchers on SDGs, on how their research can be relevant for the
implementation of these goals. Moreover, it aims at producing and debating new proposals on how WO psychologists can and should
support the SDGs.

Controversial Perspective Since the approval of SGDs, there is an increasing effort of different associations in WO psychology to
engage with the international development community. For instance, International Association of Applied Psychology and Society for
Industrial and Organizational Psychology are both actively represented at the UN by a group of experts who are working on
addressing SDGs challenges. Moreover, they created programs such as “UN Global Compact”, an initiative for businesses that take
actions towards the SDGs.

In general, WO psychologists have developed theories, research and practice that empower them to help advance the SDGs.
Specifically, in the literature, the WO psychology is relevant to SDGs because of four issues: goal-setting, working conditions,
effectiveness and productivity and worker well-being.

However, there is the need of more specific ideas of actions for young WO researchers and professionals that will enable them to
align their professional interests and objectives with the SDGs.

Implications The implications are related to raising awareness and proposing solutions on the implementation of SDGs from young
WO researchers” perspective. Debating possible directions of action on promoting a healthy life and wellbeing for all, stimulates the
engagement and commitment of the participants. Creative solutions towards the implementation of the SDG can also be found and
explored. Lastly, it creates an open space for discussion on further collaborations and joint projects intended to increase the impact of
WO psychology through the SDG.

Disclosure of Interest: None Declared
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Technology, work-design and human-machine-systems

Work system design

Fr-DEB-9

Socio-Technical Systems Thinking: An idea of the past or fit for today’s challenges?

M. Davis ", P. Waterson 2, R. Shepherd 3, H. Hughes 4, C. Shepherd 5

"Leeds University Business School, University of Leeds, Leeds, 2Loughborough University, Loughborough, 3University of
Sheffield, Sheffield, “University of Leeds, Leeds, *University of Nottingham, Nottingham, United Kingdom

Content: This debate will question if Socio-Technical Systems Thinking (STST) is still relevant to organizational psychology and
contemporary business problems. Despite its long pedigree within organizational psychology and success of ideas such as worker
control and semi-autonomous workgroups, the approach has fallen out of favour. The discussion aims to draw on the panel’s different
perspectives and practical expertise in applying STST to spark debate regarding strengths and limitations, in addition to ideas for
refining existing principles. Ultimately, we pose the question; is STST still relevant today?

Drawing on their own research, panellists will be asked to support or rebuff the assertion that STST, in its current form, is too vague
to be useful and/or too idealistic to be accepted by managers or designers. They will reflect on the utility of an approach that has been
criticised for providing more hindsight than foresight in relation to issues such as technology design or accident causation. Panellists
will consider whether the argument that STST has failed to deliver impact within practice is a result of deficiencies in theory or due to
failings by those who have sought to apply it.

The discussion will help extend both research and practice by providing a critique of STST principles and methods and, subsequently,
prompting discussion around extensions and refinements to address shortcomings. Panellists will present examples from their own
research (e.g., technology implementation, business models, crowd management, sustainability, job design), to illustrate new
problems that STST may be able to help address. The discussion should engage those familiar with STST as well as introducing some
of the underlying concepts to those new to the approach. The issues raised and ideas proposed could be carried forward by audience
members, either through research, or implemented through new initiatives within their workplaces. Ultimately, it is hoped that the
panel discussion will reignite interest in STST and help develop it into an approach fit for today’s problems.

Expected audience: 20-30 people. Format: 10minute introduction; 55mins facilitated discussion; 10mins panellist closing remarks;
15mins audience questions.

Disclosure of Interest: None Declared
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Leadership and management

Antecedents of constructive/destructive leadership

Fr-SYM-2024-5

Theoretical foundations of shared leadership: Power-Dependency Theory
S. Tillmann ', S. Boerner', J. L. Sparr’

"University of Konstanz, Konstanz, Germany

Main Abstract Content: State of the Art

As informal forms of leadership gain in scientific interest, empirical work on shared leadership continues to grow. To date, research
has shown empirical support for positive effects of shared leadership on team performance and other relevant such as affective states
like trust. However, with a few notable exceptions, work on shared leadership lacks a theoretical foundation.

New Perspectives/Contributions

Inspired by earlier work by Aime and colleagues, we use Emerson's power-dependency theory to examine the shifting of informal
leadership within teams. More precisely, we consider power differences between team members and the mechanisms they employ to
balance power. We develop propositions regarding variables that may influence the shifting of power from one team member to
another and the expression of leadership by team members. We propose that first, knowledge differences between team members lead
to perceptible power differences between them. Second, whether or not these power differences will be used to lead other team
members successfully depends on team members' willingness (political will) and ability (political skill).

Research/Practical Implications

Our considerations suggest that increased power differences between team members might be important for the emergence of shared
leadership. Furthermore, we provide propositions for empirical testing.

Originality/Value

Theory on shared leadership is underdeveloped. We propose a theoretical perspective on the emergence of shared leadership, which
can be used to guide future research.

Disclosure of Interest: None Declared
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Th-SYM-532-5

Igniting the passion for leadership: A dualistic model for scale development and testing

E. Carleton, M. Trivisonno 2”, J. Barling 2

'Edwards School of Business, University of Saskatchewan, Saskatoon, 2Smith School of Business, Queen's University,
Kingston, Canada

Main Abstract Content: Organizational scholars have long been interested in the topic of organizational leadership, with hundreds
of new studies published each year (Barling, 2014). While most of this research has focused on the consequences of leadership, less is
known on why these effects take place. One antecedent in particular, passion — a strong inclination toward a self-defining activity that
one loves, finds important, and in which one invests a significant amount of time and energy (Vallerand et al., 2003) — may itself
provide an explanatory function. Specifically, we introduce the construct of passion for leadership and build and refine an instrument
to measure the construct. In doing so, we propose the dualistic model of passion (Vallerand et al., 2003) as a conceptual basis for
understanding passion for leadership and provide initial evidence of its psychometric properties and nomological network. The results
stem from seven independent samples and include a total of 988 participants from diverse professions. Together, these findings
extend passion theory to the leadership context, contribute new knowledge about the nature of passion for leadership, and provide a
reliable and valid measure that can be used as a basis for future studies.

Disclosure of Interest: None Declared
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Th-SYM-532-4

Daytime sleepiness mediates the effects of leaders’ ADHD on laissez-faire leadership.

E. Carleton ', J. Barling ?

'Edwards School of Business, University of Saskatchewan, Saskatoon, 2Smith School of Business, Queen's University,
Kingston, Canada

Main Abstract Content: ADHD affects millions of individuals. The American Psychiatric Association (1994) defines attention
deficit/hyperactivity disorder (ADHD) as a persistent pattern of inattention or hyperactivity that tends to be more severe or frequent
than peers at similar levels of development. In the adult population ADHD affects about 4% of individuals. Yet little research exists
on how ADHD affects individuals at work and even less research exists on how ADHD affects leadership. ADHD is known to
negatively impact nighttime sleep and lead to daytime sleepiness. Therefore we explored whether ADHD affects laissez faire
leadership behaviors through daytime sleepiness.

To do so, a sample of leaders and their followers were recruited in North America using Study Response. 98 pairs of leaders and
direct reports completed online questionnaires. Leaders rated their ADHD and daytime sleepiness; followers rated their leaders'
laissez faire leadership behaviors. Results showed that ADHD was related to laissez faire leadership through daytime sleepiness.
This study demonstrates how adult ADHD impacts leadership behavior, thereby contributing to our understanding of the antecedents
of laissez faire leadership. This is one of the first studies examining how ADHD affects leadership behaviors and a mechanism
through which it has its affects.

Disclosure of Interest: None Declared
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Th-SYM-532-2

New directions of virtuous leadership: Bridging leader character and well-being

E. Carleton, L. Monzani ', G. Seijts 2, M. Crossan 2

"Plymouth University, Plymouth, United Kingdom, 2lvey Business School, Western University, London, Canada

Main Abstract Content: Character, competence, and commitment are the pillars that support virtuous leadership. However,

although much is known about the nature of competence and commitment, and how they relate to positive outcomes for leaders,
followers, and their organizations, less is known about the nature and consequences of leaders’ character and virtues. Thus, exploring
leader character opens new research directions for those interested in a leadership that not only go “above and beyond expectations”.
Building on the foundational work of Peterson and Seligman, theory on leader character has steadily accumulated to the point that
several integrative frameworks now exist. Hence, the time is right to explore how leader character relates to positive outcomes such
as subjective well-being. To do so, we combined confirmatory factor analyses (CFA) with a ground-breaking analytical technique
based on network theory. Hence, this work (a) provides further evidence of the construct validity Leader character model proposed by
Seijts, Crossan, Reno and Gandz (2015), and (b) present initial evidence on how leader character relates to positive outcomes. CFA
results show that an 11-factor model has the best fit to our data in a sample of 497 employees. We then matched those employees with
their supervisors to form 197 leader-follower dyads and construct a partial correlation network connecting leader character
dimensions with a myriad of well-being constructs. Finally, we conducted an exponential random Graph model analyses to explore if
the relations between leader character dimensions and subjective well-being criteria conform a coherent, connected network.
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Th-SYM-532-1

New directions in leadership research: Extending our understanding of the antecedents and consequences of
leadership

E. Carleton ', J. Barling 2, A. Skogstad 3~

'Edwards School of Business, University of Saskatchewan, Saskatoon, 2Smith School of Business, Queen's University,
Kingston, Canada, 3Department of Psychosocial Science, University of Bergen, Bergen, Norway

Main Abstract Content: The goal of this scientific symposium is to showcase cutting edge leadership research. This symposium
consists of four distinct empirical studies that examine the new and exciting topics within the leadership realm, and extend our
understanding of the antecedents and consequences of leadership.

The first study examines how a cognitive disability, namely adult ADHD, affects laissez-faire leadership, an under researched
topic. Specifically, this study explores how daytime sleepiness mediates the effects of leaders” ADHD on laissez faire leadership
behaviors.

The second study explores the nature and consequences of leaders’ character. Character, competence, and commitment are the
pillars that support virtuous leadership. Although much is known about the nature and consequences of competence and commitment,
less is known about leader character. This study provides initial evidence on how leader character predicts positive organizational
outcomes.

The third study investigates the relationship between transformational leadership behaviors, group potency, and leaders’
psychological well-being, and how these constructs predict group members’ job satisfaction, trust in the supervisor, and turnover
intentions through changes in positive group affective tone.

The final study introduces the construct of passion for leadership. Passion reflects a strong inclination toward a self-defining
activity that one loves, finds important, and in which one invests a significant amount of time and energy. This research extends
passion theory to the leadership context and presents a reliable and valid measure of passion for leadership.

Comments from the discussant will follow. These studies demonstrate diverse and innovative leadership research, and where
it is heading in the future.
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Th-SYM-877-4

When the Dark Ones Gain Power: Perceived Position Power Strengthens the Effect of Supervisor Machiavellianism
on Abusive Supervision in Work Teams

B. Wisse "2, E. Sleebos 3

"Durham University, Durham, United Kingdom, 2University of Groningen, Groningen, 3VU University, Amsterdam,
Netherlands

Main Abstract Content: Purpose: With this research, we aim to add insight to our understanding of how supervisors’ Dark Traits
affects their behavior towards team members. Moreover, we hope to provide more insight into factors that potentially amplify or
attenuate the destructive influence of Dark Triad traits at work.

Design/Methodology: Data were collected in 225 teams from over 200 organizations across various industries. In each team, data
were collected from both supervisors and their subordinates.

Results: Firstly, we found a positive relationship between supervisor Machiavellianism and employee ratings of abusive supervision.

Secondly, we found that this relationship was stronger when supervisors perceived themselves to have more position power. Thirdly,
we found that supervisor narcissism and psychopathy were not significantly related to abusive supervision in the team.

Limitations: We used the Dirty Dozen scale to measure the Dark Traits. However, the measure is sometimes criticized, specifically
where the measurement of psychopathy is concerned.

Research/Practical Implications: We found that organizations may want to be cautious when hiring (or promoting) highly
Machiavellian supervisors into positions that grant them more power.

Originality/Value: We need to know more about factors that can amplify or attenuate the destructive influence that those scoring
high on Dark Triad traits can have in organizations. This study point towards power as such a factor. Studies about the Dark Traits
seldomly use team data.

Disclosure of Interest: None Declared
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Th-SYM-877-5

Showing One’s True Colors: Trait Activation and Leader Machiavellianism, a Moderated Mediation Model Explaining
Follower OCB

A. de Hoogh ', D. den Hartog ', F. Belschak*

"University of Amsterdam, Amsterdam, Netherlands

Main Abstract Content: Purpose: Machiavellian (Mach) leaders’ tendency to manipulate others for their own purpose is argued to
negatively affect followers and organizations. Yet, scholars also note that Machs often don’t show Mach behaviors. We thus expect
that leader Mach inhibits follower OCB only to the extent that it leads to the open expression of Mach behavior. We further propose
that the manifestation of Mach trait-relevant behavior depends upon the climate of the organization. An exploitative climate offers
relevant cues for Mach trait expression; a low rules climate similarly favors Mach expression by allowing room for manipulation.
Design/Methodology: To test our moderated mediation model, we conducted a multi-source survey field study among 232 leader-
follower dyads working in different companies and industries.

Results: As expected, both for a high exploitative climate or low rules climate, leader Machiavellianism is positively related to leader
Mach behavior, and leader Mach behavior, in turn, is negatively related to subordinate OCB. However, when the exploitative climate
is low or the rules climate is high, there is no indirect negative effect of leader Machiavellianism on follower OCB through leader
Mach behavior.

Limitations: Cross-sectional design.

Research/Practical Implications: We show that leader Mach is only detrimental if leading to Mach behavior. Organizations should
thus strive to limit Mach trait expression by reducing room for and acceptance of Mach behaviors and ensuring that there are clear
rules and regulations for leaders.

Originality/Value: Our findings show that the organizational climate is critical for the expression of leader Mach and related
negative consequences.
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Th-SYM-877-6

When Narcissistic Leaders Go Social: Consequences for Employee Trust and Silence

B. Schreurs ', J. Jawahar?2, M. Hamstra ', H. Glinter !

"Maastricht University, Maastricht, Netherlands, 2lllinois State University, Normal, United States

Main Abstract Content: Purpose: Employees remain silent when leaders fail to garner trust and support. Narcissistic leaders, thus,
should be unlikely to ever break the silence among their followers. Here, we question such universal claims. Specifically, we suggest
that narcissistic leaders who are also politically skilled may garner employee trust and, thus, employee voice.

Design/Methodology: Dyadic survey data were collected from 81 leader-follower pairs. Moderated mediation analysis was carried
out using PROCESS.

Results: Results show that narcissism had an indirect positive effect on silence via trust. Contrary to expectations, the positive effects
of narcissism on silence via trust were more (rather than less) pronounced for politically skilled leaders. Post-hoc analyses revealed
that only apparent sincerity, one of the four dimensions of political skill, was able to mitigate the detrimental effect of narcissism.
Limitations: Cross-sectional design.

Research/Practical Implications: The generalizability of the findings may be limited by the small sample size. Also, mechanisms
other than trust may explain the effects of narcissism on silence.

Originality/Value: This study responds to calls for research on the relationship between leadership and employee silence, and is the
first to demonstrate that for narcissistic leaders being politically skilled may even be a disadvantage.
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Th-SYM-877-1

How Are the Dark Ones Doing at Work? Uncovering Mechanisms and Moderators of the Outcomes of
Machiavellianism, Narcissism, and Psychopathy

M. Hamstra ', S. Sanders 2"

"Maastricht University, Maastricht, 2University of Groningen, Groningen, Netherlands

Main Abstract Content: State of the art: Dark traits (in particular referring to Machiavellianism, narcissism, and psychopathy) and
their impact on workplace outcomes has received increasing attention from organizational scholars. However, the state of the art of
this literature has remained relatively restricted to correlations between these traits and certain outcomes. As such, our knowledge is
limited in terms of w/y (mechanisms) and w/ez (moderators) these three dark traits do or do not lead to detrimental outcomes, or
whether there are conditions under which they could even have beneficial outcomes.

New perspectives/contributions: The proposed symposium hosts six interrelated contributions that provide an important impetus in
dark trait work and organizational psychology by moving toward a fuller understanding of these mechanisms and conditions. For each
of the three traits, two projects are included from a combination of developing and established dark trait researchers.
Research/practical implications: This symposium advances dark trait theory by presenting novel research that addresses the
mechanisms underlying their effects and the conditions under which these effects occur. Practically, mechanisms can point out what
to look for in identifying the dark ones at work, as well as pointing out where to possibly intervene to mitigate consequences, while
conditions shed light on what can be done to prevent the dark traits from being shown, to also combat their effects, and, perhaps even,
to channel their influence for the good of the organization.
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Th-SYM-877-2

No Emotions or Negative Emotions? Leader Psychopathy is Positively Associated with Abusive Supervision via
Other-Directed Negative Emotions

S. Sanders’, M. Laurijssen ', B. Wisse 12

"University of Groningen, Groningen, Netherlands, 2Durham University, Durham, United Kingdom

Main Abstract Content: Purpose: Those scoring high on psychopathic traits cannot only be found in prison but also in the work
place. Although it has been suggested that those scoring high on psychopathy are unemotional, in the present research we argue that
these people are not necessarily unemotional but even experience certain emotions more intensely. Specifically, we argue that leader
psychopathy is positively associated with experiencing negative other-directed emotions (i.e., contempt, anger, disgust), and that this,
in turn, is positively associated with abusive supervision and its downstream consequences.

Design/Methodology: Two studies were conducted. Study 1 employed a multilevel design. Self-reported psychopathy and
(generally) experienced negative other-directed emotions were measured at the teacher level, and perceptions of abusive supervision
were measured at the student level. Study 2 was carried out amongst leader-subordinate pairs. The set-up was largely identical to the
first study, but this time subordinate-targeted negative emotions were assessed and downstream negative consequences of abusive
supervision such as reduced job satisfaction were measured.

Results: Both studies provided support for the notion that leader psychopathy is positively associated with abusive supervision via
negative other-directed emotions.

Limitations: Both studies used a correlational design.

Research/Practical Implications: Our findings suggest that it might be valuable to screen for psychopathic traits in the hiring
process and to reduce ‘psychopathic’ leaders’ experience of negative other-directed emotions.

Originality/Value: Psychopathy has been equated with being unemotional. The present research shows that leaders scoring high on
psychopathy are not necessarily unemotional, but are more likely to experience negative other-directed emotions.
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Th-SYM-877-3

Psychopathy in Teams: Do Others Realize They Are Being Manipulated?

M. Hamstra ", M. Laurijssen?, S. Sanders

"Maastricht University, Maastricht, 2University of Groningen, Groningen, Netherlands

Main Abstract Content: Purpose: Psychopaths desire money, status, and power, and go to any means necessary to attain these
(they are self-serving, opportunistic, ruthless, and manipulative). Because organizational leadership positions provide easy access to

psychopaths’ desired outcomes, psychopathy has been presented as a major threat to effective and ethical organizational functioning.

Yet, psychopaths obviously do not start out as top managers and we wondered how psychopaths’ path to the top looks. Particularly,
we sought to determine whether other people in teams detect psychopaths’ manipulation.

Design/Methodology: Study 1 was conducted in an existing team context. Outcomes were rated by teams' leaders. Study 2 was
conducted in the laboratory with three person groups who conducted a desert-survival problem solving task, imbued with a
competitive structure. Outcomes were measured through self-ratings, other-ratings, and unobtrusive observations.

Results: Psychopathy predicted self-ratings and observational indicators, but not others' ratings of manipulativeness. Both studies,
nevertheless, showed indications that there were detrimental consequences as a function of a team member's psychopathy, indicating
that 'something' about psychopathy was indeed being (consciously or nonconsciously) experienced.

Limitations: While the studies examined real teams, participants were students, not employees, potentially limiting generalizability.
Research/Practical Implications: Manipulativeness was not detected by team members, suggesting that the consequences of
psychopathy in organizations may be more extensive than has so far been discussed. Future research is necessary to determine how
organizations can identify psychopaths more successfully.

Originality/Value: Since psychopathy research in work and organizational psychology has focused on leadership, this is the first
research to examine psychopathy within teams.
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A Perfect Match: Narcissists Work Well with Those Who Need Structure
B. Nevicka*’, F. ten Velden ', M. Baas '

"University of Amsterdam, Amsterdam, Netherlands

Main Abstract Content: Purpose: Narcissists possess maladaptive interpersonal characteristics (lack of empathy, aggression) yet
also exhibit characteristics associated with leadership (e.g., dominance, confidence). While their dominance and overconfidence is
often detrimental in contexts that involve egalitarian information-sharing in groups, it may sometimes be beneficial, for example
during unstructured tasks. We investigated narcissists’ functioning in teams involved in unstructured brainstorming, taking into
account fellow team members’ personal need for structure (PNS).

Design/Methodology: We report four studies. Study1-2 measured perceptions of prospective group members’ high versus low PNS
(S1) or high versus low narcissism (S2) profiles, while measuring participants’ narcissism (S1) or PNS (S2). Studies 3-4 involved
group brainstorming tasks, and assessed members’ narcissism and PNS, and group creativity and members’ perceptions as outcome
measures.

Results: Results showed that highly narcissistic individuals prefer group members with high (versus low) PNS, who, in turn, prefer
high (versus low) narcissistic group members. Additionally, a match between a highly narcissistic group member and two group
members with high PNS led to more group creativity.

Limitations: While findings were consistent across four studies, team members interacted for only a short period.
Research/Practical Implications: Results showed that narcissists function well with team members with high PNS. This team-level
combination of personalities positively affects team performance on unstructured tasks.

Originality/Value: This is the first work to examine how group composition involving high narcissism affects group performance.
We show that narcissists can actually work well with certain team members and that by providing structure they help improve group
performance.
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NEW ADVANCEMENTS IN WORKPLACE BULLYING, PART 1: Insights in factors leading to workplace bullying

E. Baillien *7, I. Vranjes 12

'Research Center of Work and Organisation Studies, KU Leuven, Brussels, 20ccupational & Organisational Psychology
and Professional Learning, KU Leuven, Leuven, Belgium

Main Abstract Content: State of the Art: The work environment hypothesis (Leymann, 1996) defines the psychosocial work
environment as the primary cause of workplace bullying. Many empirical studies supported this idea: existing reviews and meta-
analyses revealed various characteristics of the job (e.g. workload), of the team (e.g. interpersonal conflicts) and of the organizational
context (e.g. leadership style) as risk factors for workplace bullying. However, more precise knowledge on how and why these factors
lead to bullying is still lacking. Additionally, while the knowledge on the antecedents of bullying victimization has been growing, still
very little is known about the drivers of workplace bullying enactment as a perpetrator.

New Perspectives/Contributions: In reply, this symposium presents innovative studies in which new explanatory processes for
workplace bullying are investigated (i.e. coping strategies together with self-efficacy, intraunit justice climate in relation to
transformational leadership and workload in relation to organizational change and psychological strain). In addition, not only factors
leading to bullying victimization, but also factors leading to perpetration are explored (i.e. conflict management styles and person-
environment fit).

Research/Practical implications: The results from different studies add to our understanding of the processes leading to the
emergence of workplace bullying, both for victims and perpetrators. Furthermore, they spark interest into further research regarding
the antecedents of this phenomenon. Lastly, they offer guidance to practitioners in preventing this negative behavior from occurring.
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Conflict frequency as predictor of negative acts and being a target or perpetrator of bullying two years later.

A. Hogh ', E. G. Mikkelsen2, A. M. Hansen 34, R. Persson %, P. M. Conway 6
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UNIVERSITY OF COPENHAGEN, “National Research Centre for the Working Environment, Copenhagen, Denmark, °
Psychology, University of Lund, Lund, Sweden, 6Psychology, UNIVERSITY OF COPENHAGEN, Copenhagen, Denmark

Main Abstract Content: Purpose

To investigate the association between conflict frequency and bullying at T1 and T2, moderation of individual conflict management
styles and mediation of negative acts.

Methodology

Data from the Workplace Bullying and Harassment cohort (2006-2008) were analysed cross-sectionally (n=3363) and longitudinally
(n=1664). Measures: conflict frequency; three individual conflict management styles (Active-Constructive, Active-Destructive and
Passive-Avoiding); the Negative Acts Questionnaire; being a target or perpetrator of bullying. All analyses were adjusted for gender,
age, workplace fairness and supervisor’s conflict solving abilities.

Results

Cross-sectional findings: Higher conflict frequency was significantly associated with more negative acts and a higher risk of being a
target or perpetrator. Among those higher in Passive-Avoidant conflict management style, there was a stronger association of conflict
frequency with both negative acts and being a target or perpetrator.

Longitudinal findings: Higher conflict frequency (T1) was associated with more negative acts (=0.23, p<.001) and higher risk of
being a target (3=0.13, p<.001) or perpetrator (3=0.11, p<.001) (T2). Passive-Avoidant conflict management style enhanced the
association between conflicts and being a target of bullying (f=0.18, p<.01). The association between conflicts (T1) and being target
or perpetrator (T2) was mediated by negative acts (T1).

Limitations

The associations were significant only in the cross-sectional analyses and in longitudinal analyses not adjusted for baseline levels of
the outcome: Inferences about causality should be cautious.

Practical implications

Implementation of conflict management strategies should focus on the Active-Constructive style.

Value: This is the first study testing 2-year associations between conflicts and bullying with negative acts as a mediator.
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Interactional intraunit justice climate and transformational leadership: A substitution or complementary effect on
bullying?

J. Escartin*", C. Nye 2, J. Schaubroeck 3
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Broad College of Business, Michigan State University, East Lansing, United States

Main Abstract Content: Purpose: The purpose of the current study were to examine the relationships between work-unit
interactional justice climate (IJC) and transformational leadership (TFL) and workplace bullying (WB), as well as to test our theory
that transformational leadership substitutes for a high interactional justice climate in terms of ensuring relatively low levels of
individual bullying.

Methodology: The sample used to test the hypotheses consisted of 76 work-units drawn from a wide range of organizations in Spain.
In each unit, all responding employees reported to the same leader. We estimated cross-level relationships between individual-level
bullying and our two work unit-level variables. The analyses assess the proportion of variance in individual-level bullying
experiences explained by unit-level interactional justice climate, transformational leadership, and their interaction.

Results: The results showed that the between-unit variation in IJC predicted within-unit variation in WB (individual experiences).
Furthermore, consistent with substitution moderation, work groups in which members feel well treated either by their colleagues or
who are engaged by transformational leaders were less likely to experience incidents of bullying.

Practical Implications: TFL can obviate the need for active intervention in units with potentially toxic peer environments.
Limitations: Our data were cross-sectional, and therefore one cannot draw conclusions about causal relationships based strictly on
the analyses.

Originality: The findings from this cross-level study give further scope to the antecedents of bullying that operate at the work unit
level.
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The effects of bullying beyond the workplace: A multi-source daily diary study

A. Rodriguez-Mufioz’, M. Antino "2, A. Sanz-Vergel 3

"ISCTE-IUL, Lisbon, Portugal, 2Complutense University of Madrid, Madrid, Spain, 3University of East Anglia, Norwich,
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Main Abstract Content: Purpose: In this study we examine the effect of exposure to workplace bullying behaviours on family
domain outcomes (i.e., conflicts with partner and relationship satisfaction). Moreover, we aim to explore whether psychological
detachment and affective distress mediate this relationship.

Design/Methodology: We used a daily diary design and collected data from 68 employees during 5 consecutive working days twice a
day (N occasions = 340). We collected both self- and spouse-report of home domain outcomes.

Results: Multilevel analyses showed that daily workplace bullying positively predicted both self-report and spouse-report conflicts at
home, and daily psychological detachment mediated this relationship. In case of daily affective distress, it was the mediator only for
self-report conflicts at home. Further, it was found an indirect effect of both affective distress and detachment on the relationship
between bullying and self-report relationship satisfaction. Detachment also showed an indirect role for the above-mentioned
relationship reported by spouse.

Limitations: This study does include self-report information of employee, but to minimize potential bias due to CMV, we collected
also include spouse’ information. Also, we assessed relationship satisfaction using a single-item measure.

Research/Practical implications: Our findings demonstrate that there are useful strategies that employees may use on a daily basis
to avoid the negative impact of workplace bullying (e.g., psychological detachment).

Originality/Value: To our knowledge, this is one of the first studies in showing that the negative effects of workplace bullying go
beyond the employee, and interferes with the non-work domain.
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Is it stress or is it conflict? Investigating the explanatory path between misfit and being a target versus a perpetrator
of workplace bullying

K. Vandevelde’, E. Baillien !, H. De Witte 2, G. Notelaers 3
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Main Abstract Content: Purpose: This study investigates how employees’ perceptions on how they fit within their work
environment relate to being a target as well as a perpetrator of workplace bullying. Inspired by the Person-Environment Fit
framework, we hypothesize a negative indirect effect of person-job (PJ), person-group (PG) and person-organization (PO) fit on
workplace bullying through strain and conflict. Moreover, we assume that the explanatory path (i.e. mediation) for targets is
dominated by strain while that of the perpetrator is dominated by interpersonal conflict.

Design/Methodology: These assumptions were tested by means of a sample of 4838 Belgian employees from two different sectors.
Results: Preliminary results confirmed all hypotheses, using multiple mediator structural equation modeling (Mplus 6.11).
Limitations: In the current stage, the hypotheses were tested in a cross-sectional design that could not account for temporal relations
between the variables. In the future, longitudinal data is collected.

Research/Practical Implications: First, these results underline the importance of thorough personnel selection — the right employee
in the right job, team and organization - in preventing workplace bullying. Moreover, it adds to theorizing by showing that targets are
mostly ‘molded’ through a stress process, while perpetrators seem to be triggered through a conflict process.

Originality/Value: This study is the first to combine Person-Environment Fit Theory and workplace bullying literature as well as the
first to evaluate both a stress- and conflict path from the antecedent towards workplace bullying.

Disclosure of Interest: None Declared

Keywords: None

95



Confiict in organizations

Bullying and harassment

Th-SYM-1022-1

NEW ADVANCEMENTS IN WORKPLACE BULLYING, PART 2: Insights in workplace cyberbullying and outcomes

of workplace bullying

E. Baillien ", W. Van den Brande 123
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and Professional Learning, KU Leuven, 3Knowlegde Information and Research (KIR), IDEWE, Leuven, Belgium

Main Abstract Content: State of the Art: Over the last decades, work and organisational scholars have increasingly investigated
the aspect of workplace bullying. Bullying has become an important topic for societies and organisations as studies showed its
detrimental impact on employees’ health, well-being and work attitudes. To date, workplace bullying is generally studies from a ‘face-
to-face’ perspective.

New Perspectives/Contributions: This symposium aims to add to existing knowledge regarding the phenomenon and the
consequences of bullying. First, bullying is not to be regarded as limited to face-to-face contact, but could also be experienced or
enacted online. Second, more advanced studies shed new light on the conditions for negative outcomes (i.e. legislation, power
imbalance) and on very scarcely investigated third parties impacted by the bullying (i.e. bystanders and family). These new avenues
in bullying research are presented through the various studies that are part of this symposium.

Research/Practical implications: This symposium expands the workplace bullying literature by (1) exploring a recently new
phenomenon, called workplace cyberbullying, and (2) investigating relatively new outcomes of workplace bullying. These new
insights adds to a throughout knowledge about the phenomenon, and offer leads to practitioners in preventing its negative impact.
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An intervention study on workplace bullying: investigating the impact of an online intervention on coping strategies,
self-efficacy and bullying

W. Van den Brande '23", E. Baillien ', H. De Witte 24, T. Vander Elst 23, L. Godderis 3°

'Research Center of Work and Organisation Studies, KU Leuven, Brussels, 20ccupational & Organisational Psychology
and Professional Learning, KU Leuven, 3Knowlegde Information and Research (KIR), IDEWE, Leuven, Belgium, 4
Optentia Research Focus Area, North-West University, Vanderbijlpark, South Africa, 5Centre for Environment and Health,
KU Leuven, Leuven, Belgium

Main Abstract Content: Purpose: Workplace bullying scholars have repeatedly underlined the need to address risk factors for
bullying by conducting intervention studies. Given that previous studies showed an important role of coping strategies in becoming a
target of bullying, we developed an online intervention that teaches employees efficient coping strategies. In this study, we investigate
the impact of this online intervention on coping strategies, self-efficacy, and workplace bullying. We hypothesize that the intervention
will: (1) decrease the use of emotion-focused coping strategies, (2) increase employees’ self-efficacy, and (3) reduce exposure to
workplace bullying.

Design/Methodology: We are currently collecting data in nine different organisations (N = 12.791). Inspired by the format of a cross-
over design, we designed two experimental groups and one control group. Employees are contacted three times over a period of eight
months (time lag of four months) to complete either an online questionnaire or either the online intervention. Multi-level analyses will
be performed to test the hypotheses.

Results: The results will be presented during the symposium.

Limitations: Common method bias could overestimate the results due to the use of self-reported measures.

Research/practical implications: Besides addressing theoretical calls in the field, our results may hold valuable leads for practice:
by investigating the effect of the online intervention, organizations may be inspired to implement similar interventions.
Originality/Value: Intervention studies in the domain of workplace bullying are scarce. To our knowledge, this is the first study that
investigates an online intervention to train coping strategies in view of the prevention of workplace bullying.
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The link between cyber-ostrasism, bullying, and life satisfaction
S. B. Matthiesen’, A. H. Matthiesen '
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Main Abstract Content: Purpose: The study investigated the link between cyber ostracism, bullying, and life satisfaction. A fourth
variable investigated is cyber rumination.

Design/Methodology: A web survey was carried out. The sample comprised of 839 respondents, with the age range 16-25 years (73
% women). Most of the participants were students, but with part time jobs in addition to their studies.

Results: Bullying, be it in school, in working life or in the social media, was found to correlate negatively with life satisfaction
(Pearson’s r correlations). Using structural equation modelling, good fit was obtained in a model assuming that bullying, cyber
ostracism and cyber rumination all predicted life satisfaction with direct effects, and with a mediating effect between cyber
rumination and cyber ostracism. Cyber ostracism acted as a stronger predictor than general bullying among young people in
predicting satisfaction with life. This type of ostracism may constitute a more widespread phenomenon than general bullying in the
age of internet, especially among young people.

Limitations:

The study is cross-sectional and explorative, with the limitations that are embedded within this type of design.

Research/Practical implications: Our research findings indicate that cyber ostracism deserves more research attention in future
studies. It should be regarded at an important new type of social stress.

Originality/Value:

Very first study that investigate the link between cyber ostracism, cyber rumination, and life satisfaction.
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A two-wave study on workplace bullying after organizational change: a moderated mediation analysis

P. Spagnoli *’, C. Balducci, F. Fraccaroli2
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Main Abstract Content: ZPu7pose. Negative outcomes of organizational change, such as workload and psychological strain, may
play a role in the escalation of workplace bullying. The present longitudinal study aimed at examining the mediating effect of
psychological strain in the relationship between workload and workplace bullying. Additionally, it examined whether the postulated
mediation was moderated by the experience of organizational change processes.

Design/Methodology. Data were available for 141 university employees (65.2% females). The moderating role of organizational
change was tested through the Structural Equation Modeling with multi-group method by including in the analysis two groups of
employees of the same organization: a group of employees who directly experienced organizational change (e.g. change of job tasks
and supervisor) and a group of employees of the same organization who were not involved in organizational change.

Results. Bootstrap test of the indirect effects provided evidence of a mediating effect of strain in the relationship between workload
and workplace bullying in the group of employees who directly experienced the organizational change process.

Limitations. The study adopted only the target perspective of workplace bullying, whereas also the perpetrator perspective would be
necessary to obtain a more complete picture. Moreover, the adopted three-year time lag might have not effectively matched the
underlying causal mechanism.

Research/Practical implications. Managers should avoid high levels of workload for employees by carefully designing the
reengineering process.

Originality/Value. Although sound theoretical basis support these relationships, this constitutes one of the first comprehensive
empirical studies including them.
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Letting off steam online: A longitudinal analysis of the Emotion Reaction model of workplace cyberbullying
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Main Abstract Content: Purpose: The introduction of new technologies at work broadens the scope of bullying behaviour to the
online context, creating opportunity for a new form of bullying to arise — that is, workplace cyberbullying. Some recent evidence
provides support for the existence of this behaviour within organizations (e.g. Brack & Caltabiano, 2014; Farley et al., 2015). In order
to understand its occurrence, we developed an Emotion Reaction model of workplace cyberbullying (Vranjes, Baillien, Vandebosch,
Erreygers, & De Witte, 2015). In this study, the main hypotheses of this model are tested. That is, it is tested whether discrete
emotions evoked by workplace stressors fuel cyberbullying behaviour and whether applying emotion regulation strategies modifies
this relationship.

Design/Methodology: We collected longitudinal, three-wave data from a large sample of mainly governmental institutions. On this
sample, we perform structural equation modelling using MPlus version 7.4.

Results: The preliminary findings support the main propositions of the Emotion Reaction model.

Limitations: Given that our sample is dominated by the public sector, this limits the generalizability of our findings. In addition, the
low occurrence of cyberbullying behaviour constrained the variability in our data and the power of our analyses.
Research/practical implications: These findings suggest that emotions in the workplace and emotion regulation can play an
important role in the process leading to workplace cyberbullying.

Originality/Value: This study expands the literature on workplace bullying by investigating the underexplored phenomenon of
workplace cyberbullying. Furthermore, this study explores both (a) processes leading to cyberbullying victimization and (b)
cyberbullying perpetration.
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Legislation as problem-focused coping in workplace bullying: Indo-Dutch perspectives
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Main Abstract Content:

Purpose: Legislation is believed to facilitate targets’ problem-focused coping in workplace bullying, opening up avenues beyond
emotion-focused coping that is involuntarily relied upon. By ascertaining the veracity of this claim in the Netherlands whose Working
Conditions Act/Arbowet is among the first workplace bullying legislation worldwide, we seek to propose a similar framework for
India where such a law is absent despite widespread prevalence of the phenomenon.

Design/Methodology: A qualitative inquiry is being conducted with Dutch and Indian key informants (lawyers, academics/experts,
unionists, labour commissioners/inspectors, HR managers, OHS personnel, confidential counsellors) and Dutch targets. Key
informants’ interviews focus on the relevance and (potential) effectiveness of the legislation. Targets’ interviews, rooted in van
Manen’s hermeneutic phenomenology, capture subjective experiences with the law. Snowball sampling, guided by saturation,
thematic analyses and theoretical generalizability inform the study.

Results: Dutch key informants highlight the implementation, strengths and challenges associated with the Arbowet, providing bases
for developing a sound framework for India. Indian key informants express concerns about the execution of such a legislation, given
the sociocultural context. Dutch targets’ interviews are ongoing.

Limitations: Significant differences in the Dutch and Indian cultural and economic environment could impede the application of the
findings.

Research/Practical implications: Dutch stakeholders gain insights into the Arbowet while Indian stakeholders benefit from
recommendations for a legal framework addressing workplace bullying.

Originality/value: Apart from expanding existing problem-focused coping strategies pertinent in workplace bullying situations,
understanding targets’ experiences with legislation in general and in the Netherlands in particular and propounding a legal framework
for India are important contributions.
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The effects of workplace bullying on bystanders: Witnessing bullying as a violation of the psychological contract?
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Main Abstract Content: Purpose: This paper aims to analyze the effects of witnessing workplace bullying on employee attitudes
and well-being. Secondly, this study seeks to extend our understanding of witnessing bullying by also studying a possible mechanism,
violation of the psychological contract, that may possibly explain why witnessing bullying results in negative outcomes for
bystanders.

Design/methodology: The paper draws on two survey studies conducted in Belgium (n =1,473) and Finland (n=1,148).

Findings: The results show that witnessing bullying affects work-related attitudes, even when controlling for own experiences of
bullying. Furthermore, the study finds support for the role of psychological contract violation in explaining this relationship between
witnessing and decreased employee attitudes. In contrast, the study found only little support for a relationship between witnessing
bullying and stress-related outcomes.

Limitations: The study used cross-sectional data.

Implications: The results demonstrate that bullying has effects beyond the target-perpetrator relationship and thereby further
highlights the need for organizational action to combat bullying.

Originality/value: Although many witnesses have experiences of being subject to bullying themselves, too, this is seldom controlled
for in studies, thus possibly overestimating the negative effects of witnessing. This study shows that workplace bullying can have
detrimental effects on employee attitudes even when own exposure is controlled for. Furthermore, this study provides insights into the
mechanisms that explain why witnessing bullying can have such detrimental effects.
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Adjustment processes for “different” newcomers — alternative resource-gain paths
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Main Abstract Content: Puspose. Organisations hire new employees to replace staff leaving, but also for the novel perspectives
they may bring. Yet for the newcomer, adjusting to a new organisation and role is stressful, even more so if the newcomer innovates.
Based on the notion that newcomers deploy resources to facilitate adjustment, we draw on Conservation of Resources Theory (COR)
to investigate newcomers’ attainment of two resources via proactive behaviour. Specifically, we proposed that newcomers who
perceive themselves as different from colleagues will behave proactively either to fit their environment better via monitoring and
hence social integration, a condition resource, or to make the environment fit them better via change-oriented proactive behaviour to
achieve positive mood, an emotional resource. In turn, these will positively predict innovation and negatively predict emotional
exhaustion.

Design/Methodology. Survey data were collected longitudinally from 161 UK graduates.

Results. Structural equation modelling analyses conducted with Amos supported a seven-factor measurement model, and a slightly
modified structural model.

Limitations. Self-report data risks common method variance; however, alternative measurement models did not fit our data better than
our hypothesised measurement model. The sample size was small, although the fit statistics are acceptable.

Research/Practical Implications. For organisations wishing to hire different kinds of employees for the innovation benefits while
mitigating the potential stress for such newcomers, understanding the behaviours and resources that facilitate such positive outcomes
is useful.

Originality/Value. To our knowledge, this is the first study to use COR theory to investigate socialization-related stress and
newcomer-initiated change attempts at workplace.
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The effects of incivility on well-being at work and home
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Main Abstract Content: Z.spose. This diary research investigated resource loss and health impairment processes proposed by
conservation of resources and job demands-resources theories respectively. One workplace emotional demand — workplace incivility
— was proposed to consume energies at work, and impair opportunities for recovery at home directly, and indirectly through
emotional exhaustion and work engagement. Additionally, the buffering role of two resources — workplace friendship and optimism —
was examined.

Methodology. Ninety-seven participants completed three daily surveys — morning, afternoon, and night-time — across five consecutive
working days.

Results. Multilevel modeling results revealed that daily workplace incivility was associated with higher exhaustion, and impaired
night-time recovery experiences of psychological detachment, relaxation, and control over leisure time. Partially supporting
predictions for recovery, engagement was positively related to mastery and control. Workplace friendship buffered the relationship
between incivility and both detachment and relaxation. In contrast to predictions, optimism boosted, rather than buffered the effect of
incivility on detachment, control, exhaustion, and engagement.

Limitations. Self-report data brings the risk of common method variance. To offset this, different anchor points were used across
scales. Patterns of non-significant relationships suggest there was no uniform pattern of inflationary bias.

Research/ Practical Implications. Workplace friends may provide a crucial resource which offsets the adverse effects of incivility,
enabling individuals to mentally disconnect and unwind after work. This research provides practical implications for organizations
and employees, who can both contribute to creating a positive working environment.

Originality/ Value. Workplace friendships are just starting to be recognised as valuable resources. This study contributes to this
emergent literature.
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Leadership, Burnout, & Trust: LEADing Subordinate & Leader Well-Being
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Main Abstract Content: EAWOP17-SYMPOSIUM-930

Purpose. Leaders can impact the workplace in several ways, including having a significant impact on the well-being of employees.
Leaders are in the unique position to both model good behaviour and subsequently influence employees (Kelloway & Barling, 2010),
which may lead to more productive and civil interpersonal relationships. We assessed leader and subordinate levels of burnout, trust,
and support, and examined the ability of the Leadership Effectiveness through Accountability and Development (LEAD) program to
influence these factors over time.

Methodology. Leaders were involved in a leadership coaching program (LEAD). They completed several surveys and were asked to
send surveys to their subordinates assessing perceptions of leadership behaviours, the degree of supervisor trust and support, burnout,
and strain.

Results. Examining both cross-sectional and longitudinal data, leadership behaviours were associated with leaders’ burnout, and the
extent to which subordinates trusted and felt supported by their leader.

Limitations. Because of the nature of the study, not all subordinates completed surveys at all time points, limiting generalizability.
Research/ Practical Implications. Finding effective ways to improve workplace relationships and to reduce burnout, as well as
understanding the mechanism involved in these processes, must take leadership behaviours (and ultimately, leader training) into
consideration. We addressed gaps in the literature as to the impact of leadership behaviours.

Originalipyy Value. This intervention study extends past research, adding to our current understanding of leadership, coaching,
subordinate and leader burnout, as well as the mechanisms that may be involved.

Disclosure of Interest: None Declared

Keywords: None

105



Human resource management

Career planning and management

Fr-SYM-732-5

How to enhance self-management of workers of their own health and vitality?
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Main Abstract Content: Purpose

This study examined the individual and organizational factors that might enhance workers’ self-management of their vitality and
health. Many organizations face the question what can be done to encourage self-management among employees in the field of health
and vitality in order to obtain sustainable careers. This study aims to provide organizations tools for motivating their workers to take
responsibility for their own health and vitality.

Design/Methodology

Over 1,000 employees from four Dutch organizations in business services participated in a survey with questions about their vitality
and health, and individual and organizational factors to enhance vitality and health. Data were analyzed with hierarchical regression
analyses.

Results

The study shows that the awareness of employees of the importance of their own health behavior has the most influence on their self-
management. In addition, other individual factors as work ability, proactivity, and intrinsic motivation were related to self-
management. Furthermore, the organizational health culture and the extent to which employees feel informed about the current policy
of the organization with regard to health appeared relevant organizational factors.

Limitations

Future research is needed to assess generalizability and causality.

Research/Practical Implications

Self-management of health and vitality can be stimulated by health programs that pay attention to the subjective experience of the
workers.

Originality/Value

We found evidence for the importance of both individual factors, such as awareness, intrinsic motivation and work ability, and
organizational factors, such as organizational health culture and information about HR policies, for enhancing workers’ self-
management of health and vitality.

Disclosure of Interest: T. Van Vuuren Conflict with: Achmea, F. Marcelissen Conflict with: Achmea
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Cross-lagged effects of resilience and indicators of sustainable labor participation

J. Semeijn '2*, M. Caniels ', D. Kooistra '

'"Open University in the Netherlands, Heerlen, ?2Research Centre for Education and the Labour Market, Maastricht,
Netherlands

Main Abstract Content: Purpose

Based on the Job Demands-Resources model, it is argued that resilience serves as an anfecedent of sustainable labor participation, at
least when it comes to work engagement. However, scarce knowledge is available on possible reciprocal relations of resilience and
aspects of sustainable labor participation over time. In this study, cross-lagged effects of resilience and indicators of sustainable labor
participation are tested using a sample of Dutch police workers.

Design/Methodology

A total of 573 Dutch police workers participated in a time-lagged survey design (time interval of 6 months) concerning their
resilience and aspects of their sustainable labor participation, i.e., vitality, and a more objective indication of sick leave. Data were
analyzed with structural equation modelling.

Results

Results indicate cross-lagged effects between resilience and vitality, with acceptable model fit. Thus, the level of resilience at T1
affected the level of vitality at T2, and vice versa. In addition, a negative effect of vitality on T1 was found on sick leave at T2.
Limitations

More measurements over time are needed to test reciprocal relations and overcome short term effects. Different samples are needed to
assess generalizability.

Research/Practical Implications

The study reveals that resilience is important for the sustainable labor participation of police workers. Cross-lagged effects may
indicate a reciprocal relation between resilience and vitality that can be further facilitated in practice. For example, resilience can be
addressed explicitly in training.

Originality/Value

This study confirms the presence of cross-lagged effects of police workers’ resilience and their vitality at work.

Disclosure of Interest: None Declared

Keywords: None

107



Human resource management

Career planning and management

Fr-SYM-732-2

Towards a framework of sustainable, inclusive and smart careers

S. DeHauw 123", T. Davidson 2, M. Loose 4, D. Buyens 25

"Management, Science &Technology, Open University of the Netherlands, Heerlen, Netherlands, 2Vlerick Business
School, Antwerpen, 3Katholieke Universiteit Leuven, Leuven, “Vlaamse Overheid, Brussel, 5Ghent University, Ghent,
Belgium

Main Abstract Content: State of the art

Economic and societal trends, such as globalization and migration, have created a new world of work that is characterized by
volatility, uncertainty, complexity and diversity and that poses new challenges to employees and organizations. To address these
challenges, previous career researchers have investigated new career models (e.g., the protean career), stressing the importance of
individual agency, mobility and employability.

New perspectives/contributions

Though these new career models have created important insights, we follow the advice of Van der Heijden and De Vos (2015) and go
one step further. More specifically, we create a broader, multidimensional framework that successfully addresses the complex reality
of the modern career, i.e. the framework of sustainable, inclusive and smart (SIS) careers. Within this framework, we define the main
building blocks of SIS careers, address how the combination of these building blocks create positive results for employees and
organizations, and which key factors enhance the creation of SIS careers. The practical value of the framework is currently being
tested via a pilot case at the Flemish government.

Research/practical implications

Within the paper, we address how the framework can captivate previous knowledge and guide future research on careers, and discuss
the practical implication for society (Europe 2020 strategy), organizations and employees.

Originality/value

This paper addresses the call of Van der Heijden and De Vos (2015) for a new integrative framework discussing the modern career.
Within this framework, we investigate how both the individual @7 the organization create and benefit from SIS careers.

Disclosure of Interest: None Declared
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The Effect of Job Characteristics

on Career Resilience and Perceived Employability over Time

E. Peeters 127, J. Akkermans 3, H. De Witte 24, N. De Cuyper 2
'"Open University in the Netherlands, Heerlen, Netherlands, 2Katholieke Universiteit Leuven, Leuven, Belgium, 3VU
Amsterdam, Amsterdam, Netherlands, “Optentia North-West University, Optentia, South Africa

Main Abstract Content: Purpose

Nowadays employees are confronted with a turbulent labor market, which advances career resilience and perceived employability as
important assets of individuals. Career resilience reflects a positive attitude towards change and the ability to adapt to and cope with
changing circumstances and environments in one’s career. Perceived employability or the perceived ability to obtain employment
reflects a sense of self-efficacy with regard to employment. The job demand-control model holds that active learning and increased
self-efficacy will occur among employees with high job demands/high job control jobs. In this study, we aim to assess the effect of
job characteristics (workload, autonomy, and skill utilization) on career resilience and perceived employability.
Design/Methodology

Hypotheses are tested with two wave data of a sample of 920 Flemish employees from 13 organizations. Data were analyzed with
(longitudinal) hierarchical linear regressions.

Results

Results showed that high workload combined with high skill utilization had a positive effect on perceived employability over time.
We did not find evidence for the active learning hypothesis with regard to career resilience, but found a positive main effect of skill
utilization on career resilience over time.

Research/Practical implications

Organizations can affect employees’ career resilience and perceived employability through job characteristics which also helps
achieving the European objective to enhance flexibility and security of employment.

Originality/Value

This employability study tests the active learning hypothesis with a longitudinal design.

Disclosure of Interest: None Declared
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Sustainable Careers: the Role of Resilience and Self-management

J. Semeijn 2, K. Van Dam '", D. Guest?3

'"Open University in the Netherlands, Heerlen, ?2Research Centre for Education and the Labour Market, Maastricht
University, Maastricht, Netherlands, ®King's College, London, United Kingdom

Main Abstract Content: State of the art
The world of work has changed drastically in the past few decades. Fast global and technical developments in combination with a

decreased loyalty between employers and employees have emphasized the importance of employees’ resilience and self-management.

In the past two decades, attention has thus been given to employees’ proactive career behaviors, as represented in phenomena such as
boundaryless and protean careers, career self-management, and employability. Lately, the aging workforce has forced companies to
rely increasingly on the contribution of older workers. Consequently, the sustainability of careers has become a topic of concern for
individual, organizations and societies alike.

New Perspectives/Contributions
Conceiving careers in terms of sustainability implies both a longer term perspective on work, employability and well-being for

individuals, as well as a more complex interplay of individual, organizational and other stakeholders’ factors that may have an impact.

In this symposium, the concept of sustainable careers is addressed theoretically and empirically. To better understand this complex
reality of modern and sustainable careers, the presentations expand existing theories and research findings.

Research/Practical Implications

This symposium aims to increase our understanding of sustainable careers, emphasizing the role of resilience and self-management,
and thus has important implications for theory and practice. Elaborating the concept of sustainable careers might triggering thinking
about relevant developments and models for future research. Moreover, the empirical findings will help to better understand how
sustainable careers may unfold and how individuals and organizations alike can act to steer careers into a more sustainable direction.

Disclosure of Interest: None Declared
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Development and Validation of the Short-Form Employability Five-Factor Instrument

B. van der Heijden 123", G. Notelaers 4, P. Peters ', J. Stoffers 56, A. de Lange?, D. Froehlich &, C. van der Heijde 8
"Institute for Management Research, Radboud University Nijmegen, Nijmegen, 20Open University in the Netherlands,
Heerlen, Netherlands, 3Kingston University , London, United Kingdom, “University of Bergen, Bergen, Norway, 5Zuyd
University of Applied Sciences, Heerlen, 8Maastricht University, Maastricht, “University of Applied Sciences Arnhem
Nljmegen, Nijmegen, 8University of Amsterdam, Amsterdam, Netherlands

Main Abstract Content: Purpose

With growing importance of human competencies for organizations’ competitiveness and viability, investing through SHRM policies
becomes a necessity. The 47-item Employability Five-Factor instrument (Van der Heijde & Van der Heijden, 2006 ) is a tool that can
be deployed by organizations to improve recruitment, staffing, and career development & mobility practices. Sparse time requires
short and psychometrically sound instruments to facilitate implementation within organizations.

Design/Methodology

A 22-item short-form of the 47-item Employability Five-Factor instrument (Van der Heijde & Van der Heijden, 2006 ) was
developed and validated across five samples across different industries in the Netherlands. In a multi-step procedure we used both
judgmental and statistics-driven strategies (SEM) for shortening the sub-scales, followed by testing content and predictive validity.
Results

The Short-Form Employability instrument had consistent and acceptable internal consistencies and a similar factor structure that
fitted well to the data across all studies. The outcomes favor a five-dimensional operationalization of the employability construct over
a one-dimensional higher-order construct, with good discriminant validity of the underlying employability dimensions. The five
dimensions of employability appeared to be significantly related to career success outcomes securing predictive validity.

Limitations

Cross-sectional data

Implications

The Short-Form Employability instrument facilitates further scientific HRM and career research without compromising psychometric
qualities.

Originality/value

The practical value of the employability instrument is highly improved. Information about lack of certain competencies (i.e.
employability) in different organizational units or departments will enable organizations to navigate. On the individual level this will
enhance life-long career success.

Disclosure of Interest: None Declared
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Coaching Across Career Span: A look inside best practices of coaching organizations, executives, students, and
faculty

J. Mcchesney’, D. K. Campana, D. C. L. Courtney, D. R. Olson

Main Abstract Content: State of the Art: According to the Society for Industrial and Organizational Psychology (SIOP), all
coaches share a common goal: “equipping people with the skills, knowledge, and opportunities that they need to develop their
capabilities and achieve success”. However, depending on the type of coaching being applied and the type of person it is being
applied to, approaches to achieving this goal look very different. Specifically, this symposium looks at coaching at different stages:
coaching at the organizational level, coaching at the executive level, coaching at the student level, and coaching faculty.

New Perspectives/contributions: In this symposium, we bring together coaches of diverse backgrounds to share their insights, best
practices, and experiences. From student coaching at universities to executive coaching for Fortune 200 companies, we take a look at
the best practices of equipping people with the various, and often times diverse, set of skills they need to be successful.

Practical Implications: This symposium will be an interactive experience designed for those who are interested or currently find
themselves in a coaching role, whether it be in an academic or business setting.

Disclosure of Interest: J. Mcchesney: None Declared, D. K. Campana Conflict with: Professor at Minnesota State
University, Mankato, D. C. L. Courtney Conflict with: Executive Coach and Founder of Courtney Consulting Group, D. R.

Olson Conflict with: Executive Coach and Founder of Olson Consulting Group

Keywords: None
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Successful talking? — How coach and client’s similar language use influences empathy in Motivational Interviewing
L. Maller**, S. Kauffeld '

"Technische Universitat Braunschweig, Braunschweig, Germany

Main Abstract Content: Purpose: Motivational Interviewing (MI), more precisely MI-specific coaching techniques support clients
undergoing personal change processes. The effectiveness of MI has been established for various contexts. A critical success factor is
the coach’s empathy which is directly influenced by the use of MI-specific coaching techniques (i.e., simple and complex reflections).
However, research on the most basic form of interaction (the language used by coach and client) is scarce. Therefore, this study
investigates the effect of similar language use by coach and client in addition to MI-specific coaching techniques on coach empathy in
MI sessions.

Design/Methodology: 26 MI sessions of coach-student dyads addressing pro-environmental behavior were videotaped. MI coaching
techniques, and coach empathy were rated using the MITI-d. Similarity in language use was calculated based on the concept of
Language Style Matching with the software Linguistic Inquiry and Word Count (LIWC).

Results: Multiple regression analyses show that a combination of complex reflections and a similar language use predicts coach
empathy in MI sessions best. Adding simple reflections to the regression model does not explain additional variance.

Implications: Beyond standard MI techniques, similar language use is important to reach high coach empathy in MI. Further
investigations of underlying mechanisms are advised.

Limitations: While MI-specific coaching techniques are easy to learn, language use — for now — has been defined as unconscious and
therefore presents a challenge for researchers and practitioners alike.

Originality/Value: This study was the first to investigate the influence of language use on coach empathy in MI sessions with real
clients.

Disclosure of Interest: None Declared
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Change Agent, don’t preach! How recipient resistance triggers agents’ autonomy-restrictive behaviors

A. Glntner*’, N. Lehmann-Willenbrock 2, S. Kauffeld !

"Technische Universitat Braunschweig, Braunschweig, Germany, 2Vrije Universiteit Amsterdam, Amsterdam, Netherlands

Main Abstract Content: Purpose: MI theory points to the fact that change agents are expected to respond to change recipient
resistance with what is called ‘the righting reflex’. It occurs from the belief that the change agent must convince or persuade the
person to do the right thing and describes behaviors such as advising without permission, confronting, warning, or directing (i.e. MI
non-adherent). In turn, the vast majority of people is supposed to feel uncomfortable and irritated which may substantiate feelings of
resistance. As only little research exists that gives a hint on how change agents with a non-clinical background respond to recipient
resistance, we address this gap by presenting our research from two studies.

Design/Method: For study 1 we analyzed 58 dyadic conversations between change agent and change recipient using two software-
supported MI coding schemes to capture the agents’ and recipients’ verbal behavior. For study 2 we designed an experiment where
participants were put in the role of a change agent and had the task to motivate their assigned change recipient, played by a
confederate, to engage in behavior change. The confederate design allowed us to manipulate the level of recipients’ resistance to
change. Here, we coded 31 dyadic conversations.

Results: As expected, both studies show that change agents frequently use autonomy-restrictive communication in response to
change recipient resistance.

Discussion: We discuss theoretical implications for the idea of reciprocal interdependency from change recipients to change agents
and derive practical implications for change agents and MI trainers in non-clinical contexts.

Disclosure of Interest: None Declared
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| trust YOU with MY goals - Autonomy need satisfaction and the role of trust within the context of coaching
S. Schiemann ', C. Mihlberger ', I. Braumandl|, E. Jonas "

"Universitat Salzburg, Salzburg, Austria

Main Abstract Content: Purpose: Coaching is a consulting technique that focuses on the client’s self-congruent goals. This focus
on goals that are consistent with the client’s own attitudes and values facilitates an autonomous self-regulation, satisfying the need for
autonomy. In order to support the client to focus on self-relevant goals without the fear of judgment or lack of understanding, a
trustful coach-client-relationship is needed.

Design/Methodology: To test the hypotheses that coaching satisfies the autonomy need, mediated by a trustful relationship, we
conducted an online-study (/,= 73) and two studies within the context of real-life coachings (V,= 221, V= 89). A follow-up study
with startup-founders (A=20), who we hypothesized to have a high need for autonomy, is planned, investigating how the clients’
needs and the coachs’ behavior affect the clients’ trust in the coach, perception of their coach-client-relationship, need satisfaction and
satisfaction with their coaching.

Results: In the first three studies, we found that coaching explicitly addressed the autonomy need. Furthermore, in study 3, mediation
analyses showed that the autonomy need satisfaction was mediated by the client’s trust in the coach.

Limitations: As these studies looked at coachings for students and startup-founders, future coaching research could focus on other
client types and their autonomy need.

Research/Practical Implications: The results promise theoretical and practical implications within the coaching context, such as the
coachs’ competence to support autonomy and build trust.

Originality/Value: These studies are the first to depict the clients’ autonomy need and emphasize the importance of trust in the coach-
client-relationship.

Disclosure of Interest: None Declared
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Side Effects in Coaching: The Role of Neuroticism and Supervision
C. Gralmann'’, C. C. Schermuly '

'SRH Hochschule Berlin, Berlin, Germany

Main Abstract Content: Purpose: The majority of coaches experience negative side effects from coaching and research previously
found that they are positively related to side effects experienced by their clients. This study analyzes whether coaches’ neuroticism
strengthens and supervision prevents the positive relationship between side effects for clients and coaches.

Design/Methodology: A randomized controlled field experiment with a student sample was used, where half of the group of coaches
received group supervision during the coaching process and the other half received group supervision after coaching completion.
Twenty-nine complete dyads of coaches and clients participated in a survey after the first coaching session and after coaching
completion.

Results: Results show that there was a strong relationship between side effects for coaches and clients, but only from the coaches’
perspective. This relationship was stronger when coaches’ neuroticism was high, but only when coaches did not use supervision
during the coaching process.

Limitations: Results may be not representative for an experienced sample of coaches, because a student sample was used. Moreover,
these findings are only applicable to group supervision.

Research/Practical Implications: The findings support the impact of side effects for clients on side effects for coaches. Coaches’
neuroticism is introduced to explain when this relationship is strongest. Moreover, the findings indicate a preventive function of
supervision.

Originality/Value: This study is the first that investigates side effects of coaching from both coaches’ and clients’ perspectives in a
combined study. An experimental setting was used to examine the effects of supervision on side effects of coaching.

Disclosure of Interest: None Declared
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Opening the black box: Assessing micro-counseling skills of career counselors in action
F. E. Klonek '

"Pontificia Universidad Catdlica de Chile, Santiago de Chile, Chile

Main Abstract Content: Purpose. Many individuals seek professional guidance by career counselors when they struggle with
career decisions. While career guidance is a growing profession, little is known about the quality of practitioners’ counseling skills.
The current study closes this gap and presents an observational instrument that objectively assesses practitioners’ behavioral micro-
counseling skills.

Design/Methodology. A sample of 53 career guidance sessions were video-taped in order to code counselor’s micro-behaviors during
real career guidance sessions. For interrater reliability analyses, 18 sessions were double-coded. For convergent validity analyses,
summary counts of micro-behaviors were correlated with empathy ratings and behavior counts from a second observational
instrument. For analyses of economy, extractions of short behavior samples (i.¢., slices) were compared with behavior count for the
entire counseling session.

Results. On average, counselors’ micro-behaviors showed excellent interrater reliabilities. Second, client-centered counselor skills
(e.g., questions, listening behavior) converged with conceptually similar behaviors coded from the second observational instrument
and ratings of counselors’ empathy. Third, behavior slices of 20 minutes provided accurate estimates for counselor skills exhibited
during the entire session.

Limitations. To allow better generalizability, future studies should replicate our analyses in culturally diverse samples and with a
larger variety of counseling approaches.

Research/Practical implications. This study takes a behavioral career research process lens and presents a practical instrument to
provide quality assurance in in the growing market of career counseling.

Originality/value. By objectively assessing career micro-counseling skills, this study introduces a process research tool that sheds
light on the active ingredients of effective career interventions.

Disclosure of Interest: None Declared
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Client Dropout from Business-Coaching — The Exploration of a New Construct in Coaching Research
C. C. Schermuly '**

'SRH Hochschule Berlin, Berlin, Germany

Main Abstract Content: Purpose: Research on client dropout in business coaching is scarce even though dropouts can have
consequences for clients, coaches, organizations and the validity of coaching research. In this study the prevalence, the causes and
consequences of client dropouts were explored.

Design/Methodology: In the first study an explorative qualitative survey was conducted. In the second study 66 coaching processes
with a dropout were compared to 49 coaching processes without a dropout.

Results: The results show that coaches are regularly confronted with dropouts in business coaching. On average, the coaches estimate
that 18.88% of all business coaching in Germany are canceled by the clients. Especially, clients’ change motivation, relationship
quality, clients’ neuroticism and side effects seem to be variables that can influence dropouts of clients.

Limitations: Data was collected only from the coach perspective and only in Germany.

Research/Practical Implications: Client dropouts are a natural part of the work of a coach and they can produce financial costs.
Coaches have to strengthen the change motivation of their clients to prevent client dropouts.

Originality/Value: This research is the first that delivers a conceptualization to study client dropouts. For the first time the
prevalence, causes and consequences of client dropout were explored.

Disclosure of Interest: None Declared
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Coaching at the Executive Level

Dr. Richard D. Olson: Founder, Olson Consulting Group
D. R. Olson’, J. McChesney

Main Abstract Content: Dr. Olson consults in the areas of executive and management appraisal, selection testing, executive
coaching, leadership development, and organizational change. He has worked with a range of professionals from first line supervisors
to CEOs in U.S.’s largest companies. He earned his Ph.D. from the University of Minnesota and is a Licensed Psychologist as well as
a Program Advisor for the MSU, Mankato I-O Program. Prior to starting Olson Consulting Group, he was vice president of a large
consulting firm and an executive in a Fortune 200 firm.

State of the Art: Executive coaching is a common approach, and Dr. Olson will review common tools and issues he experiences
when coaching executives.

Contributions: Dr. Olson has long-standing experience coaching at the executive level. He will review some of his experiences with
coaching, as well as what issues and solutions he has learned through his experiences.

Practical Implications: Audience members will benefit from hearing Dr. Olson’s experiences with addressing issues of leadership
development, organizational development, and selection. He will also discuss practical issues surrounding assessments and
approaches to performance feedback.

Value: During his presentation, Dr. Olson will share some of his insights regarding coaching executives as well as his innovative and
effective approaches to leadership development. Audience members can expect to learn strategies and tools for coaching executives.

Disclosure of Interest: D. R. Olson Conflict with: Founder of Olson Consulting Group, J. McChesney: None Declared
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Coaching at the Student Level

Dr. Kristie Campana: 10 Psychology Professor, Minnesota State University, Mankato (MNSU)
J. Mcchesney, D. K. Campana’

Main Abstract Content: Dr. Kristie Campana earned her Ph.D. in I-O Psychology from the University of Minnesota and is
currently a Professor at Minnesota State University, Mankato. With one of her research interests being student success and recent
graduate adjustment to the workplace, Dr. Campana has been coaching students inside and outside the classroom for over 10 years.
She also coaches students on project management through the on-campus consulting firm- Organizational Effectiveness Research
Group (OERG). Prior to joining the MNSU faculty, Dr. Campana worked for MDA Leadership Consulting and Target Corporation.
Her primary expertise in consulting involves selection testing, survey construction leadership development, and training.

State of the Art: Teaching is not often viewed with a coaching lens. Often, instructors take a “sage on the stage” approach, whereas
coaching take more of a “guide on the side” approach.

Contributions: Dr. Campana’s role as a professor and consultant allow her to draw links between coaching and employee
development to student development.

Practical Implications: Reframing roles within the classroom can help students connect their education to their future careers, and
help them understand the role they play in their own development. Dr. Campana will review way that instructors can encourage
students to take ownership of their own professional development.

Value: Audience members can expect to learn strategies for coaching students and early-career professionals.

Disclosure of Interest: J. Mcchesney: None Declared, D. K. Campana Conflict with: Professor at Minnesota State
University, Mankato
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Coaching Faculty as a Student

Jenna McChesney: Research Consultant, Center for Excellence in Scholarship and Research, MNSU
J. Mcchesney”

Main Abstract Content: Jenna served as a research consultant for the Center for Excellence in Scholarship and Research while
working toward completing her masters in Industrial Organizational Psychology at Minnesota State University, Mankato.

State of the Art: There is no current research on students coaching faculty.

Contributions: Jenna’s work at the Center for Excellence in Scholarship and Research centered around consulting with faculty on
various research projects and endeavors. Therefore, Jenna had the unique opportunity to coach those in senior roles to her own. Her
presentation will consist of how to coach faculty members of a university. Specifically, Jenna will address best practices in coaching
those who are senior to you.

Practical Implications: There is little to no research on coaching faculty members while being a student. Therefore, by sharing best
practices learned on the job, Jenna will be able to provide some guidance and insight to those interested or currently in a similar
coaching role.

Value: Audience members can expect to learn strategies and best practices for coaching faculty members and those who are in senior
positions to themselves.

Disclosure of Interest: None Declared
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Coaching at the Organizational Level

Dr. Carol Lynn Courtney: Founder, Courtney Consulting Group
J. Mcchesney, D. C. L. Courtney”

Main Abstract Content: Dr. Courtney specializes in executive coaching, executive and management selection, and organization
and team development. She has worked with a range of leaders from the front line to senior executive levels in small to large U.S.
companies. Prior to founding Courtney Consulting Group, Carol Lynn spent nearly 20 years working as an internal and external
consultant, and in various management and executive roles in a variety of U.S. companies with U.S. and international operations. Dr.
Courtney has a Ph.D. from Southern Illinois University and is a Program Advisor for the MSU, Mankato I-O Program.

State of the Art: There are limited resources for coaches to coach around broad organizational issues such as succession planning,
reorganization, and culture change.

Contributions: Dr. Courtney will share her stories and practical experiences and how she has used these experiences to enhance her
coaching skills. She will also outline common issues, problems, and solutions she encounters when coaching clients around high-level
organizational issues.

Practical Implications: Her presentation will be targeted toward those interested in or those who currently are coaching
organizations. Those who are interested in coaching at the organizational level will hear how to seek and leverage practical
experiences that will enhance and add value to future coaching endeavors.

Value: Audience members can expect to learn about tools and strategies that can be used to coach organizational leaders through
organizational crises and change.

Disclosure of Interest: J. Mcchesney: None Declared, D. C. L. Courtney Conflict with: Founder of Courtney Consulting
Group
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Shedding light on the coaching process - Directions for the improvement of coach-client interaction and coaching
success

S. Kauffeld”

Main Abstract Content: State of the art: The empirical research on coaching evolved from first case studies to considerable meta-
analyses. Still, research on the actual coaching-process is scarce: While there is first evidence on the effectiveness of coaching,
research on coach-client interaction as well as process-oriented factors influencing successful and unsuccessful coaching is
underrepresented.

Contributions: The contributions in the group use different approaches, vary in their focus from individual to interactional analyses,
and assess various outcomes of coaching processes. First, Klonek will introduce a coding scheme to economically assess practitioners'
coaching skills. Second and third, Miiller and Giintner will analyze interactional factors (i.e., spoken language and behavioral
dependency) and their effect on coach-client interaction. Fourth, Schiemann will present how coaching addresses the client’s need for
autonomy and the influence of mutual trust. Fifth, GraBmann will explain the preventive function of supervision to buffer negative
side effects of coaches’ neurotic personalities. Sixth and finally, Schermuly will explore the prevalence, causes and consequences of
client dropouts for the first time.

Implications: Taken together, the symposium opens the “black box of coaching” by providing a holistic view of inputs, processes
and outcomes of coaching. The deeper understanding of both factors for successful coachings and causes for failed coachings help
practitioners to minimize negative individual side-effects as well as dropouts and to create awareness for procedural dependencies.
Moreover, a basis for the further study of coaching processes is made feasible through the introduction of an empirically valid, yet
economical coding scheme.
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Low psychological detachment but high cognitive flexibility: The challenging nature of regulatory demands

B. Kubicek '*

"Faculty of Informatics, Communications and Media, University of Applied Sciences Upper Austria, Hagenberg, Austria

Main Abstract Content: Purpose

Nowadays, employees are increasingly required to handle regulatory demands, such as planning their work or taking work-related
decisions. On the one hand, planning and decision-making demands (PDM) offer opportunities to learn and grow personally (e.g., by
increasing cognitive flexibility), on the other hand they require cognitive effort and hamper psychological detachment. These
potentially positive and negative consequences, which qualify PDM as challenges, may operate at different temporal levels. While
cognitive flexibility takes time to evolve, poor detachment is an immediate outcome. Therefore, the aim of this paper was to assess
(1) whether PDM are associated with cognitive flexibility @74 poor detachment, (2) whether these associations are found in short-
term and long-term contexts and (3) whether cognitive appraisal operates as an underlying mechanism.

Methodology

A longitudinal study (4 months time lag, n=457) and a dairy study (n=88) were conducted.

Results

PDM are associated with increases in cognitive flexibility @z« decreases in psychological detachment. The positive effect on

cognitive flexibility was found only for the longitudinal study and the person level, but not for the day level of the dairy study.
Moreover, cognitive appraisals partly explained the effects of PDM on cognitive flexibility and poor psychological detachment.
Limitations

The studies are based on self-reported data.

Implications

Interventions need to balance the positive and negative effects of regulatory demands by helping employees to better regulate their
work and to better detach from work.

Value

The results inform the understanding of challenge demands and their ambivalent (i.e., positive and negative) consequences.
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Self-Endangering Work Behaviour of School Principals

A. Schulz-Dadaczynski '

'Bundesanstalt fiir Arbeitsschutz und Arbeitsmedizin, Berlin, Germany

Main Abstract Content: Purpose: In today’s working world an increasing individualization and subjectification of work can be
observed. These phenomena occur also in the educational sector where a process of decentralization takes place. School principals
have new freedoms in their work — as long as they reach their goals predetermined by school authorities. But these goals are often
contradictory or unrealistic and non-negotiable. Self-endangering work behaviour could be one consequence out of this dilemma.

Design/Methodology: An online survey with school principals in Lower Saxony has been conducted in 2015 (n=1.336). Among
other things the questionnaire contained four forms of self-endangering behaviour (intensification and extensification of work,

reduction of working quality and sickness presenteism) and emotional exhaustion as an important mental health outcome.

Results: Controlled for sociodemographic and job variables, regression analysis show that self-endangering behaviour explains about
47% of the variance of emotional exhaustion. The intensification of work turns out as being the strongest predictor.

Limitations: The sample is not representative. Furthermore — due to the cross-sectional design — the causal link between self-
endangering work behaviour and emotional exhaustion remains unclear.

Research/Practical Implications: Job design and school health promotion should focus also on self-endangering work behaviour as
side effect of the new freedoms of school principals.

Originality/Value: The specific employment group of school principals was examined in a larger questionnaire study with regard to
self-endangering work behaviour as an important but detrimental behaviour of employees dealing with the demands of the ...modern*
working world.
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“Somedays won't end ever” — work intensification, and work extension as maladaptive response to time pressure

A. Baethge ', N. Deci?, T. Rigotti !, J. Dettmers 3

'Johannes Gutenberg-Universitat Mainz, Mainz, 2Universitat Hamburg, 3Medical School Hamburg, Hamburg, Germany

Main Abstract Content: Purpose. Time pressure may jeopardise goal attainment. It is a resource draining experience: Employees
will try to attain their goals by raising their effort to do so (Hockey, 1997). In this study, we examine two strategies of “self-
endangering behaviour” which are supposed to enable goal attainment under the condition of high time pressure: intensification
(working faster) and extension of working hours (working longer). We propose that these strategies moderate the relationship
between time pressure and strain, work engagement as well as task fulfilment. Design/Methodolgy. In our daily diary study, 123
public service employees [AB1] provided ratings over five consecutive working days. The strategies and strain were assessed before
going to bed and the work engagement and task fulfilment after work. Following a within-person design, the data was analyzed using
multilevel modelling. Results. The negative relationship between time pressure and irritation is significant on days with high
intensification/extension of working hours (+1SD) but not on days with low intensification/extension (-1SD). The positive(/negative)
relationship between time pressure and work engagement(/task fulfilment) is significant on days with low(/high) extension of
working hours. Limitations. Results may not be generalized to other branches, or occupations. Research/Practical Implications.
We can conclude that it is not recommendable to use the strategies intensification and extension of working hours to attain the goals
of the day. Besides its practical implications this study also contributes to the refinement of the challenge-hindrance framework.
Originality/Value. The study provides first empirical evidence on the daily role of the new concept “self-endangering behaviour” as
maladaptive coping styles.
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The concept of self-endangering work behavior strategies

M. Knecht’, M. Berset !, C. Dorsemagen !, A. Krause '

"Institute Humans in Complex Systems, University of Applied Sciences and Arts Northwestern Switzerland, School of
Applied Psychology, Olten, Switzerland

Main Abstract Content: State of the Art:

Goal-oriented leadership strategies such as management by objectives (MbO) are becoming more and more prevalent. On one hand
these more autonomous forms of work have positive effects, such as opportunities for coordinating work and private life as well as
opportunities for personal growth. On the other hand, there are also negative effects such as feelings of time pressure, perceived stress
or “boundarylessness” between the life-domains.

New Perspectives/Contributions:

The current presentation summarizes the existing literature on this subject and presents a model introduced by Krause and
Dorsemagen (in press) on indirect leadership. Eight self-endangering work behavior have been detected that may occur under specific
configurations of indirect leadership, namely 1) extension of work time and not taking time to recover, 2) work intensification 3)
sickness presenteeism 4) abuse of stimulants in an attempt to optimize internal states 5) abuse of sedative substances to facilitate
relaxation 6) reducing quality of work, 7) failure to comply with security regulations 8) faking. These self-endangering work behavior
strategies might mediate the negative effects of high work-demands on subjective well-being and health and work-related outcomes.
Research/Practical Implications

Self-endangering work behaviors have to be addressed by occupational health prevention initiatives. Interventions should balance the
negative and positive effects of indirect leadership and take self-endangering work-behavior into account.

Originality/Value:

The new concept of self-endangering work behaviors as a coping mechanism for high work demands is one possible explanation of
the negative association between high work demands and subjective wellbeing and health.
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Self-endangering coping over the Semester

N. Deci ', J. Dettmers 2, A. Baethge 3

"Universitat Hamburg, 2Medical School Hamburg, Hamburg, 3Johannes Gutenberg-Universitat Mainz, Mainz, Germany

Main Abstract Content: Purpose. The subjective degree of quantitative and qualitative demands changes over one semester.
Depending on the severity of the stressors, the probability of self-endangering coping strategies used to overcome these demands
increases or decreases. In a longitudinal study, we study changes of such coping strategies over time. We assume that self-
endangering strategies are primarily applied during a stressful examination period. Various moderator variables are investigated.
Design/Methodolgy. With the help of an online questionnaire, students of a German university were surveyed regarding their
demands, self-endangering behaviours, and well-being. Further, we made use of an initial questionnaire to record resources, academic
success, some demographic variables and individual concerns. The study took place between May and October. To recognize intra-
individual change and to investigate inter-individual differences, we considered latent growth models. Several models were tested
against one another. Results. It was revealed that the self-endangering facets show different trajectories. The influence of diverse
moderator variables was discussed. Limitations. Due to high acquisition efforts the beginning of the semester could not be taken into
account. All students originate from the same German university. As such, generalizability is restricted. Research/Practical
Implications. The results indicated that students utilize harmful coping strategies to overcome demands in stressful examination
periods. Therefore, students should be encouraged to make use of more health-promoting strategies. Moreover, demanding study
conditions should be reconsidered. Originality/Value. The current study offers the first analysis of changes of self-endangering
coping strategies over one semester.
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Daily Self-Compassion during Work

I Igic ', T. Krieger ', M. grosse Holtforth ', A. Elfering
"University of Bern, Bern, Switzerland

Main Abstract Content: Purpose

Self-compassion (self-kindness, common humanity and mindfulness) the ability to treat oneself kindly when things go badly, has
been shown to be beneficial for well-being and mental health. This study aims 1) to adapt the self-compassion scale for daily
assessment, 2) to examine the potential benefits of state self-compassion beyond state self-esteem in relation to daily exhaustion from
work, vigor and productivity, and 3) to test if daily self-compassion mediates the relationship between daily work stressors (task-
related and social stressors) and explored outcomes.

Design/Methodology

An online diary study over 3 days on 30 employees was assessed. Multilevel-analyses with M-plus was performed, with days nested
in people.

Results

Across working days there was substantial intra-individual variation in self-compassion. Self-compassion was negatively related to
daily exhaustion and positively related to daily vigor and productivity. Associations remained, when state self-esteem was controlled.
Self-compassion has not been confirmed as a mediator between daily task-related and social stressors and outcomes.

Limitations

The sample size is small. A larger replication study is needed.

Research/Practical Implications

The self-compassion scale was successfully adapted to daily assessment. Results confirmed unique positive effects of daily self-
compassion on daily work related health, motivation and productivity.

Originality/Value

To our knowledge, the study is among the first to analyze the benefits of state self-compassion in working environment on a daily
level.
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The Impact of Workplace Interactions And Strategies for Improvement
M. P. Leiter’

Main Abstract Content: State of the Art

A growing focus on positive and negative workplace interactions has brought a fresh perspective on the long-standing issue of the
social dynamics at work. Even low intensity negative encounters at work may have long-term detrimental effects. In contrast, positive
interactions buffer negative workplace experiences. Research has examined the precursors and consequences of negative and positive
workplace interactions with initial steps towards developing and evaluating interventions.

New Perspectives/Contributions

The presentations in this symposium consider four critical issues for this field. The first describes a diary study that tracked the
association of workplace incivility with employees’ energy levels at both work home, examining moderators of workplace friendships
and individual optimism. The second applies a Conservation of Resources perspective to newcomers’ proactive behaviour that
facilitates their integration into the setting. The findings reveal that that resource acquisition via either solo or collegial pathways
predict lower emotional exhaustion. The third demonstrates connections of leaders’ behaviour, leaders’ experience of burnout, and
subordinates’ perception of leadership. The fourth paper presents the findings of a pilot study to both reduce incivility and increase
civility in an academic institution. Together the presentations recognize the significance of workplace social dynamics while
considering practical

Research/Practical Implications

The research implications of the symposium are its contribution to refining approaches to understanding the emergence, persistence,
and impact of both constructive and strained social relationships at work. The practical implications of the symposium are its
contribution to ways of taking action to improve the quality of collegial relationships.
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Improving Workplace Civility: A Pilot Test of CARAWay
M. P. Leiter’

Main Abstract Content: Purpose

The quality of working relationships has received considerable attention of late, but the field has only begun the process of critically
testing ideas for improving working relationships. In response to this challenge, the projected reported here tested new format of
civility intervention (Civility and Respect at Work: CARAWay) that drew upon core principles of CREW within a less time-
consuming format.

Design-Methodology

The author facilitated the intervention with an academic department. As a pilot, the implementation included one intervention group
(N=30) and no control group. Surveys administered before and after the intervention assessed change over time.

Results

The initial assessment described the intervention group as low contact in that it reported relatively few instances of incivility but also
low levels of civility. Nonparametric analysis, appropriate for the small sample, indicated that the academic staff members improved
in both civility (02(2)=6.20, 2=.016) and cynicism (02(2)=4.44, 2—.041). Overall, scores on measures moved in a positive direction.
Limitations

The study was a single-group pilot intervention study lacking a control group.

Research-Practical Implications

The study serves as a foundation for conducting a more rigorous and larger scale evaluation of this format of civility intervention.
Originality/Value

Its primary contribution arises from its potential to define an effective civility intervention with greater cost-effectiveness.
Organizations facing resource challenges will appreciate a reduced use of consultant time and of staff participation time. The format
may highlight the active ingredients of civility improvement in a more definitive way.
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Coworker Social Support Interacts with Occupational Stressors and Organizational Support for Employee Health to
Predict Employee Well-Being

M. Osolnik ', T. A. Beehr "

"Psychology, Central Michigan University, Mount Pleasant, MI, United States

Main Abstract Content: Purpose: Theoretically, certain workplace characteristics (stressors) result in poor employee well-being
(strain). Social support sometimes buffers (weakens) the link between stressors and strains, but not in all studies; therefore we

examined a second possibility—that social support may have favorable effects on employees’ strains primarily when it is embedded in

an organization that supports employees’ health (organizational health support, OHS). We hypothesized firstly that coworker support
would buffer the positive relationship between workplace stressors (interpersonal and role conflict) and strains (psychological well-
being, perceived health, and perceived stress), and secondly that OHS would strengthen the negative relationship of coworker social
support with strains.

Design/Methodology: We analyzed archival data from a 2011 survey of 976 workers in Slovenia. Hypotheses were tested with
hierarchical moderated regressions.

Results: Interpersonal conflict interacted with coworker support to predict all three strains, but the interactions were the opposite
direction from the hypotheses (they were “reverse buffering”). Social support interacted with OHS in the hypothesized direction,
however, to predict two of the three strains (perceived health and stress).

Limitations: Using archival data means that some of the measures were not ideal (e.g., some were single-items).
Research/Practical Implications: Coworker support may be most promising for improving employees’ well-being when health
support from the organization (OHS) is also present.

Originality/Value: To our knowledge this is the first study to examine the potential effects of coworker support in combination with
OHS on employee health, and it is one of the few studies of occupational stress and social support in Eastern Europe.
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Think outside the box: incorporating new constructs and levels to extend and advance the study of work stress.
M. G. Gonzalez-Morales '’

"University of Guelph, Guelph, Canada

Main Abstract Content: State of the Art

In relation to the study of work stress instead of reinventing the wheel, occupational health scholars should aim to move it. We will
present studies that try to advance our understanding of the topic by thinking outside the box.

New Perspectives/Contributions

The themes presented will appear diverse but they present an interesting commonality: the study of the work stress problem from non-
traditional perspectives. Instead of the classical stressor-strain model, the papers in this session exemplify how we can incorporate
new constructs and levels to the study of work stress and occupational health.

For instance, foreign phenomena to Work and Organizational Psychology, such as workplace attachment styles or Acceptance and
Commitment therapy (ACT), are the focus of the first two studies. In addition, collective levels are included to the study of social
support (organizational health support) in the third paper, and stressors (organizational stress climate) and coping (co-active and
collective coping) in the fourth presentation.

Research/Practical Implications

The presenters in this session are experienced and prestigious scholars in the area of Occupational Health Psychology. Given that the
presenting authors have been thinking and rethinking this topic for more than 20 years, the most interesting aspect of this symposium
will be the 30 minutes in which these experienced scholars discuss their views on how to extend our understanding of work stress.
The chair will facilitate the discussion. Audience members will be encouraged to ask questions during the discussion to enrich the
conversation with their input.
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ACT’ing to Improve Well-Being and Reduce Strain on Healthcare Professionals
D. Lee-Bagley ', A. Day?’, T. Helson 2

'Behavioural Change Institute, 2Saint Mary’s University, Halifax, Canada

Main Abstract Content: ~./pose. Employees experience demands and stressors at work, and the ability to effectively manage
emotions, including discomfort and distress, may help them to deal with these demands. The ACT-W (Affective and Commitment
Therapy at Work) Program may increase the ability to manage emotions and stress (Flaxman & Bond, 2010). ACT is comprised of
mindfulness and acceptance processes to develop skills relevant to reduce the impact of negative psychological stressors, and
commitment and behaviour change processes by clarifying values, setting goals, and taking action (Hayes et al., 2006). Given the
need to support healthcare providers dealing with workplace demands, we investigated the impact of ACT on healthcare
professionals’ levels of strain.

Methodology. Participants completed three 3-hour training workshop on professional resiliency and ACT training, and they
completed surveys pre- and post-training.

Results. There was a significant reduction in strain symptoms after the training compared to before training, although readiness to
change did not moderate the relationship.

Limitations. The training was mandated as part of the organizations’ healthy workplace initiatives, so all employees underwent
training at the same time. Future studies should include a control-wait list design and use individual coaching sessions to help tailor
the program and address concerns of scheduling, privacy, and buy-in.

Research/ Practical Implications. This study provides some support for organizations wanting to help support employees’ well-being

and better manage reactions to stressors.
Originality/ Value. This study is one of the first to examine utilizing ACT in healthcare providers to improve well-being.
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The Role of Workplace Attachment Styles in Employees’ Experiences of Supervisors and Co-workers
M. P. Leiter "

'School of Psychology, Deakin University, Geelong, Australia

Main Abstract Content: Purpose

Attachment styles at work reflect the extent to which employees approach social relationships from a subjective sense of security or
from one of two forms of insecure attachment: anxious or avoidance. These attachment styles may explain stress-based processes
related to employees’ experiences of both positive and negative encounters with supervisors and with co-workers

Method

The Short Work Attachment Measure (SWAM), focused specifically on work relationships, was included in a survey of 1700
Canadian health care providers along with measures of co-worker and supervisor incivility, co-worker and supervisor trust, and co-
worker and supervisor satisfaction.

Results

A series of multiple regression analyses found avoidance and anxious attachment to have similar relationships regarding both co-
worker and supervisor. Anxious and avoidance attachment interacted with regard to co-worker incivility and co-worker satisfaction,
but did not interact in analyses regarding supervisor incivility and supervisor satisfaction. The interaction reflected an enhanced
relationship when both anxious and avoidant attachment were high beyond the relationships with each dimension separately. This
pattern was only evident regarding coworker relationships.

Discussion

The analysis confirmed the relationship of attachment styles to employees’ experience of workplace relationships. Although

attachment dimensions showed similar overall relationships for co-worker as for supervisor relationships, there were distinct findings

for an interaction effect for co-worker relationships. This difference may reflect the greater complexity of co-worker relationships in

that (1) employees have many co-workers and only one supervisor, and (2) supervisor relationship are generally more structured than

are co-worker relationships.
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Individual, Co-active and Collective Coping and Occupational Stress: A Longitudinal Study
J. M. Peiro ", I. Rodriguez ', M. W. Kozusznik !, N. Tordera '

"University of Valencia, Valencia, Spain

Main Abstract Content: Purpose: This study aims to identify the association of change in individual (palliative and direct action)
and group-level (co-active palliative, co-active direct-action, and collective direct-action) coping with the change in appraisal of
different types of individual occupational stress and with the change in organizational stress climate.

Design/Methodology: These relationships are tested by means of a multilevel two-wave panel design. The sample is composed of
525 teachers in 100 schools. Stress experiences and coping behaviors are assessed during the first and the third terms of the academic
year.

Results: The results show that an increase in the use of individual coping (direct-action and palliative) has scarce to no effect on the
decrease of individual stress appraisal. In contrast, an increase in co-active direct-action coping is associated with decreases in
organizational stress climate (in case of six out of nine stressors) and an increase in collective direct-action coping is a significant
predictor of a decrease in the level of stress climate in the organization for all but one stressors under study. In turn, an increase in co-
active palliative coping is associated with a decrease in stress climate in the organizations to a much lesser extent.
Research/Practical Implications: The results suggest that group-level coping is a more effective coping strategy in reducing
occupational stress appraisal than individual coping.

Originality/Value: Collective coping deserves more attention in order to further advance research and professional interventions on
occupational stress.
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Indirect control and self-endangering work behavior

M. Knecht ', A. Krause

"Institute Humans in Complex Systems, University of Applied Sciences and Arts Northwestern Switzerland, School of
Applied Psychology, Olten, Switzerland

Main Abstract Content: State of the Art:

Goal-oriented as well as performance-oriented leadership practices are becoming more prevalent. For employees, these kind of
indirect leadership practices result in higher self-regulatory demands, such as planning and decision making tasks. The current
symposium focuses on the concept of “self-endangering work behaviors” as a possible negative effect of indirect leadership and a
possible mediator between work-demands and negative outcomes.

New Perspectives/Contributions:

The concept of “self-endangering work behaviors” describes behaviors such as extension of work, intensification of work, sickness
presenteeism, faking, or substance abuse as possible maladaptive coping strategies (first presentation — theoretical). In the following
four empirical presentations, the first covers the positive and negative effects of higher autonomy and self-organization in general.
The three other empirical presentations investigate specific self-endangering behaviors in different samples such as school principals,
public services employees and students. Results of cross-sectional, longitudinal and daily dairy studies support the proposed concept,
showing that the self-endangering work behaviors are a response to high work demands and are associated with negative subjective
well-being outcomes as well as lower task fulfillment and lower work engagement.

Research/Practical Implication:

These results have both theoretical as well as practical implications. The introduced self-endangering work behaviors can be seen as a
maladaptive coping mechanism. The results suggest that the self-endangering work behaviors might mediate the negative effects of
high work-demands on subjective well-being and work-related outcomes. In settings with indirect leadership, supervisors and also
occupational health authorities should take self-endangering work behaviors into account.

Disclosure of Interest: None Declared

Keywords: None

137



Confiict in organizations

Counterproductive Work Behavior

Th-SYM-1832-1

Modern Approaches to Understanding and Predicting Work Counterproductivity
D. Ones ', B. Mercado 2

"University of Minnesota, Minneapolis, 2Baruch College, New York, United States

Main Abstract Content: State of the Art

Counterproductive work behaviors (CWB) have garnered intense attention by scholars and practitioners over the past three decades.
Their nomological network and the effectiveness of organizational interventions for reducing CWB have been empirically examined.
However, this work relies heavily on conceptualizations, predictors, and measures established in the literature’s infancy. This
symposium takes a modern, scholarly approach to work counterproductivity. These papers present the utility of underutilized
constructs (e.g., maladaptive personality) and analytic approaches (e.g., criterion profile analysis) in predicting CWB as well as
challenge our understanding of what constitutes work counterproductivity, given recent technological developments in work
environments (e.g., cyber counterproductive work behaviors).

New Perspectives/Contributions

This symposium contains five papers that address CWB with the latest conceptualizations, assessment techniques, and analytic
approaches. These presentations draw upon an array of data collection techniques (e.g., subject matter expert sorting, large-scale
surveys, systematic literature reviews) and analytic approaches (e.g., intraindividual and interindividual primary and meta-analyses).

Research/Practical Implications

These papers have several implications for research and practice. The demonstration of uncommon yet powerful predictors and
analytic approaches, combined with the first scale to systematically assess cyber CWB, meaningfully advance future research into
CWB. These findings also yield substantial implications for practice. Each presentation of a neglected predictor with high operational
validity exhibits immense potential for immediate application in employment decisions. Beyond prediction, the thorough
conceptualization and rigorous measures of cyber-counterproductivity will aid employers in understanding and detecting these new
behavioral manifestations of counterproductivity.
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Delineation of the Construct of Cyber Counterproductive Work Behaviors
B. K. Mercado '

"Baruch College, New York, United States

Main Abstract Content: Purpose

With the ubiquity of technology, employees have novel avenues to engage in work counterproductivity, threatening organizations’
reputations, productivity, and security. This research expanded the construct conceptualization of counterproductive work behaviors
(CWB) by including a new content domain, cyber counterproductive work behaviors (cyber-CWB), CWB that involve information
technology (e.g., adult Internet use, cyberloafing, hacking, cyber harassment). We developed a valid measure to assess cyber-CWB
and demonstrate its convergent and criterion-related validity.

Design/Methodology

This multi-study project utilized systematic literature review for item generation; subject matter expert sorting combined with large-
scale survey methodology for scale refinement and structure determination; and cross-sectional surveys of several diverse samples for
demonstrating cyber-CWB’s nomological network.

Results

These studies yielded reliable scales to assess cyber-CWB and demonstrated its structure. As anticipated, cyber-CWB also
demonstrated convergence with other forms of CWB. Predictor-criterion relationships demonstrated patterns similar to CWB, but
relationships varied greatly across specific cyber-CWB clusters.

Limitations
Although multiple, diverse samples were utilized for scale development and validation, they were restricted to the U.S. workforce.
Further investigation is necessary to determine the international generalizability of cyber-CWB.

Implications

Scholars should include cyber-CWB in their investigations of CWB to adequately represent this important behavioral domain.
Because specific clusters of cyber-CWB relate differently to many common predictors, scholars and practitioners should consider the
forms of cyber-CWB most concerning in each context to design maximally effective organizational interventions.

Originality/Value
These studies introduce cyber-CWB, demonstrate its structure, and contribute scales for its valid assessment.
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Investigating the Relationship Between Integrity and Cyber Counterproductive Work Behaviors

S. Dilchert "
'Baruch College, New York, United States

Main Abstract Content: Purpose

Although concerning to many organizations, cyber-counterproductivity has yet to garner scholarly attention. Therefore, little
empirical evidence exists to guide organizations in addressing these costly behaviors. Ones and colleagues (1993) demonstrated high
operational validity for integrity tests predicting counterproductive work behaviors (CWB), and integrity tests are commonly used in
personnel selection to effectively manage CWB. In light of the strong evidence of integrity-CWB relationships and the dire need for
evidence-based solutions for cyber-CWB, we examined the relationship between integrity and cyber-CWB.

Design/Methodology
We administered a measure of integrity and Mercado’s (2016) measure of cyber counterproductive work behaviors to two samples,
full-time employees (/= 231) and working young adults primarily employed part-time (/= 230).

Results

Integrity exhibited strong relationships with cyber-CWB across samples. The theft admissions subscale demonstrated strong positive
relationships with overall cyber-CWB in both samples, indicating that individuals who had previously engaged in more theft were
substantially more likely to engage in cyber-CWB. In contrast, the attitudes subscale demonstrated moderately strong negative
relationships with cyber-CWB in only the sample of full-time employees.

Limitations
This study’s cross-sectional, self-report data collection precludes inferences of causality.

Implications

Integrity is a noteworthy predictor of cyber-CWB. Theft admissions, in particular, provide substantial validity to support efforts to
reduce and avoid cyber-CWB.

Originality/Value

This study is the first to investigate the relationship between cyber-CWB, a form of work counterproductivity that is alarming to
modern organizations, and integrity, a construct that has previously proven powerful in personnel selection settings.
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Meta-Analytic Criterion Profile Analysis of the Big Five Predicting Cyberloafing
C. Giordano "

"University of Minnesota, Minneapolis, United States

Main Abstract Content: Purpose

Cyberloafing—loafing behaviors manifesting via information technology—causes severe economic detriments through wasted
productivity and flagrant misuse of resources. Hence, it is of growing concern for organizations. A recent meta-analysis on
cyberloafing sought to capture its voluminous number of antecedents and outcomes. Among their findings was a modest relationship
with the Big Five personality factors (Mercado, Giordano, & Dilchert, under review). Utilizing recent developments in multiple
regression, this paper sought to better understand this personality-cyberloafing relationship by viewing the particular pattern effects of
personality and how they relate to cyberloafing.

Design/Methodology
Big Five intercorrelations and the criterion-related validity were drawn from separate meta-analyses. Criterion Profile Analysis was
used to determine pattern and level effects of the Big Five vis-a-vis cyberloafing.

Results

Based on the personality profile of cyberloafers, agreeableness and conscientiousness appear to have negligible influences whereas
high extraversion and low emotional stability are the cardinal traits. Openness to experience is more prominent in the pattern than
agreeableness and conscientiousness but not as salient as the remaining two.

Research/Practical Implications

While modestly similar findings result from the Criterion Profile Analysis of the Big Five in counterproductive behaviors, the present
results adhere more closely to the profile of substance abusers. Combined with the substantial correlation between self-control and
cyberloafing, we believe cyberloafing is primarily due to lack of emotional self-regulation.

Originality/Value
Cyberloafing is a behavioral domain still in its infancy and therefore greatly benefits from the insights gleaned herein, especially
given the under-utilized Criterion Profile Analysis technique.
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Confiict in organizations

Counterproductive Work Behavior

Th-SYM-1832-6

Consistent Personality Profiles Predict Deviant Behavior Across Life Domains
B. Wiernik ", M. Wilmot *, D. Ones'

"University of Minnesota, Minneapolis, United States

Main Abstract Content: Purpose

We examined relations of personality traits to deviant/counterproductive behaviors across work (e.g., CWB, unsafe behavior), school
(e.g., cheating), and personal (e.g., unsafe driving, drug abuse) life-domains. Literatures on trait relations with each of these behaviors
developed independently, without consideration for whether similar personality profiles contribute to deviance across domains.

Design/Methodology

We analyzed meta-analytic correlations between Big Five traits and 16 categories of deviant behavior from multiple life-domains
using criterion profile analysis. This technique identifies intraindividual trait configurations (within-person patterns of high/low traits)
most predictive of deviance. We examined the similarity of personality profiles across behaviors and the relative predictive power of
personality pattern and absolute trait level.

Results

Personality profiles dominated by high Extraversion and low Conscientiousness, Agreeableness, and Emotional Stability, relative to
persons’ other traits, were most predictive of all deviant behaviors. This pattern indicates that an imbalance between individuals’
tendency to pursue opportunity and their capacity to inhibit negative impulses promotes deviance. Relative importance of
Conscientiousness, Agreeableness, and Emotional Stability varied across interpersonal, institutional, and self-directed forms of
deviance. Overall, personality pattern was more predictive than absolute trait levels.

Limitations

While we examined many deviant behaviors, some important criteria (e.g., criminal activity) lacked meta-analytic Big Five validity
estimates and could not be considered.

Implications

Identifying a consistent personality profile predicting deviance can help psychologists address maladaptive behavior, promoting well-

being across all aspects of individuals’ lives.

Originality/Value
This study uses novel intraindividual methods to integrate personality-deviance research from diverse psychological domains.
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Counterproductive Work Behavior

Th-SYM-1832-2

Maladaptive Personality and Counterproductive Work Behaviors
D. Ones ', M. Moore

"University of Minnesota, Minneapolis, United States

Main Abstract Content: Purpose

The purpose of this presentation is to provide an overview of relations between maladaptive personality variables and
counterproductive work behaviors. Relations of the dark tetrad are examined with different forms of CWB. We also examined DSM-
V personality inventory’s relations with CWB.

Design/Methodology
Psychometric meta-analyses as well as primary samples were relied on to estimate dark tetrad-CWB relations. Data from several
hundred employed individuals were used for investigating DSM-V personality inventory’s relations with CWB.

Results

Both the dark tetrad and DSM-V measures of maladaptive personality displayed moderate or sizable relations with CWB constructs.
Maladaptive forms of extraversion and openness were found to provide sizable predictive value, a new finding in the literature.
Incremental validities over the Big Five personality factors were documented.

Research/Practical Implications

Maladaptive personality constructs need to be better integrated into theories of workplace counterproductivity. Organizations can
screen for sensitive and high stakes jobs using maladaptive personality measures. Implications for the use of maladaptive personality
measures for predicting cyberdeviance are included.

Originality/Value
This presentation brings maladaptive personality-CWB links to light, by relying on the full spectrum of maladaptive constructs.
Previously undocumented relations were documented with implications for theory and practice.
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A team training in virtual reality: How does the shared understanding develop?

B. P. Hamornik ', L. Kiss !, M. Kdles !

"Department of Ergonomics and Psychology, Budapest University of Technology and Economics, Budapest, Hungary

Main Abstract Content: Purpose

Trainings are costly and time consuming for globally distributed teams. However, in order to collaborate
effectively teams have to learn together and develop shared mental models (SMM) representing their goals,
roles, capabilities, resources. The study’s purpose is to compare shared representations in teams developed
during face-to-face and virtual reality (VR) trainings for people supposed to work together in future start-ups.
Design/Methodology

Participants in teams of three participated in the study either in face-to-face or in VR training settings to
perform both  individual and collaborative tasks with  predefined roles. Before and  after
the sessions questionnaires were used to measure both the accuracy and the similarity of SMMs. We used
paired samples t-test to analyse differences in accuracy and similarity.

Results

Neither similarity nor accuracy values of virtual and face-to-face training teams were significantly different from
each other thus both training methods provided suitable field for teamwork.

Limitations

Relatively small number of teams and the heterogeneity of the sample are limiting the results’ generalisability.
Research/Practical implications

The same SMM similarity and accuracy of virtual and face-to-face trainings points towards the applicability of
virtual team trainings in the future. Unlike in previous studies on workplace application of VR we did not
experienced major obstacles in usability and presence.

Originality/Value

Using aVR environment for start-up team training proved to be avaluable application of new
technology in workplace training. VR is a research and development field in focus and
with numerous expectations where effective applications are important steps towards everyday usage.
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Virtual collaboration: Requirements, collaboration mechanisms, leadership and performance in teams

B. P. Hamornik '*

"Department of Ergonomics and Psychology, Budapest University of Technology and Economics, Budapest, Hungary

Main Abstract Content: State of the Art:

Nowadays employees working in teams often collaborate using virtual communication tools. Such environments provide many
advantages: reduced travel time, easier recruitment, and cost reduction. Nevertheless, it also comes with a variety of challenges, such
as the lack of face-to-face communication, difficulties in establishing shared mental models, and the ambiguity of the leadership role.
Research in work and organisational psychology strives to find the best ways to confront these challenges in order to make virtual
collaboration more efficient.

New Perspectives/Contributions:

Schulze et al. aims to understand what face-to-face and computer-mediated communication competences may share in common as
well as how they may differ. This stresses the need of taking the context in consideration when it comes to communication skills
measurements. Considering that the development of shared knowledge and skills needs to be aligned with virtual collaboration,
Hamornik et al. explore virtual team training as highly relevant in the development of shared mental models. Furthermore, the study
of Kost et al. sheds light on the question of what type of leadership behaviours may affect co-presence and subsequently rise of virtual
teams’ performance. Finally, taking in consideration ‘people oriented outcomes’ of virtual project teams, as a complementary part of
task performance project success, Kenda et al. looks at the well-being and collective productive energy of virtual project employees.

Research/Practical Implications:
Looking at the interplay of virtual work related challenges, the symposium provides innovative support and solutions to enhance
virtual teams’ productivity in light of work and organisational psychology theories.
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The role of productive virtual team energy for ‘people oriented’ performance of virtual project teams

R. Kenda ', B. Vogel 2, A. M. Graga 2, C. Hillenbrand 3

"Leadership, Organisations and Behaviour, Henley Business School, University of Reading, Reading, 2Leadership,
Organisations and Behaviour, 3Marketing & Reputation, Henley Business School, University of Reading, Henley on
Thames, United Kingdom

Main Abstract Content:

Purpose

This multilevel study looks at the effect of productive virtual team energy (PVTE) on ‘people oriented’ outcomes, namely job
satisfaction, stress and burnout of virtual project team members. Moreover, it considers trust in leader as a moderator between PVTE
and ‘people oriented outcomes’.

Design/Methodology

Data was collected from worldwide located team members of 19 active virtual project teams. PVTE and trust in leader data were
aggregated on team level, while ‘people oriented outcomes’ are considered as individual level. The cross-level moderation is analysed
using HLM.

Results

Surprisingly, results show VPTE to be negatively linked with job satisfaction, while positively linked to burnout. Trust in leader is
negatively linked to job satisfaction and positively linked to stress and burnout. Moreover, trust in leader moderates the relationship
between PVTE and job satisfaction.

Limitations

The small sample size prevents us from generalizing the findings.

Research/Practical Implications

The study provides valuable insights on the effects of collective productive energy in virtual working environment and the role of
leader trustworthiness in virtual project teams.

Originality/Value

The study addresses the growing field of virtual project work, considering the unexplored (e.g. PVTE) variables in these settings.
Moreover, the study considers ‘people oriented outcomes’ as a complementary part of usual task performance when addressing project
success.
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Discrimination and equality in the workplace

Fr-SYM-1433-7

Diverse career development: enhancing work-family enrichment from social dialogue

|. Martinez-Corts ', E. Demerouti 2

"University of Seville, Seville, Spain, 2Technische Universiteit Eindhoven, Eindhoven , Netherlands

Main Abstract Content: State of the Art. Employees engaged in new careers development take a whole-life perspective and are
motivated to fulfill values related with their different roles —i.e. work, self, family- (Hall, 2004). Work-family literature has
traditionally highlighted the negative effect of work and family interaction (work-family conflict, WFC) on career development. From
this perspective, employers, unions and employees have negotiated a wide range of work-family policies (WLPs). Although effective
to reduce WFC, the use of WLPs can have severe social and career development consequences, specifically for women and

individuals with family responsibilities.

New Perspectives/Contributions. From a positive perspective, work and family may interact positively (work-family enrichment,
WFE). Therefore, organizations should value what people bring to their business roles from other roles and should enrich work to
provide individuals with resources to effectively perform in other roles. This positive perspective promotes diverse career
development. Based on results from empirical research, best practices at macro (organization), meso (team) and micro (individuals)
level are proposed to improve enriched and equal work environment. Social dialogue is highlighted as a relevant tool to implement
these best practices.

Research/Practical Implications. Best practices are provided to promote social dialogue between employers, unions and employees at
macro, meso and micro level.

Originality/Value. The paper focus on positive work-life interaction to promote diverse career development.
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Discrimination and equality in the workplace
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A safe place for all: Social dialogue and workplace harassment
R. Deakin

"University of Huddersfield, Huddersfield , United Kingdom

Main Abstract Content: State of the art. Tackling harassment in the workplace is important for creating inclusive and safe
environments. The use of HR processes such as grievance and disciplinary procedures to deal with allegations of harassment requires
complaints to be dealt with on an individual, rather than collective basis. The role of social dialogue in addressing social group
harassment at the workplace-level, as opposed to direct and indirect discrimination, is relatively underdeveloped and therefore

requires more attention.

New perspectives/contributions. Positioning harassment in a social, rather than just interpersonal context, the chapter explores the
potential and limits of workplace-level social dialogue for setting and enforcing standards around harassment. There is a particular
focus on the implications of privatising and personalising problems through the use of private mechanisms such as workplace
mediation.

Research/practical implications. Harassment and attempts to deal with it cannot be divorced from social context and workplace-level
HR interventions need to be situated in wider organisational and societal structures. Caution should be exercised when encouraging
the use of individual and private resolution procedures which risk shifting responsibility for problems onto individuals and thereby
potentially operating to exclude the social partners from standard setting and enforcement.

Originality/value. The chapter offers a contextualised consideration of the scope for social dialogue to create safe and inclusive
workplaces by both working within, and challenging, HR processes, where such processes ostensibly necessitate approaching
collectively objectionable problems of harassment as individual ones.
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Designing jobs, creating inclusive organisation
F. Zijlstra 1", G. Van Ruitenbeek '

"Maastricht University, Maastricht , Netherlands

Main Abstract Content: Our current labour market is ‘exclusive’ rather than ‘inclusive’, because generally organisations tend to
select and recruit the best (fittest, healthiest, well-trained) employees to join their staff. As a result people with disabilities or some
kind of limitations only get limited opportunities to participate in the labour market, or even in society.

This research outlines a new method that has recently been developed and that facilitates organisations to create jobs for people with
limitations (or rather ‘with a distance to the labour market’). The method is based on the principles for job redesign, and aims to create
jobs for people with of different levels of qualifications, including those ‘with a distance to the labour market’.

First we outline the backgrounds of the problem, and describe why jobs have become more complex over the past decades, and why
this promotes ‘exclusion’ rather than ‘inclusion’. And subsequently we describe our approach that leads to ‘inclusive organisations’.
This also includes the method ‘Inclusive Redesign of Work’, which is outlined in 9 steps.

Some practical recommendations conclude the presentation.
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Inclusive organizations and Discrimination-free Selection

S. Moscoso ', A. L. Garcia-lzquierdo 2, J. F. Salgado

"University of Santiago de Compostela, Santiago de Compostela, 2University of Oviedo, Oviedo, Spain

Main Abstract Content: Personnel selection (PS) is one of the most critical processes in the study of human behavior at work

because it determines the efficiency of many other issues of management practices (e.g., training, promotion, turnover). PS is used by
organizations to deciding which of the applicants shows the best fit to a job. Consequently, PS represents a ‘barrier to entry’ for
individuals into any work organization. In this sense, fairness, equality and non-discrimination in the access to employment in a
diverse workplace is a primary objective. Theory and empirical research in PS have shown that this objective can be reached using
right procedures with strong psychometric properties (e.g., validity and reliability).

This study is organized into three main sections. The first section starts with an introduction about the relevance and state-of-the art of
PS in Human Resource Management in Organizations. The second section presents the most relevant personnel selection procedures
according to their evidence of criterion-oriented validity, including procedures for assessing constructs (e.g., cognitive ability test, job
experience, and personality inventories) and selection methods (e.g., interviews, situational judgment test, and assessment centers).
Third section summarizes recent research about discrimination and adverse impact of the different methods and instruments in
personnel selection. The fourth section reviews the research on the applicant perceptions and reactions to personnel selection methods
and their implications to practice inside the organizational fairness theory. Finally, conclusions and some suggestions to future
research and practice are given.
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Good practices to integrate disability people using socialization processes
F. J. Medina *’, N. Gamero’

"University of Seville, Seville, Spain

Main Abstract Content: Purpose. This study aims to examine how socialization practices of newcomers with disabilities are carried
out in organizations, and to analyse the adequacy of these practices to achieve a good adjustment of employees with disabilities to the
workplace.

Design/Methodology. We used two studies. The first one is a cross-sectional research, conducted with a sample of 463 participants
(222 employees with disabilities and 241 co-workers) pertaining to 20 organizations (12 companies and 8 disability specific
associations). The second is a study with focus groups of HRM and disabilities oriented NGO (10) and interviews with disability
people (22).

Results. Newcomers with disabilities reported a higher use of investiture/divestiture tactics in their organizations, followed by
serial/disjunctive tactics. Employees with disabilities perceived their co-workers as the main source of support and organizational
information. Good practices to integrate organizations’ workers who participated in this study are presented.

Limitations. The cross-sectional nature of the study.

Research/Practical Implications. This study advances the knowledge about organizational practices carried out during the entry
process of newcomers with disabilities in the organization. It also discusses good practices during the socialization process in order to
effectively integrate employees with disabilities in their jobs.

Originality/Value. Most studies on people with disabilities at work have been mainly focused on labour market access and workplace
accommodation to their individual needs. However, knowledge about disability integration in standard jobs, and on adjustment
process of people with disabilities, once they have accessed to a job position and started to work, is hardly anecdotal.
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Applying management standards to develop diverse and inclusive workplaces
H. Hoel ', A. Mcbride '

"University of Manchester, Manchester, United Kingdom

Main Abstract Content: The British Standards Institution (BSI) recently launched a new standard entitled ‘Valuing people —
management system — requirements and guidance’ (BS76000). Its premise is that people are inherently valuable — they are an
organisation’s biggest asset and should be treated as such. The standard provides a framework for any organisation, irrespective of

size and operating context, to put processes in place that will help catalyse that relationship. A set of Codes of Practices (CoPs) will
support the practical application of the standard, the first of which focuses on diversity and inclusion (DI), the development of which

is the aim here.

Method-wise, the development of the standard/CoP was supported by an evidence-based literature review by a collective of academic
experts. Facilitated by the BSI, the CoP was developed by a writing panel consisting of 20 members representing organisations within
the private, public and third sectors, and revised following a public consultation process.

Supported by a business case, the CoP requests organisations to deliver on five actions: setting objectives for DI and measuring and
evaluating progress; reducing the opportunity for bias to influence decision-making; mobilising resources to target under-represented
groups; developing a culture that embraces diversity and inclusion; and finally, influencing others, e.g. supply chains in adopting
these actions. Focusing on the organisation itself, the normative management requirements to deliver diversity and inclusion are
structured under the headings ‘getting in’, ‘staying in’, and moving on’. Bench-marking is assumed to influence the uptake of the
standard.
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Inclusive recruitment? Hiring discrimination against older workers

N. Drydakis ', V. Bozani 2, V. Chiotis !, P. Macdonald '

'Anglia Ruskin University, Cambridge, United Kingdom, 2University of Cyprus, Nicosia, Cyprus

Main Abstract Content: Purpose. In the current study, we examine potential demand-side barriers to older UK men and women
finding employment by exploring hiring behaviour, specifically interviewing behaviour by utilising an experimental technique; the so-
called correspondence test.

Design/Methodology. Pairs of matched applications (one from a fictitious 28-year-old male/female applicant and one from a fictitious
50-year-old male/female applicant) were sent to employers with a variety of job openings for restaurant workers, sales assistants,
factory workers and office secretaries. Firms’ responses to the applicants, i.e. invitations for interview, were then recorded.

Results. The outcomes suggest that when two applicants engage in an identical job search, the older applicant would gain fewer
invitations for interviews regardless of her/his experience or superiority for the appointment. Older applicants face higher
occupational access constraints for blue-collar jobs than white-collar/pink-collar jobs, and that women face greater age discrimination
than men. Worryingly, the outcomes suggest that older applicants gain poorer access to vacancies than younger applicants
irrespective of written commitments to equal opportunities.

Limitations. This study has focused on limited occupations, applicant profiles and regions. As a result, firm generalisations are not
feasible.

Research/Practical Implications. Collaboration between social planners and trade unions should produce and adopt anti-ageism
policies in the workplace. Firms need to ensure that shared values and beliefs, as well as policies, practices and procedures are not
age-discriminatory but recognise the strengths and potentials of workers from different age groups.

Originality/Value. This study is the first since the UK Equality Act 2010. It suggests that legislation has not been sufficient to
eliminate age discrimination.
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Possible Risks of (Meta) Stereotyping for Vulnerable Workers’ Career Development: An lllustration of Older Workers
in Lower Skilled Work Environments

P. Peters '*, B. Van Der Heijden ', D. Spurk 2, A. De Vos 3, R. Klaassen

'Radboud University, Nijmegen, Netherlands, 2Bern University, Bern, Switzerland, 3Antwerp Management School,
Antwerp , Belgium

Main Abstract Content: Purpose. Sustainable HRM implies individuals and organizations to share responsibility for employability,
also for vulnerable worker categories. This study examines the relationship between workers’ age group (older, middle aged, younger)
and self-reported employability, and how this is moderated by individuals’ perceptions of negative (meta) stereotyping regarding older
workers’ productivity, adaptability, and reliability.

Design/Methodology. Employing data from low-skilled supermarket workers (N= 98), we tested a set of hypotheses derived from
socio-emotional selectivity and self-categorization theory.

Results. Moderated regressions showed older workers to report lower employability (anticipation and optimization, corporate sense,
balance), especially when they perceived negative (meta) stereotyping (impacting occupational expertise, anticipation and
optimization, corporate sense, balance). Despite the negative correlation between chronological age and negative stereotypes, age and
negative (meta) stereotypes obviously refrained older workers from developing employability.

Limitations. Especially given the small sample size and cross-sectional nature of our data, future research is needed to validate our
findings.

Research/Practical Implications. In view of ever-increasing labor-market flexibility and technological developments, (lower-skilled)
work becomes more uncertain. Opening up multiple career paths with SCD becomes key. To combat (meta) stereotyping among older
and other workers, we argue that HR practices, particularly social dialogue, can contribute to a climate of inclusion by paying
attention to, stimulating ambition among, and create career opportunities for vulnerable workers.

Originality/Value. Our study focused on employability of an under-studied worker population and how this is being influenced by
personal factors (age and perceived negative (meta) stereotyping.
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Implications of Generational and Age Metastereotypes for Older Adults at Work

D. Weiss ', E. Perry 2
"Columbia University, 2Teachers College, Columbia University, New York, United States

Main Abstract Content:

Purpose: There is overwhelming evidence that negative age stereotypes lead to social devaluation of older adults and can impair their
sense of agency at work. However, research suggests that generational (e.g., Baby Boomer) stereotypes are relatively more positive
and may potentially empower older adults at work. This study explored how age vs. generational metastereotypes (i.e., what people
think other people believe about their age group/generation) may affect older adults’ sense of agency and stereotype threat and,
consequently, their job search self-efficacy.

Design/Methodology: We conducted an experiment including /=183 participants between 50 and 79 years. We primed respondents
to think about either age or generational metastereotypes. We then explored the extent to which these metastereotypes influenced job
search self-efficacy through perceptions of agency and age-based stereotype threat.

Results: Findings from SEM supported our hypotheses. Perceptions of agency and stereotype threat mediated the effect of age vs.
generational metastereotypes on job search self-efficacy. In addition, the impact of age compared to generational metastereotypes was
moderated by respondent age, such that effects increased with advancing age.

Limitations: It remains to be tested how age compared to generational metastercotypes affect actual job-search behaviors.

Research/Practical Implications: Our results suggest that encouraging older adults to identify with their generational membership in
contrast to their age, may have positive implications for job search perceptions and ultimately behaviors.

Originality/Value: We demonstrate that generational metastereotypes can help older employees increase their sense of agency and
mitigate age-based stereotype threat leading to higher levels of job search self-efficacy.
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Facial Age-Based Discrimination in Personnel Selection

M. C. Kaufmann’, F. Krings ', L. Zebrowitz?, S. Sczesny 3

"University of Lausanne, Lausanne, Switzerland, ?Brandeis University, Waltham/Boston, United States, 3University of
Bern, Bern, Switzerland

Main Abstract Content:

Purpose: The present research examines the impact of facial age appearance on hireability ratings and impressions of physical and of
cognitive fitness as underlying mechanisms as well as an intervention strategy to overcome facial age-based discrimination.

Design/Methodology: In both studies (Study 1: N = 648; including human resource professionals and laypersons; Study 2: N = 383;
MTurk), participants received a job advertisement (travel agent) and one candidate to evaluate. Candidate’s age was presented via
chronological age (varied by date of birth, 30 versus 50 years) and via facial age appearance (varied by photographs, 30- versus 50-
year-old-looking).

Results: In both studies, older-looking candidates received lower hireability ratings, independent of the candidates’ chronological age.
This age bias was due to less favorable impressions of physical fitness and cognitive fitness, both of which predicted perceived
hireability independently of each other. Moreover, we showed that this age bias was reduced when the candidate signaled that he or
she was physically or cognitively fit.

Limitations: Future research may consider a more ecologically valid research paradigm to increase the generalizability of these
findings, for instance, a within-subjects design where participants will have to evaluate more than one candidate.

Research/Practical Implications: Population ageing leads to more age-diversified workforces, thus equal opportunities of older and
younger candidates in personnel selection procedures are of high importance.

Originality/Value: In the present research we drew on theories of impression formation and lack of fit to develop and test a model of
how facial age appearance impact hireability ratings.
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Reducing Age Discrimination through Impression Management
I. Gioaba ', F. Krings *
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Main Abstract Content:

Purpose: Reducing age discrimination is a pressing issue. Drawing on theorizing on social identity and impression management
(IM), this research examines specific impression management strategies through which older applicants themselves can diminish
negative stereotyping and discrimination during the employment interview.

Design/Methodology: Participants were 515 university students (50.29% female, Mage=22.87, SD=3.79). The study followed a 2
(candidate age: young, old) x 2 (IM: low, high), x 5 (age stereotype domain: technology skills, ability to learn, adaptability, ability to
handle pressure, achievement orientation) between-subject design. Participants assumed the role of a hiring manager for a travel agent
position and reviewed an interview excerpt of a male candidate. They were provided with a job description and a CV, containing the
age manipulation. Depending on the experimental condition the candidate either engaged in high IM or presented a low level of IM.
Finally, participants rated the candidates* hirability.

Results: Results showed that older candidates who used IM tactics intended to contradict common older worker stereotypes were
perceived as more hirable than those who did not. However, despite this positive effect, discrimination persisted and older candidates
were consistently rated as less hirable than their younger counterparts.

Limitations: The manipulated stereotypes were not matched with the competences required for the job.

Research/Practical Implications: This study opens new research avenues for the role of IM in mitigating age discrimination.

Originality/Value: The first papers to explore the measures older candidates can take to reduce age discrimination.
Disclosure of Interest: None Declared
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Intergenerational Tensions in the Workplace and Beyond: Individual, Interpersonal, Institutional, and International
M. North **

"New York University Stern School of Business, New York, United States

Main Abstract Content:

State of the Art: Today’s older worker population represents the most sizeable, visible, healthy, and active one in modern history.
Nevertheless, these apparent benefits conceal a related potential cost: an intensification of prescriprive expectations (“shoulds”) for
older adults to step aside and pass along certain resources to younger generations.

New Perspectives/Contributions: Across multiple levels, I show how these expectations are inherently intergenerational—endorsed
most strongly by the young, and most significantly targeting the old. First, at the /zdividuallevel, 1 identify the types of resources that
drive these intergenerational tensions, centering on active Succession of enviable resources (e.g., retiring from employment), passive
Consumption of shared resources (e.g. limiting healthcare usage), and avoidance of symbolic Identity resources (e.g., eschewing
popular music). Next, at the znzerpersonallevel, experimental paradigms show how these tensions manifest in the context of cross-
generational perception and interaction. At the zuszrutional/level, 1 then demonstrate how changing macro-level perceptions of
intergenerational resource scarcity can shift the intensity of these tensions in work contexts. Finally, I show how resource tensions
drive modern perceptions of older adults at the znzernational/level—including nations often believed to be particularly reverent of
their elders.

Research/Practical Implications: I discuss the implications of these subtle, intergenerational tensions for both organizational theory
and practical arenas in management and policy.

Originality/Value: This review provides evidence that if workplaces are going to function most effectively, minimizing
intergenerational tension is critical and that such efforts need to occur at multiple levels (e.g., individual managers and organizations).
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Promoting Age Diversity and Preventing Age Discrimination in the Workplace
M. C. Kaufmann®, M. North

Main Abstract Content:

State of The Art. Population ageing poses various challenges to economies and organizations in particular. This symposium will
showcase new theoretical approaches and empirical research on the conditions and mechanisms of age discrimination in the
workplace.

New Perspectives/Contributions. First, Michael North reviews how intergenerational dynamics play out in the modern workplace.
The ability for generations to work together productively has strong implications for a range of organizational outcomes. Companies
and managers who successfully harness the power of intergenerational collaboration stand to benefit the most. To benefit from an age-
diversified workforce, older people compared to younger ones need to have equal opportunities in personnel selection. Thus, the
empirical research outlines older people’s job searches barriers and how they can be circumvented. David Weiss provides the first
such evidence, showing that age connotes metastereotypes (i.c., what people think other people believe about their age group) affect
older adults’ job search self-efficacy. Next, Michele Kaufmann describes why older-looking applicants face discrimination in hiring
decisions and how this age bias can be circumvented. Irina Gioaba then presents her research about how specific impression
management strategies can help older applicants to diminish discrimination during the employment interview. Finally, Lisa
Finkelstein will lead the discussion and make general recommendations for organizations in considering the presented contributions.

Research/Practical Implications. The present contributions are directed toward understanding practical issues associated with age
discrimination in the workplace and thus have the potential to significantly benefit organizations as well as their employees.
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Social dialogue: promoting inclusion, combating discrimination — the case at BNP Paribas Fortis

P. Elgoibar 2", T. Besieux 3, M. Mccaffrey 3

"University of Barcelona, Barcelona, Spain, 2IESEG School of Management, Paris, France, 3KU Leuven, Leuven, Belgium

Main Abstract Content: The workforce in European companies has become more heterogenic in the last years, challenging the
organizational climate, adaptability and creativity processes in the company. This impacts the decisions that the social actors take in
order to improve the conditions and well-being of this workforce. These decisions in Europe are taken in the framework of social
dialogue.

In this study we analyze the concepts of social dialogue, diversity and inclusion and the reinforcements and links between them. We
focus at the organizational level, rather than at a national or sectoral level. We show the case of BNP Paribas Fortis, one of the biggest
company in Belgium (over 18000 employees) to understand how diversity is managed and how inclusion can be promoted. In that,
we conclude that social dialogue has played in the last years a key role to increase social justice and combat discrimination. We aim
to inspire other companies and to develop social dialogue as a tool for inclusion in organizations.

Disclosure of Interest: None Declared
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Shaping inclusive workplaces through Social Dialogue: Good practices from the international arena
D. Di Marco ', M. Euwema?2’, A. Arenas ', L. Munduate

'Social Psychology, University of Seville, Seville, Spain, 2KU Leuven, Leuven, Belgium

Main Abstract Content: Chairpersons: Donatella Di Marco & Martin Euwema

Discussants: Alicia Arenas & Lourdes Munduate

Contemporary labor markets represent a scenario where diversity is increasingly present. The recognition of women’s and social
minority’s rights, the population aging, the elimination of spatial barriers and, consequently, the heterogeneity of society, contribute to
more diverse organizations. In doing so, inclusive organizations are focused on values that empower open-mindedness, foster
constructive conflict, value new perspectives, and avoid judgmental attitudes, promoting social innovation.

For this aim, Human Resource Management (HRM) policies and practices are the formal and informal rules that structure workers’
rights, entitlements, opportunities and voice. They shape working interactions between key actors (e.g., employees, supervisors,
employee representatives, trade unions, governments, etc.), influencing how organizations develop. In this aspect, social dialogue
plays an important role as social innovation strategy. It asks for open dialogue and constructive negotiations between actors involved
in order to a) promote a change of attitudes, behaviors and competences on diversity and inclusion, b) develop effective policies and
procedural aspects to improve inclusion of vulnerable groups at work.

In this symposium we present the main ideas and contributions of the handbook “Shaping Inclusive Workplaces through Social
Dialogue” edited by Springer International, which synthesize key illustrative experiences of inclusion in relevant HR processes, such
as Recruitment and selection, Onboarding/socialization, Assessment & Remuneration, Training and Development, Career
development, Workplace design (Health & Safety) and Employee relations based on research carried out in different countries and
from different disciplines. The symposium is focused on the key role of social dialogue for the construction of HR inclusive and fair
processes.
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Gender and the leadership lifespan in context: From becoming to being a (female) leader

P. W. Lichtenthaler ", T. Hentschel 2, A. Fischbach

'German Police University, Minster, 2TUM School of Management, TU Munich, Munich, Germany

Main Abstract Content: State of the Art: More women are working than ever before, yet they remain underrepresented in higher
leadership positions. Despite time, packed pipelines at many bachelor’s and master’s levels, as well as multi-faceted organizational
diversity efforts (e.g., implicit bias and leadership trainings), work settings continue to reflect societal gender biases

New Perspectives/Contributions: Much of the existing research on gender biases and leadership has focused on leaders’ qualities
and behaviors, or predictors of gatekeepers’ selections (e.g., sexist attitudes). However, many female employees are lost already
before reaching leadership positions, often due to factors beyond the individual. Thus, this symposium provides new insights on
gender biases at work focusing on the broader leadership lifespan in context. First, Schaumberg (USA) shows that focusing on
personal instead of social power heightens women’s leadership aspirations. Second, Henningsen (Switzerland) demonstrates the
importance of evaluators’ fairness perceptions when hiring based on preferential selection policies. Third, Hentschel (Germany)
shows how the initial allocation of work tasks consistent with gender stereotypes can have negative career consequences for women

later on. Fourth, Lichtenthaler (Germany) presents evidence on how violating emotional gender stereotypes represents an obstacle for

female leaders. Finally, Gloor (Switzerland) demonstrates that team gender demography overrides leader gender bias in evaluations.
Research/Practical Implications: This symposium provides a comprehensive understanding of how gender bias works at different
career stages. It advances scholarship with novel findings on interventions and policies that shape the talent pool from which leaders
are selected as well as the contexts within which leadership is enacted.

Disclosure of Interest: None Declared
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Emotional contagion processes in leader-follower interactions, a threat for female leaders
P. W. Lichtenthaler ", A. Fischbach ', T. Hentschel

'German Police University, Miinster, Germany

Main Abstract Content: Purpose: To fulfill their leadership role, leaders also have to express negative emotions. Leaders’
expressed negative emotions are functional as they promote followers attention to details and detection of errors and problems.
However, leaders’ negative emotions can come with the costs of attenuating followers’ ratings of leader effectiveness and likability
through emotional contagion processes. Building on theory and empirical findings on the role of negative emotions in leadership,
gender stereotypes of leaders’ emotions, and the emotions as social information model, we propose that the negative direct and
indirect effects of leaders’ negative emotions on followers’ interaction satisfaction will be stronger for female leaders than for male
leaders.

Design/Methodology: We used an event-sampling approach (/= 413 leader-follower interactions), where after an interaction leaders
(& = 60) rated their expressed negative emotions and followers their experienced negative emotions and interaction satisfaction.
Results: Multilevel analyses showed that leaders’ negative emotions were directly negatively related with followers’ interaction
satisfaction and indirectly through followers’ negative emotions. Moreover, for female leaders the direct and indirect negative effect
of expressed negative emotions on followers’ interaction satisfaction was significantly stronger than for male leaders.

Limitations: We used an overall measure of negative emotions, so we could not investigate the effects of specific negative emotions
(e.g., anger vs. sadness).

Research/Practical Implications: Leaders’ negative emotions come with the cost of unsatisfied followers, and that this effect is more
pronounced for female leaders. The findings of our event-sampling field study are in line with previous laboratory studies on
emotions in leadership.

Originality/Value: This study adds to research on gender-stereotypes of emotions in leadership.
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Th-SYM-2009-4

It's a man’s work - Career effects of gender-biased task allocation decisions

T. Hentschel ', M. Heilman 2, P. Lichtenthaler, A. Fischbach

TU Munich, Munich, Germany, 2New York University, New York, United States

Main Abstract Content: Purpose Organizations try to avoid bias against women in hiring decisions through structuring decision-
making procedures. But preventing bias at any one point in time does not assure a bias-free decision. In this study we look at how the
initial allocation of work tasks consistent with gender stereotypes can lead to different career consequences for men and women.
Design/Methodology: Study 1 (N = 56) employed a within-subject design to test whether women and men would be more or less
likely to be allocated to tasks requiring agency (e.g., analytical skill) or communality (e.g., people-orientation). Study 2 (N = 125)
employed a between-subjects design to test whether having prior work experience on tasks requiring agency and communality
affected hiring recommendations for a management trainee position.

Results: Study 1 showed that women were less likely than men to be allocated to tasks requiring agency and more likely to be
allocated to tasks requiring communality. Study 2 showed that both men and women who had worked on tasks requiring agency
(versus communality) were more likely to be hired.

Limitations: Studies were conducted with student samples. Though stereotypes are shared by members of a culture, a field study
could corroborate these findings.

Research/Practical Implications: Unintended early bias in task allocation decisions can have insidious effects on later career
decisions.

Originality/Value: Research on gender stereotypes has often focused on bias in the here-and-now. We showed that even when there
is no bias in the present, residual bias from earlier employment decisions can limit women’s career progress.
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When selection policies work and when they backfire: The role of procedural fairness perceptions in hiring processes
L. Henningsen '", L. Horvath 2, K. Jonas ', P. Lichtenthaler, T. Hentschel, A. Fischbach

"University of Zurich, Zirich, Switzerland, 2TU Munich, Munich, Germany

Main Abstract Content: Purpose: The use of preferential selection policies has been found to negatively affect evaluators’
judgments of minority applicants’ competence and to impair beneficiaries’ as well as non-beneficiaries’ fairness perceptions of the
hiring process. However, the effects of procedural fairness perceptions in selection processes have yet not been investigated from the
evaluator’s perspective.

Design/Methodology: In an online experiment with 218 mid-level faculty members and students of the economic sciences, we
manipulated the selection policy (excellence-based vs. preferential selection) in a job advertisement for a professorship position.
Participants were asked to evaluate the competence and hireability of two applicants (female vs. male) and to indicate the perceived
fairness of the selection process.

Results: The results showed that female evaluators, who perceived the preferential selection process as unfair, rated the male
applicant more competent and hireable than the female applicant. Female evaluators, who rated the preferential selection procedure as
fair, rated the female applicant more competent and hireable. Contrary to our expectations, male evaluators regarded the female
applicant as more competent than the male applicant, regardless of whether they perceived preferential selection as fair or unfair.
Limitations: Although our sample was of particular interest since academic mid-level faculty act as members of selection committees
in German-speaking countries, we did not survey actual selection committee members.

Research/Practical Implications: Preferential selection policies can have positive effects for minority group members when
evaluators’ fairness perceptions are taken into account.

Originality/Value: To our knowledge, research has yet not investigated the effects of evaluators’ procedural fairness perceptions in
selection processes.
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Th-SYM-2009-5

Fix the game, not the dame: A team intervention for gender equality in leadership

J. L. Gloor'", M. Morf23, U. Backes-Gellner ', P. Lichtenthaler, T. Hentschel, A. Fischbach

"University of Zurich, Zirich, 2University Luzern, Luzern, Switzerland, 3Erasmus University Rotterdam, Rotterdam,
Netherlands

Main Abstract Content: Purpose: The leadership literature shows a consistent, sizeable, and persistent effect such that female
leaders face significant biases in the workplace compared with male leaders. However, the social identity literature suggests these
biases might be trumped at the local team level.

Design/Methodology: Integrating these perspectives, we conduct a multiple source, two-wave, multi-level randomized field
experiment to test if local team gender trumps the broader leader gender bias. Using 927 followers nested within 70 teams, we
manipulated team gender demography with male majority (20% women) or gender-balanced (50% women) teams. Leaders were
trained and spent 6 hours with their teams, after which we examined followers’ and leaders’ ratings of leader prototypicality.
Results: As expected, male and female followers rate male leaders as more prototypical leaders than female leaders despite no
differences in leaders’ self-reported prototypicality; however, this male leadership advantage is eliminated in gender-balanced teams.
Limitations: Our participants completed ratings after extended interaction with their team members and leaders, yet all were students
and thus, approximate a more modern, flatter hierarchy.

Research/Practical Implications: Findings support the social identity model of organizational leadership and indicate a boundary
condition of role congruity theory, bolstering our need for a more social relational, context-based approach to leadership.
Originality/Value: Our findings promote team construction as a method to “fix the game” (rather than “fix the dame”, or change the
female leaders) for gender equality in leadership evaluations without training or backlash towards female leaders.
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Focusing on personal power boosts women'’s career and leadership aspirations
R. L. Schaumberg **, J. B. Bear?, P. Lichtenthaler, T. Hentschel, A. Fischbach
"New York University, 2Stony Brook University, New York, United States

Main Abstract Content: Purpose: Some suggest that women have lower career aspirations than men and that this partially accounts
for gender differences in career advancement. We challenge this conclusion. We integrate work on ambient belonging with social role
theory to suggest that the way in which we discuss the outcomes of career advancement undermines the extent to which women’s
career aspirations are realized. We hypothesize that focusing on how career advancement increases their personal power (i.e., control
over oneself) instead of their social power (i.e., control over others) increases women’s career and leadership aspirations to levels that
are equal to or greater than men’s.

Design/Methodology: To test our predictions, we manipulated whether participants (A/=882) focused on the positive effects of career
advancement for their personal or social power and assessed the effect on their career and leadership aspirations.

Results: Results of 2 (Participant gender: male, female) x 2 (Outcome frame: increase in personal power, increase in social power)
ANOVAs support our prediction.

Limitations: Potential long-term effects and industry-specific moderators have yet to be tested.

Research/Practical Implications: Our work suggests that focusing on the positive effects of career advancement for their personal
power increases women’s career and leadership aspirations to levels equal to or greater than men’s.

Originality/Value: Our work provides a counter perspective to supply-side theories of gender inequity in career advancement by
showing that women have similar career aspirations as men but that such aspiration are often masked by subtle cues that suggest
women do not belong in high-ranking organizational positions.
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Why Assessing Implicit Motives should be an Integral Part of Management Diagnostics at the C-level
J. Brueckner'’, J. Lang?, J. Bosak '

"Dublin City University, Dublin 9, Ireland, 2Ghent University, Ghent, Belgium

Main Abstract Content: Purpose: The present research examines the effects of implicit motives (IM) on leadership success in the
context of financial crisis. By assessing the achievement, power, and affiliation motive of CEOs, the study contributes to the
understanding of how societal expectations lead to differential perceptions of effectiveness in male and female leaders.
Design/Methodology: The study samples 50 male and 50 female CEOs. Archival data is collected to measure IM and financial
performance. IM are measured by means of Winter’s (1994) manual for scoring motive imagery.

Results: Past research has shown no gender difference in the need for power and the need for achievement. My argument concludes,
however, that the crux for leadership effectiveness during crisis is a leader’s need for affiliation, which was found to be higher in
women than in men (Schultheiss & Brunstein, 2001). These results are expected to be replicated in this study.

Limitations: Small sample size.

Research/Practical Implications: Despite evidence suggesting no gender difference in leadership effectiveness (Eagly, Karau, &
Makhijani, 1995), women are still underrepresented in C-level positions. Integrating an assessment of IM into management
diagnostics and recruitment practices can have beneficial consequences for women’s careers.

Originality/Value: This research is the first of its kind to systematically investigate differences in IM of top-managers in a gender-
balanced sample. The goal was to address inconsistent findings in the literature regarding the best motive combination for leadership
effectiveness. By introducing gender as a moderator, it contributes to the research suggesting that IM have differential effects in men
and women.
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Women's Motivation Matters: A Review on Women and Leadership

H. Moltner **, M. Huse 2, J. Goke 2

"University of Kassel, Kassel, 2Witten/Herdecke University, Witten, Germany

Main Abstract Content: State of the Art: There is still an underrepresentation of women in the top management of organizations
despite an increasing proportion of women making their way to the top. Much of the literature on barriers to women’s career
advancement has focused on the demand side, such as institutional and structural factors hindering women to achieve top

management positions. Less research targets the supply side, more specifically women’s aspirations and motivation to pursue
leadership roles.

New Perspectives/Contributions: This study reviews the leadership motivation literature and finds it dominated by two theoretical
approaches; First, motivation to lead distinguishes affective, non-calculative and social-normative components that underlie
differences in aspiring a leadership role. A second approach follows McClelland and Boyatzis’ (1982) idea of a leadership motive
pattern. Much of this research focuses on power motivation, characterized by differences in the desire to influence others, which is
argued to relate to whether or not to pursue a leadership career. First attempts have been made to integrate the two approaches and
also to analyze gender differences. Still, systematic research is scarce and influential theories of work motivation have been neglected.
Research/Practical Implications: The review shows that systematic comparisons of differences between men and women in
leadership motivation are at the beginning and would benefit from theoretical integration. Also core theories of work motivation in
general remain unexplored in whether they apply in the leadership domain or not.

Originality/Value: By picturing the current state of research on leadership motivation concepts and gender differences this study
advances theory development and provides practical implications for creating conditions to close gender gaps.
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Women's and Men'’s Stress Responses in Job Interviews for a Leadership Position

M. C. Kaufmann ", N. Messerli-Blrgy 2, A. Eagly 3, S. Sczesny

"University of Bern, Bern, 2University of Fribourg, Fribourg, Switzerland, 3Northwestern University, lllinois, United States

Main Abstract Content: Purpose: The present research investigated women’s and men’s diverging self-evaluation. We developed a
model to predict the diverging self-evaluation of women and men in leadership selection, by integrating stress theoretical

explanations (e.g., Baumeister, Campbell, Krueger, & Vohs, 2003) with the explanations provided by the role congruity theory (Eagly
& Karau, 2002) and the lack of fit model (Heilman, 1983; 2012).

Design/Methodology: Within an adapted Trier Social Stress Test (TSST) participants (88 women/93 men; all business students)
received a fictitious job advertisement for a junior leadership position. After the job interview participants were asked to indicate their
self-evaluation for the advertised junior leadership position.

Results: Women’s’ lower self-evaluation of their performance was explained by women’s lower self-esteem which predicted their
higher stress responses, followed by a decreased self-ascribed job fit and finally resulted in their unfavorable self-evaluation in a job
interview for a leadership position compared to men.

Limitations: The sample consisted exclusively of students.

Research/Practical Implications: The persisting underrepresentation of women in leadership positions has wide-ranging negative
consequences for women (Barreto, Ryan, & Schmitt, 2009). The results provide the knowledge to design interventions strategies to
support women striving for such powerful position.

Originality/Value: The current research contributes significantly to the existing research by integrating different theoretical
approaches to explain women’s and men’s diverging self-evaluations in leadership selection.
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Status Conflict: Gender and Professional Status

C. Kulich ', M. Chipeaux ', V. lacoviello 2, F. Lorenzi-Cioldi"

"Université de Genéve, Geneva, Switzerland, 2University of Groningen, Groningen, Netherlands

Main Abstract Content:; Purpose: The social identity approach predicts that individuals prefer to associate with high-status rather
than low-status groups. However, beyond this reasonable prediction, there is a paucity of research examining the impact of co-

existing identities of different status, and the ways individuals manage this inconsistency. In an attempt to fill this gap, the present
research investigates the intersection of inherited and achieved identities in the workplace, and its impact on social identification,
perceived discrimination, and self-evaluation.

Design/Methodology: In an experiment (249 students) and a correlational study (209 workers) we inferred participants’ inherited
status from their gender (female = low vs. male = high). Achieved status consisted of professional attainment (employee = low vs.
manager= high). It was experimentally manipulated in Study 1, and was inferred from participants’ sociodemographics in Study 2.
Status-inconsistent groups were female managers and male employees.

Results: Both studies show similar results for group-trait-evaluations: Members of status-inconsistent groups (but not status-
consistent groups) viewed their achieved groups as different from their inherited group. Moreover, Study 2 shows that their
identification levels with their achieved and inherited groups differed, and that they felt more discriminated against compared to
members of status-consistent groups.

Limitations: The impact on actual behaviours should be investigated.

Research/Practical Implications: Gender and achieved professional identities interact differently among women and among men.
This likely has an impact on people’s behaviours which should be attributed to status-inconsistency rather than individuals’ personal
characteristics.

Originality/Value: This research has a full design comparing employees and managers of both genders thereby illuminating effects
that a typical for high versus low organisational levels.
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Strategies for Work-Family Management: The Importance of Career-Family Centrality and Gender

S. Paustian-Underdahl 1", K. Frear?, J. Halbesleben 3, K. French *

'Florida International University, Florida, 2University of South Carolina, Upstate, Spartanburg, 3University of Alabama,
Tuscaloosa, “University of South Florida, Tampa, United States

Main Abstract Content: Purpose: The purpose of this research is to understand how gender and career-family centrality jointly

relate to strategies for the management of work and family roles.

Design/Methodology: We collected qualitative interview data from 70 business school alumni from a large southeastern university in
the United States. Consistent with a thematic coding approach, data were analyzed in two stages: data familiarization and independent
coding by two researchers, followed by cross case coding comparisons.

Results: We found that the men and women in our sample were equally likely to adopt ‘leaning in’ career strategies to help them
better provide for their families. Yet, women with family-centric, career-centric, or dual-centric profiles were more likely than men
with these profiles to adopt ‘leaning back’ career strategies for family. We also found that men who were family-centric were more
likely than family-centric women to report ‘leaning in’ career strategies for their families.

Limitations: The data are single source and retrospective.

Research/Practical Implications: Our findings illuminate how men and women with different career-family centrality profiles
manage their work and family demands, and contribute to discussions regarding why we continue to see gender differences in career
outcomes like career success and work-life conflict.

Originality/Value: Using an inductive emic approach, which privileges the data and the perspective of the participant rather than
existing theory and the perspective of the researcher, we develop a taxonomy that unites a fragmented literature and provides a
framework that can be used to better understand trends and implications of work-family strategy use.
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Gender and Career-related Processes:

Examining bio-social constructionist explanations for gender differences in career outcomes

J. Bosak 1", S. Paustian-Underdahl 2
"Dublin City University, Dublin 9, Ireland, 2Florida International University, Florida, United States

Main Abstract Content: State of the Art

Career experiences are not the same for men and women, and neither are career outcomes. In particular, there are striking gender
discrepancies in earnings and managerial level—so-called objective career success—such that men, on average, earn more and
advance into higher managerial levels than women. According to the bio-social constructionist perspective (Wood & Eagly, 2012),
men and women’s career-related behaviors are affected by both biological and psycho-social factors.

New Perspectives/Contributions

Our symposium includes 5 papers which examine aspects of the bio-social model for gender differences in career processes. The 1st
paper examines how gender differences in self-esteem and self-evaluation relate to stress responses in job interviews for a leadership
position. The 2nd paper investigates the intersection of gender and professional status on social identification, perceived
discrimination, and self-evaluation. The 3™ paper explores how gender and career-family centrality jointly relate to strategies for the
management of work and family roles, including strategies for leaning in and leaning back from careers. The 4™ paper provides a
systematic review and integration of the literature on the differences between men and women in leadership motivation. Finally, the 5
th paper examines gender differences in Chief Executive Officer’s implicit motives to lead.

Research/Practical Implications
We elucidate the key individual and contextual factors contributing to gender differences in career processes using several research

methods including qualitative and quantitative data, as well as experimental and survey studies. Further, we outline multiple
implications for individuals and organizations.
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Using personality type to improve communication: research and practice
J. Hackston '

'"OPP LTD, Oxford, United Kingdom

Main Abstract Content: State of the Art

Personality type, is used in many organisations for personal and team development. The MBTI-based type model gives a framework
which allows individuals to see how they are similar to, and different from, others. Hence type may be useful in helping people to
understand the communication needs of others both within and across teams.

This symposium presents four papers exploring how a knowledge of personality type can be used to improve communication, and
covers both research findings and practical applications.

New Perspectives/Contributions
Contributions to this symposium include:

- Personality type as a key element of social influence. Research demonstrates how personality type plays a key role in both
influencing and being influenced, and how considering personality differences can lead to more effective and persuasive
communication.

- Personality type and communication preferences of virtual workers. Examines self-reported use of various communication
media comparing traditional, mobile and virtual workers, and how personality type influences the use of different technologies.

- Using personality type to improve email communication. Research explores personality differences in email use, leading to
both general and personality-specific guidelines for improving email communication.

- Decoding communication issues between MBTI personality types. Demonstrates how imagery, coupled with a knowledge
of personality type, can help individuals understand issues in communication with different personality types.

Research/Practical Implications
Provides an evidence base for using personality type in communication-related interventions, and suggest avenues for future research.
Each paper includes practical advice or guidelines; the overall implications will be drawn together in a summary session.
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That's what beliefs are for: Pro-diversity beliefs as drivers of leaders' planning behavior and motivation in teams with
strong faultlines

F. Schoélmerich *7, C. Schermuly !, M. Zellmer-Bruhn 2

'SRH Hochschule, Berlin, Germany, 2Carlson School of Management, University of Minnesota, Minneapolis, United
States

Main Abstract Content: Purpose: Strong diversity faultlines — hypothetical dividing lines that may split teams into relatively
homogeneous subgroups based on their members’ diversity attributes — negatively impact team processes and outcomes. We explore
factors that may explain why this negative impact is mitigated when leaders and members hold strong pro-diversity beliefs.
Design/Methodology: In two experimental studies, one conducted in Germany (/= 55) and one in the US (&= 134), students were
asked to lead short group discussions in strong faultline teams. We manipulated leaders’ and members’ pro-diversity beliefs.

Results: We found that leaders’ planning behavior depended on their pro-diversity beliefs and those they perceived within their team.

Moreover, results showed that leaders’ perception of members’ pro-diversity beliefs was positively related to leaders’ task motivation.

This relationship was mediated by leaders’ performance expectation.

Limitations: Due to our experimental design, we could not observe the consequences of leaders’ planning behavior and motivation in
the team.

Research/Practical Implications: Enhancing leaders’ and members’ pro-diversity beliefs, which in turn impact leaders’ planning
behavior and motivation, may be a fruitful way to enable teams with strong diversity faultlines to fully benefit from their members’
diversity.

Originality/Value: This is the first study that simultaneously manipulated leaders’ and members’ pro-diversity beliefs in teams with
strong faultlines. It provides insight into important variables that may mitigate the negative consequences of faultlines: leaders’
planning behavior and their motivation.
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Team diversity || — New insights on faultlines within diverse teams

S. Stegmann’, F. Schélmerich '
'SRH Hochschule, Berlin, Germany

Main Abstract Content: State of the Art

For quite some time, both researchers and practitioners were puzzled by the contradictory finding that diversity can have both
detrimental as well as beneficial effects. Studying faultlines offers one way to solve this problem. Faultlines emerge when members
differ in more than one attribute simultaneously. The more such overlapping differences exist, the stronger the faultline, the stronger
the salience of distinct subgroups. The accumulated empirical evidence supports the conclusion that strong faultlines are negatively
associated group functioning.

New Perspectives/Contributions

In this symposium, we question the negative connotation of faultlines, widen the field of possible outcome variables, and introduce
new methodological approaches. Wegge et al. report a positive relationship effect of faultline strength on employee health — a largely
neglected variable in diversity research. Scholmerich et al. demonstrate experimentally the role of leaders’ diversity beliefs in teams
with strong faultlines. Meyer et al. introduce a way to study faultlines at the individual level, allowing an application of faultlines in
contexts where employees are part of multiple teams. Finally, Glenz et al. demonstrate an empirical method to select and weight
diversity attributes when calculating faultline strength .

Research/Practical Implications

The positive impact of faultlines on employee health and the buffering effect of leaders’ diversity beliefs question the assumption that
faultlines are always detrimental. The two methodological contributions show new ways in which the faultline concept can be applied
to a modern, complex work environment — i.e. multiple team-memberships and a plethora of potentially relevant diversity attributes to
choose from.
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Ego-Faultlines: An Individual-Level Perspective on Social Network Ties and Creative Performance in Project
Organizations

B. Meyer'’, A. Glenz ', M. Taracki2, L. Greer3, S. Thatcher*

TU Chemnitz, Chemnitz, Germany, 2Rotterdam School of Management, Erasmus University, Rotterdam, Netherlands, 3
Stanford Graduate School of Business, Stanford University, Stanford, “Darla Moore School of Business, University of
South Carolina, Columbia, United States

Main Abstract Content: Purpose

Organizations increasingly staff employees on multiple projects. This trend dims team boundaries, and thereby challenges research on
team diversity and faultlines that has been used to explain how demographic differences affect team interactions and outcomes. To fill
this lacuna, we re-conceptualize team boundaries as the set of colleagues with whom a focal employee works across different
(project) teams, which we coin employee’s organizational project environment (OPE). Within the context of OPEs, we introduce ego-
faultlines—hypothetical dividing lines separating a focal individual and similar peers from others based on multiple individual-level
attributes. We hypothesize that ego-faultlines relate to network ties, moderated by the amount of time that employees spend working
on the same project, and that the emerging network positively affects creative performance.

Design/Methodology

We tested the hypotheses with multi-source data from 493 tax inspectors. This data included the complete social network of the
organization and peer-rated creative performance. The proposed mediation model was tested with generalized mixed models and a
multilevel distal mediation model. The results support our hypotheses.

Limitations

The data is cross-sectional and some potential process variables were not part of the questionnaire.

Research/Practical Implications

Our study allows many new applications of the faultline construct on the individual level. It allows practitioners a new view on the
diversity within their organizations.

Originality/Value

Our study offers a new way to conceptualize complex organizational project environments, and introduces the construct of ego-

faultlines to understand how an employee’s unique position in an OPE impacts network formation and employee creative performance.
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The impact of faultlines on health in production teams: A longitudinal study

J. Wegge ', B. Meyer?, F. Jungmann

"Institute of Work-, Organizational- and Social Psychology, TU Dresden, Dresden, 2TU Chemnitz, Chemnitz, Germany

Main Abstract Content: Purpose

Faultlines describe indicators of team composition combining several diversity attributes. Based on theories of social identity and self-
categorization, strong faultlines in teams should have negative impacts on individual and team results. In support of this idea, the
meta-analysis of Patel et al. (2012) shows that faultlines are negatively associated with various individual and team performance
parameters. However, prior research has not analyzed how faultlines impact health of employees. Thus, in this paper we seek to
extend the literature by analyzing this relationship. Since strong faultlines make the differences between subgroups salient and lead to
more conflict, we hypothesize that faultlines are a social burden yielding in lower health.

Design/Methodology

We collected data from 90 production teams (n = 989 employees) over 3 times (6 and 12 months apart) and their effect on team-
related, objective absenteeism and individual subjective health. Faultlines were based on objective information on sex, age, and
nationalities calculated with the ASW-measure (Meyer & Glenz, 2012).

Results

The results show surprisingly - on the basis of a general, negative trend over the time-points in our sample - that faultlines in teams
can be a resource. In teams with strong faultlines decreases in health are less pronounced.

Limitations

Our longitudinal study does not provide clear evidence for the causal connections between faultlines and improved health.
Research/Practical Implications

In the discussion, we point to possible explanations for this effect. However, before any interventions are derived for practice, this
surprising pattern of results would have certainly to be replicated first.
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Team diversity | - New insights on processes within diverse teams.

S. Stegmann *’, C. Buengeler?

"Institute of Psychology, Goethe University, Frankfurt am Main, Germany, 2Amsterdam Business School, University of
Amsterdam, Amsterdam, Netherlands

Main Abstract Content: State of the Art

The effects of team diversity, defined as the amount of differences between team members, for organizations and their members are
drawing continued attention from both researchers and practitioners. While for a long time there was a heated debate on whether
diversity would rather be detrimental or beneficial, the last two decades have seen astonishing progress concerning our knowledge of
team-level mediators and moderators of diversity effects.

New Perspectives/Contributions

In this symposium, we take a closer look at the influence of structures, roles, and perceptions of individuals wz#47» teams. Homan et
al. report on challenges of leaders that are younger than their team, and how this shapes leader and employee perceptions. Buengeler
et al. demonstrate the critical role of leader goal orientation for deciding whether diversity training should be aimed at leaders or their
teams. Van Dijk et al. show that stereotypes can harm or help team performance, depending on their accuracy. Finally, Stegmann et
al. demonstrate that individual team members’ identification with diversity is associated with individual information elaboration,
contingent on team identification and diversity beliefs.

Research/Practical Implications

The four contributions illustrate the added value of looking beyond team-level factors in diversity research. Studying internal role
structures, individual diversity-related perceptions and attitudes, stereotypes, and various levels of social identification is likely to add
a more nuanced view to diversity effects in organizations. From a practical perspective, these aspects open up new ways to help
diverse teams and their leaders to harvest their full potential.
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Selecting and weighting diversity attributes for faultline calculation

A. Glenz'’, B. Meyer?

"University of Zirich, Zirich, Switzerland, 2TU Chemnitz, Chemnitz, Germany

Main Abstract Content: Purpose

One of the most demanding challenges in faultline research to date is to develop directives on how to select an appropriate set of
attributes and how to account for unequal relative relevance of these attributes when the strength of faultlines is calculated. We
suggest that attribute weights signify the relevance of diversity attributes in a given context. Hence, the faultline calculation may
incorporate data from any number of attributes, while the extent to which each attribute contributes to the resulting faultline measure
is controlled by the attribute's weight.

Design/Methodology

We developed an extension to the ASW faultline calculation method that supports the determination of team faultlines based on
weighted attribute. Furthermore, we propose an algorithm to empirically extract optimal attribute weights from organizational team
data for a given team outcome.

Results

Empirical analysis has shown that the predictive validity of faultline strength calculated from weighted attributes exceeds its non-
weighted alternative for the majority of dependent variables.

Limitations

It remains to be tested under which conditions attribute weights can be conveyed between contexts. The calculation of optimal
attribute weights requires extensive computing resources.

Research/Practical Implications

The extended ASW method enables researchers and organizational diversity managers to reveal the relative importance of multiple
diversity dimensions for a given team outcome, and it enhances the robustness and predictive validity of empirical results.
Originality/Value

To our knowledge, the method is the first to calculate faultlines based on weighed attributes.
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Being Younger = Being at Double Jeopardy: The Role of Leader and Ingroup Prototypicality for Team Leaders

A. Homan'’, S. Schreiber?, S. Voelpel 3, C. Buengeler4, S. Glindemir®, C. Schwieren 2

"University of Amsterdam, Amsterdam, Netherlands, 2Heidelberg University, Heidelberg, 3Jacobs University, Bremen,
Germany, “Amsterdam Business School, University of Amsterdam, Amsterdam, Netherlands, 5Columbia University, New
York, United States

Main Abstract Content: Purpose

Using the social identity theory of leadership and implicit leadership theory, we explain why being younger than the team that you
lead constitutes a liability. By failing to fit both an ingroup and leadership prototype, younger leaders and their followers should
experience less leader legitimacy and perceive higher age salience, resulting in inferior outcomes.

Design/Methodology

We used archival data (Study 1; /=430 organizational teams), field experiments (Studies 2a-2b; /=215 followers and 235 leaders),
and a field study (Study 3; /=280 leaders) in Germany to test the role of leader age relative to the team's age in predicting leader
legitimacy, salience of age, and a variety of organizational outcomes.

Results

Results show that younger leaders and their followers reported more salience of age and lower leader legitimacy, which in turn
predicted more turnover and absenteeism, lower satisfaction, and less effective leadership behaviors.

Limitations

It remains to be seen whether our results are applicable to different organizations and diverse national cultures.
Research/Practical Implications

We extend previous research on leader age by integrating and testing two theoretical explanatory accounts addressing leader
prototypicality. From a practical perspective, the underlying processes, leader legitimacy and age salience, guide interventions to help
younger leaders overcome their double jeopardy.

Originality/Value

Despite some previous research on the effects of (younger) leader age, we are the first to present a high-powered and structured
analysis of two relevant theoretical frameworks. This is crucial in times of demographic change where leaders are more likely to be
confronted with increasingly older teams.
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Train Diverse Groups, or Train Their Leaders? The Role of Leader Learning Goal Orientation in Diversity Training
Success

C. Buengeler'’, A. Homan 2, R. Eckhoff, W. van Ginkel 3, S. Voelpel 4, E. Kearney ®

'Amsterdam Business School, 2University of Amsterdam, Amsterdam, 3Rotterdam School of Management, Erasmus
University, Rotterdam, Netherlands, “Jacobs University, Bremen, ®University of Potsdam, Potsdam, Germany

Main Abstract Content: Purpose

It seems plausible that those who collaborate in diverse environments (e.g., the members of diverse teams) are the most suitable
recipients of diversity training. Questioning this assumption, we examine a boundary condition favoring leaders over their teams as a
training target. In particular, when leaders receive diversity training, teams should make better training use than when teams
themselves receive it, but only if leader learning goal orientation is high.

Design/Methodology

In an experiment with 42 groups with varying degrees of educational diversity, we examined the effects of providing either three-
person groups or their leaders with diversity training on salience and use of differences as well as performance on a group task.
Results

Performance of educationally diverse teams was increased when leaders received the diversity training but only when their learning
goal orientation was high; when it was low, training diverse teams was more beneficial. Salience and use of informational differences
mediated this effect.

Limitations

Whereas experimental designs help ensure internal validity, a field experiment is required to show generalizability of findings to
organizational teams.

Research/Practical Implications

This research contributes to the literature on diversity training by uncovering two important, interrelated boundary conditions to its
effectiveness. Practically, our study underlines the importance of conducting a person analysis in the context of a training-needs
assessment to determine the most appropriate training target.

Originality/Value

Despite the immense cost associated with organizational diversity training, its effectiveness is still uncertain. This study increases
understanding of how to leverage diversity’s potential through training.

Disclosure of Interest: None Declared

Keywords: None

182



Teams and workgroups

Diversity in work teams

Fr-SYM-2234-3

Stereotyping in Diverse Teams and Team Performance

H. van Dijk ', B. Meyer?, M. van Engen3

"Dept. of Organization Studies, Tilburg University, Tilburg, Netherlands, 2Institute of Psychology, TU Chemnitz, Chemnitz,
Germany, 3Dept. of Human Resource Studies, Tilburg University, Tilburg, Netherlands

Main Abstract Content: Purpose: Team diversity research to date has ignored how stereotypes may affect team functioning and
performance (van Dijk, Meyer, van Engen, & Loyd, 2017). We fill this gap by examining how competence stereotypes affect
information sharing and team performance.

Design/Methodology: Ninety-seven four-person gender-diverse teams worked on math or emotional intelligence (EI) problems.
Because men are stereotypically believed to be more competent in math, but women are stereotypically believed to be more
competent in EI, we used these two different task settings to (a) create disparities in competence attributions among team members
while (b) ruling out the possibility that gender effects may affect or explain our findings (cf. Chatman et al., 2008). We video
recorded team members’ interactions and coded for information sharing (the number of speech acts that referred to the task content)
and member influence (task-related speaking time).

Results: Our findings support our hypotheses that members who are stereotypically perceived as more competent are more
influential, and that information sharing can enhance team performance when stereotype-based attributions of competence are
accurate (i.e. correspond with a focal member’s actual competence), but inhibit team performance when stereotype-based attributions
of competence are inaccurate.

Limitations: Lab study with a student sample, which limits the generalizability.

Research/Practical Implications: Stereotypes drive the dynamics and consequences of diversity in teams.

Originality/Value: Our study makes a compelling case for using theory on the antecedents and consequences of stereotyping to
further enrich our understanding of the consequences of diversity in teams.
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Meaningfully different - The Social Identity Approach to Diversity in Teams

S. Stegmann'’, R. van Dick?, Y. Guillaume 3

'Goethe University, Frankfurt am Main, Germany, 2Institute of Psychology, Goethe University, Frankfurt am Main,
Germany, 3Aston Business School, Aston University, Birmingham, United Kingdom

Main Abstract Content: Purpose

Building on the social identity approach, we posit that team diversity leads to more information elaboration (IE) if the team members
identify with what constitutes diversity in the particular team. Yet, this will only lead to more IE, if they also identify with the team
and believe in the value of diversity.

Design/Methodology

We studied responses from 238 postgraduate students (MBA, MSc) working together in ethnically diverse teams (Study 1).
Questionnaires were administered at three points in time. We controlled for objective ethnic diversity. The findings were replicated
with an independent dataset of 373 students (Study 2).

Results

We found a three-way interaction explaining IE: Identification with the ethnic background is associated with more IE if team
members identify with the group and if they have high pro-diversity beliefs.

Limitations

We were not able to conduct a fully cross-legged design. Therefore, causal interpretations, although in line with existing theory, are
only tentative.

Research/Practical Implications

The findings demonstrate the added value of taking into account individual identification with a particular diversity dimension, in
addition to more established constructs in diversity research.

Originality/Value

Previous research often looked at diversity as an objective feature of the group or subjective appraisals thereof. Little research has
addressed the question whether team members actually care about what makes them different from others. This might explain null-
findings of past studies. Furthermore, the present results have implications for the discussion on whether (and how) diversity actually
has to be perceived in order to have any effect.
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Abusive leadership: The case of two leaders and the effect of their interplay on followers’ commitment and health?
J. Felfe ", J. Wombacher '

"Helmut-Schmidt-University, Hamburg, Germany

Main Abstract Content: Purpose: There is a growing interest in the dynamics of destructive leadership. Although studies have
shown the negative effects of abusive leadership, little is known about the impact and the interplay of two leaders in charge. Besides a
more distant, formal leader in the hierarchy, a considerable number of employees are also led by a team leader who is in charge for
daily supervision but less responsible for appraisal, long term development etc. It is an open question in how far their negative
leadership behaviors interact.

Design/Methodology: To test hypotheses we conducted a cross sectional study with N= 2500 participants.

Results: Results indicate that as expected both leader’s abusive leadership behaviors had a negative impact on the followers’
organizational commitment, while the negative relationship with team commitment was stronger for the lower leader. With regard to
stress and health we found stronger effects for the upper leader. Overall the results underpin that both leaders are relevant for
followers’ outcomes. Moreover interactions were found. If one leader is perceived as abusive it does not make a difference if the other
is also abusive or not. However, if one is not abusive, it depends on the other’s abusiveness.

Limitation: Interpretations in terms of causality are limited due to cross sectional character of study.

Research/Practical Implications: Results are also discussed in terms of a consistent leadership climate and poor chances for
compensation.

Originality/Value: The study is the first to analyze the impact of two leaders in the field of abusive leadership.
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If you just cannot comprehend your leader — Conceptualizing inconsistent leadership

J. Schilling **, B. Schyns?, D. May 3

"University of Applied Administrative Sciences Hannover, Hannover, Germany, 2Durham University, Durham, United
Kingdom, 3Freie Universitat Berlin, Berlin, Germany

Main Abstract Content:

Purpose: Perceived consistency, and even more so inconsistency (e.g., in terms of behavioural
variation across similar situations), is an important factor in the evaluation of other people. Because
of their power and influence, this is especially true for leaders, whose behaviour is typically closely
monitored and interpreted by their followers.

Design/Methodology: We introduce the new concept of inconsistent leadership (IL), defined as “a
process in which over a longer period of time the activities, experiences and/or relationships of an
individual or the members of a group are repeatedly influenced by their supervisor in a way that is
perceived as incongruent with prior behavior or perceived traits of that leader”. Following Podsakoff
et al.’s (2016) recommendations for the development of concept definitions, we first review previous
conceptualizations and build on these to identify the necessary and sufficient conditions for
inconsistent leadership (e.g., leader behaviour is not sufficient but follower perception is). Based on
schema theory, we then develop a process model of evaluating one’s leader, which results in a

taxonomy of four related facets of IL (erratic, arbitrary, inauthentic, and insincere). To further sharpen

our concept focus, we outline how it is linked to other major leadership conceptualizations. Finally,
we delineate specific antecedents and outcomes of IL.

Research/Practical Implications: The concept of IL provides a solid foundation for future research
and starting points for leader- and follower-focused interventions.

Originality/Value: We offer a well-defined and relevant new leadership concept that addresses a
largely overlooked aspect of leader-follower interactions.
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Identifying shades of gray: Categorizing different types of Dark Triad leaders
D. Barelds

"University of Groningen, Groningen, Netherlands

Main Abstract Content: Purpose: To examine if different types of leaders can be identified based on measures of the three Dark
Triad traits, and to examine if these types can be differentiated in terms of counterproductive work behaviors and abusive leadership.
Design/Methodology: The present study will analyze leaders’ self-reported scores on measures for the three Dark Triad traits. The
procedure proposed by Hofstee and Ten Berge (2004) will be used. This procedure is based on a bipolar proportional scale, a
corresponding coefficient of raw-scores likeness XX Y/N, and raw scores principal components analysis. The abridged m-dimensional
circumplex design, by which persons are typed by their two highest scores on the principal components, will be applied to look for
Dark Triad types. In addition, it will be examined whether these leader types differ in their behaviors towards their followers.
Matched follower reports regarding counterproductive work behaviors and abusive leadership will be used for this purpose.

Results: Data suggest the existence of a couple of Dark Triad leader types. Type scores are related to counterproductive work
behaviors and abusive leadership.

Limitations: A major limitation is that a relatively small number of Dark Triad items was used (40 items) to arrive at a typology of
leaders.

Research/Practical Implications: The present study proposes an alternative way of characterizing leaders in terms of the Dark Triad
traits, with a primary focus on the individual.

Originality/Value: This is the first study to examine types of Dark Triad leaders, and also the first to apply the procedure proposed by
Hofstee and Ten Berge (2004) to data collected in organizations.
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No regard for those who need it: The role of follower self-esteem in the relationship between leader psychopathy
and leader self-serving behaviour

B. Wisse’, S. Sanders !, D. Barelds ', M. Laurijssen '

"University of Groningen, Groningen, Netherlands

Main Abstract Content:

Purpose: With this research, we aim to add insight to our understanding of if and when supervisors’
psychopathy affects their self-serving behaviour. We investigate if leaders who are eager to exploit
others and look for opportunities to act in self-benefiting ways, may be more likely to display self-
serving behaviour when they deal with followers who have low self-esteem.

Design/Methodology: Data were collected in one experimental study (N = 150), and one multi-source
field study of leaders and followers working organizations across various industries (N = 300).

Results: Both studies indicated that psychopathy of the leader and self-esteem of the follower
interacted to predict self-serving behaviour: Psychopathy of the leader is more strongly positively
associated with self-serving behaviour when the follower has low (vs. high)self-esteem.

Limitations: We used self-reports to assess leaders’ psychopathic traits. In addition, the experiment
may be criticized for lack of external validity, and the field study may have offered more detailed
insights into the interplay between leader psychopathy and follower self-esteem if it would have been
longitudinal in nature.

Research/Practical Implications: Organizations may not only want to regard individual traits and
characteristics of potential leaders, but also take into account how personalities of leaders and
followers may interact with one another.

Originality/Value: We need to know more about factors that can amplify or attenuate the destructive
influence that those scoring high on psychopathy can have in organizations. This study points
towards follower personality as such a factor.
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The role of Machiavellianism in employee reactions to organizational change

F. Belschak’, G. Jacobs ', S. Giessner ', K. Horton 2, P. Bayer"

"Rotterdam School of Management, rotterdam, Netherlands, 2Federal University of Pernambuco, Recife, Brazil

Main Abstract Content:

Purpose: In large-scale change initiatives, uncertainty and strain on employees tend to accumulate
over time. We explore reactions of high versus low Machiavellian employees during a
transformational, long-term change process. We propose and test a longitudinal (cross-level)
moderated mediation model in which changes in employee turnover intentions over time are
mediated by changes in work engagement, and the mediation process is moderated by employees’
levels of Machiavellianism.

Design/Methodology: Data was collected by means of a survey among 1602 police personnel
currently undergoing a change process. Data was collected at three measurement points with a total
time lag of 19 months.

Results: Employees’ work engagement decreased and turnover intentions increased during the
change process, and changes in turnover intentions were mediated by changes in engagement. The
negative changes in employees’ reactions during the change process were significantly stronger for
high Machiavellian employees than for low Machiavellian employees, in line with our hypotheses.

Limitations: We included only three measurement points, and data was collected in one organization.

Research/Practical Implications: Our findings indicate that Machiavellians are particularly sensitive to
change processes and easily defect if not managed properly. The results add to our understanding of
the psychological mechanisms that explain why turnover intentions increase during an organizational
change project. We explicitly model the role of time during change processes. Results also
emphasize the importance of maintaining employee work engagement during change processes.
Originality/Value: We explicitly theorize and test changes over time during change processes.
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Using University-based Consulting Projects in Master’s-level Education: A U.S. Perspective
R. Moffett’

Main Abstract Content: In 2004 I co-founded and became director of a university-based consulting center in the United States.
The purpose of the center is to enhance the education of students in our master’s [-O psychology program via consulting projects.
Clients have included for-profit, government, academic, and nonprofit organizations. Projects have included strategic planning,
leadership development, promotional systems for law enforcement, and multi-year organizational interventions. In the last five years,
more than 37 projects have been conducted and over 33 students have worked on these projects.

Advantages: Students receive significant, real-world experience in applying psychological concepts and principles to workplace
issues. Close supervision is provided by experienced I-O psychology faculty who serve as lead consultants on projects. Finally,
getting paid for their work provides additional financial support for students.

Challenges: Opportunities to work on projects can be variable. Sometimes there may not be projects available for all students; other
times it may be difficult to adequately staff projects with students because they are on internships or otherwise unavailable.
Supporting the work of the center can challenge faculty in terms of balancing supervision of students on projects with other faculty
duties.

Best Practices: Faculty serve as lead consultants. A mix of 1% and 2" year students work on the projects allowing for peer
mentorship. The ability to carry funds from year to year and to maintain a significant amount of unencumbered funds allows the
center to be self-supporting and to pursue and perform pro-bono work that can provide additional educational opportunities for
students.
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From emotional exhaustion at work to unhappiness at home:
The role of mindfulness and personality

P. Petrou ', W. Oerlemans 2, E. Demerouti?
"Work & Organizational Psychology, Erasmus University Rotterdam, Rotterdam, 2Human Performance Management,
Eindhoven University of Technology, Eindhoven, Netherlands

Main Abstract Content: Purpose

We expected that daily increased workload relates to emotional exhaustion (at work), which on its turn, negatively relates to
happiness after work (at home). Furthermore, the negative link between exhaustion and happiness was expected to be weaker when
employee mindfulness (at home) was high and employee openness to experience was high (3-way interaction).

Design

A 5-day diary survey study was conducted among 113 Dutch employees of several occupations. Multilevel analyses were applied.
Results

Increased workload marginally positively related to emotional exhaustion. Additional analyses revealed that the effect was non-linear
with the highest levels of exhaustion occurring with too high increased workload and the lowest levels of exhaustion experienced
when increased workload was moderate. As expected, although the link between exhaustion and happiness was always significant and
negative, it became weaker when employees were mindful after work and, at the same time, they were open to experience.
Unexpectedly, the link was also weaker when mindfulness was low and openness was also low.

Limitations

Mindfulness was not manipulated (e.g., it was not an intervention).

Research/practical implications

Mindfulness could be a promising intervention to buffer the negative effects of job stress on employees’ private lives but this seems to
work best when employees are open (in other words, mindfulness is not necessarily good for everyone).

Originality/value

A person-situation fit perspective seems to suggest that the negative crossover from one’s job to one’s home may be less pronounced
either (1) when open individuals are mindfulness or (2) when non-open individuals are not mindful.
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The influence of mindfulness and resilience on situational exhaustion. Is there a benefit for customer service
employees to be mindful?

G. Weiher'’, S. Scherer?, L. Beitler !, K. Trumpold ', H. Horz

'Goethe University Frankfurt, Frankfurt am Main, Germany

Main Abstract Content:

Purpose

In the context of increasing psychological strain at the workplace, protective factors are highly relevant. Therefore, mindfulness and
resilience are investigated as possible factors for preventing exhaustion in service employees. Theoretically deduced, state
mindfulness is supposed to affect variations in situational exhaustion (SE) after customer interactions. Moreover, it is tested if the
effect of trait mindfulness on sE is explained by resilience and state mindfulness.

Methodology

In a diary study, 103 service employees filled out mindfulness and resilience questionnaires (level 2) and up to five standardized
protocols of interactions with customers, in which state mindfulness and sE were reported (level 1).

Results

Using multilevel structural equation modelling, negative associations between state mindfulness and sE within encounters were
found. Hypothesis-confirming, the effect of trait mindfulness on sE was fully mediated by resilience and the persons’ mean level of
state mindfulness, which were negatively associated with sE.

Limitations

A causal relationship between trait mindfulness and resilience as well as state mindfulness and sE, is not definite. Additionally,
potential mechanisms explaining the associations were not considered.

Research/Practical Implications

It does not only seem to be beneficial for service employees to be more mindful in general but especially during customer
interactions. Moreover, resilience appears to be an additional beneficial factor, which is potentially fostered by trait mindfulness.
Value

For the first time, the effect of trait mindfulness, resilience, and state mindfulness on sE was shown. In service employees,
mindfulness appears to be an important antecedent of resilience and reduced sE.
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Potential destructive, disruptive, or dysfunctional follower and leader behaviors, styles or traits
B. Wisse’, B. Schyns

Main Abstract Content: State of the art: This symposium includes five presentations that illustrate how, at times, leader and
follower behaviors, styles or traits can be destructive, disruptive or dysfunctional. Although this ‘dark side’ of organizational
functioning has received increasing attention from practitioners and organizational scholars in the last decade, our knowledge is
limited with respect to w/y, when and /sow leaders and followers can be destructive, disruptive or dysfunctional. This symposium
aims to shed more light on these important issues.

New perspectives/contributions: The proposed symposium hosts five interrelated contributions. They, for instance, focus on how
various leaders can differ in their abuse, on inconsistent leadership, on leader Dark Triad traits and follower Machiavellianism. All
contributions offer some insight into how leaders and followers can have negative outcomes for organizational stakeholders (in terms
of employee work related attitudes and behaviors and well-being, or in terms of leader work related attitudes and behaviors).
Research/practical implications: Knowing more about dysfunctional behaviors in organizations can help us understand the
phenomenon better. This is important with respect to considering interventions geared at mitigating the destructive influence that
leaders and follower can sometimes have. Knowing more about dysfunctional behaviors in organizations is also important for future
research. This symposium aims to advance theory on the dark side of organizational functioning by offering some new perspectives
and making suggestions for future research and theory development.
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Keywords: None

193



Emerging themes in I/O psychology
Fr-SYM-2694-3

Collaboration between University and a Foundation:
Creating an Evidence-Based App to Structure Time

W. Van Eerde”

Main Abstract Content: State of the art

Life-long learning and sustainable employability is emphasized in policy in Europe, implying that everyone should be able to be
independent on the job market. However, not all possess the skills to achieve such independence. The current project focuses on one
crucial skill to achieve it: the ability to use time in a structured manner.

New perspectives / contributions

The aim is to develop a smartphone app to promote a proactive and structured use of time. The project involves collaboration between
the university and the Time Design Foundation which aims to assist people in the conscientious and meaningful use of time. The app
will provide users with more awareness of their behaviour. It helps them to structure a daily life thythm and to enhance future
orientation, and offers a platform for generating, setting, and executing goals. The app offers serious gaming exercises, in an
attractive, playful way, using visualization rather than text. Moreover, the users can share their progress with others.

Research / practical implications

First, the project will address user experiences during app-development. Then, a field experiment will be conducted in which
participants use the app against a control condition offering an existing time management tool. The project will result in new
scientific insights regarding motivation and procrastination, and in an app that is relevant to both the inactive and active labour force.

Disclosure of Interest: None Declared
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Fr-SYM-2694-1

Collaboration between University and Practice: Examples and Reflection
W. Van Eerde’

Main Abstract Content: State of the art

In Work and Organizational Psychology, a gap has been noted between what researchers find relevant and interesting, and what
practice needs. In this symposium we aim to show that university-practice collaborations may help to close this gap.

New perspectives / contributions

The first presentation is a study on how university-based incubators may affect regional innovator networks (Robert Verburg). It
shows that universities play an important role in establishing these networks and that universities are vital for the development of start-
ups. Then, we provide two examples of collaboration between university and practice in the field of Work and Organizational
psychology. The first example is on the development of an evidence-based app (Wendelien van Eerde), and the second example
concerns a spin-off of a university which supports decision-makers with identifying evidence-based insights and solutions for HR
challenges through systematic reviews, data-analysis and intervention studies (Cédric Velghe). Our discussant (Rob Briner, scientific
director of the Center for Evidence Based Management) will critically reflect on the presentations in light of the development of
evidence-based practice in our field. He will discuss both advantages and disadvantages of the approaches presented in the
symposium.

Research / practical implications

By showing examples, we hope to inform about lessons learned and to inspire optimal future collaborations. In this applied field, it is
important to have good cooperation and information exchange. Partners that have interest in both the research and the application of
the research collaborating in projects and spinoffs appear to benefit both. However, a critical assessment of new developments is
crucial.
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Fr-SYM-2694-2

The impact of university-based incubators on regional innovator networks and commercial performance
R. Verburg ", M. Heere !, N. Samaeemofrad

technische universiteit Delft, Delft, Netherlands

Main Abstract Content:

Purpose

A growing number of students at universities start their own business as a result of their studies. University business incubators play a
key role in the development of such startups. Although a significant amount of research shows the benefits of business incubators,
studies on university-based incubators are scarce. Here, we aim to contribute to the current understanding of the impact of university-
based incubators on regional innovator networks and on commercial performance of universities in Europe.

Design/Methodology

We used data from N = 2306 patents from two regions in the period 2000 — 2010 in order to establish two innovator networks. We
then compared the two regions in terms of network size, collaboration opportunities, and the commercial performance of the
university.

Results

Our analyses show that network size positively impacts the commercial success of universities. Although one region has relatively
more links between academics and industry professionals, the absolute size of the network explains most of the variance in
commercial success.

Limitations
Limitations include the difficulty of selecting inventors from the patent database, and the fact that 5% of inventors under study could
not be tracked.

Research/Practical Implications

Universities are vital for the development of start-ups. Our study shows that network size of professionals and university staff explain
the success of such regional developments.

Originality/Value

The current study shows the complexities of university collaborations with industry professionals. The study has several strengths,
including the use of data from two different regions and the multi-source nature of the study.

Disclosure of Interest: None Declared
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Fr-SYM-2694-4
A university spin-off taking up an intermediate role by supporting organizations in evidence-based decision-making

C. Velghe '’, F. Anseel 2
'Ghent University & The VIGOR Unit, 2Ghent University, Ghent, Belgium

Main Abstract Content: State of the art

A decade has passed since Denise Rousseau suggested evidence-based practice could bridge the research-practice gap (Rousseau, D.
M. (2006). Is there such a thing as “evidence-based management”?. Academy of management review, 3/(2), 256-269). Today,
academics in Work and Organizational psychology are still incentivized to prioritize basic research and teaching over directly
supporting practice. Practitioners indicate lacking time, resources and expertise for integrating scientific knowledge and thinking in
their decision-making. Yet, we believe favourable attitudes for evidence-based practice are growing among managers, HR
professionals and policy-makers.

New perspectives / contributions

A Ghent University spin-off was created in January 2015 which supports decision-makers with identifying evidence-based insights
and solutions for HR challenges through systematic reviews, data-analysis and intervention studies. Since then, we have collaborated
with SMEs, large corporations, public institutions and nonprofit organizations. These early adopters are willing to invest in research
activities to inform their policies and actions. We will illustrate four of these projects in order to demonstrate how we have taken up
an intermediate and sustainable role in bridging the research-practice gap. In addition, we will discuss lessons learned, as well as
challenges and opportunities we are facing, relevant to both practitioners and academics.

Research / practical implications

Herein, we identified a need for intermediaries which put scientific knowledge and skills at the service of organizations in order to
support evidence-based decision-making. In sum, we will provide a novel example of how evidence-based management is actually
being applied today and the intermediate role scientist-practitioners can play in this approach.

Disclosure of Interest: C. Velghe Conflict with: The VIGOR Unit, F. Anseel: None Declared
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Fr-SYM-1438-5

Mindfulness in the UK National Health Service: Can mindfulness interventions boost staff resilience?
L. Ingram*’, J. Dawson ', A. Carter '

"Institute of Work Psychology, University of Sheffield, SHEFFIELD, United Kingdom

Main Abstract Content: Purpose
Evaluate the effectiveness of an eight-week workplace mindfulness intervention for employees at a UK NHS Trust.

Design/Methodology

A quantitative intervention study with a control group examined changes in psychological resilience, emotion-regulation, work-
related well-being, and mindfulness, when employees received the eight-week Mindfulness-Based Stress Reduction (MBSR) course.
Data were collected pre- and post-intervention, and at a six-month follow-up.

Results

Results indicate improvement in psychological resilience, workplace well-being, emotion-regulation through reappraisal of emotions,
and mindfulness for the MBSR training attendees compared to the control group. Further changes within and between the
intervention and control groups after a six-month follow-up will be discussed, as well as the role of home practice of mindfulness
exercises in maintaining the benefits of the intervention.

Limitations
Research drop-out rates in this sample were high, which may influence the power of the findings.

Research/Practical Implications

A traditional eight-week MBSR intervention in the workplace may have further reaching benefits by improving psychological
resilience and the ability to regulate emotions, which have the potential to influence working relationships and hardiness of
employees, in addition to reducing stress.

Originality/Value
Controlled intervention study exploring the effects of MBSR upon resilience and emotion-regulation in the workplace, as key
potential benefits of taking part in a mindfulness training programme.
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Th-SYM-2406-2

State core self-evaluations at work - The role of daily job autonomy and a mindfulness intervention
A. Nibold®

Main Abstract Content:

Purpose

Research has shown that internal and external experiences at work predict fluctuations in personality states. In this study, we tested
the effectiveness of a short-term mindfulness intervention for enhancing employees’ state core self-evaluations (state CSE), their
current sense of competence and worthiness. We further tested if the mindfulness intervention can buffer the detrimental effects of
low job autonomy on individuals’ state CSE, which should, in turn, impact individuals’ job satisfaction.

Design/Methodology

A 30-day web-based intervention was combined with a diary study including 8 measurement occasions (twice a week). Employees (V
=179) were randomly assigned to an intervention group (mindfulness exercises), an active control group (brain training exercises), or a

wait-list control group.

Results

Preliminary results show that the mindfulness intervention was not effective. However, state mindfulness was related to employees’
state CSE and, in turn, to their state job satisfaction. State mindfulness did not moderate the positive relation of state job autonomy
and state CSE.

Limitations
We only used self-reports in our study, potentially leading to common-method bias. Further, we are not able to draw causal
conclusions from our analyses.

Research/Practical Implications
Our findings illustrate the value of state mindfulness and daily job autonomy for improving employees’ state CSE and, in turn, their
daily job satisfaction.

Originality/Value
We contribute to research on personality dynamics at work by specifying the role of internal (mindfulness) and external (autonomy)

experiences at work for employees’ personality state change. Our findings may inform organizational interventions that benefit
employees’ daily work experiences.
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Th-SYM-2406-5

Extraversion and approach goal orientation: An integrative approach to personality
J. Pickett’, J. Hofmans

"Department of Psychology, Vrije Universiteit Brussel, Brussel, Belgium

Main Abstract Content: Purpose

Research shows that extraverted people adopt learning and proving goal orientations more often than introverts (Wang & Erdheim,
2007). Moreover, also at the momentary, state level extraversion has been shown to predict momentary goal pursuit (McCabe &
Fleeson, 2012). Collectively, these findings suggest that higher trait and state extraversion levels are beneficial for goal achievement.
However, since previous studies have typically focused on either the trait or the state level of extraversion, we suggest that such a
conclusion may be premature. Building upon the idea that acting against one’s trait consumes self-control resources (Zelenski et al.,
2012), we reason that, while trait extraversion may be positively related to approach goal orientation, within-person deviations from
one’s trait level are depleting and therefore relate negatively to approach goal orientation.

Design/Methodology

We collected experience sampling data from 48 Belgian employees who reported daily levels of extraversion and goal achievement
for 10 consecutive working days (A=384).

Results

Multilevel polynomial regression analysis revealed that (1) extraversion related positively to approach goal orientation at the between-
person level, while (2) at the within-person level the relationship was curvilinear, with deviations from the trait level (in both
directions) relating negatively to approach goal orientation.

Limitations

All data were self-reported.

Research/Practical Implications

By adopting an integrative approach to personality, we contribute to a better understanding of the relationship between extraversion
and approach goal orientation.

Originality/Value

This is one the first papers studying the effects of the dynamic interaction of the between-person and within-person fluctuations in
extraversion.
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Th-SYM-2406-1

Nature, antecedents and consequences of personality dynamics at work

A. Nibold ', J. Hofmans 2

"Work & Social Psychology, Maastricht University, Maastricht, Netherlands, ?Work & Organizational Psychology, Vrije
Universiteit Brussel, Brussels, Belgium

Main Abstract Content:

State of the Art

Research has shown that personality is not only characterized by stability but also by change. Personality change shows in the form of
long-term maturation effects, but also in the form of short-term responses to specific day-to-day experiences, which are referred to as
personality states ( Fleeson, 2012). Initial studies in work and organizational psychology have started to investigate the antecedents
and consequences of personality states at work, including predictors like work pressure and interpersonal conflict, akin to work-
related outcomes such as job performance (e.g., Hofmans et al., 2015; Judge et al., 2013).

New Perspectives/Contributions

This symposium adds to the literature by presenting four empirical papers exploring (1) the specific nature of personality state
fluctuations (e.g., variability and swiftness of return to baseline), (2) work-related causes of personality states (e.g., daily job
autonomy and a mindfulness intervention), and (3) consequences of personality states at work (e.g., approach/avoidance goal
orientation, perceptions of psychological contract breach and violation feelings).

Research/Practical Implications

Whereas the static approach to personality greatly served applied psychologists interested in predictive validities, it fails to tap into
the dynamic processes underlying personality functioning at work. Investigating the nature of short-term changes in personality
states, the predictive role of daily experiences, as well as its proximal consequences, will help us to understand these dynamics on the
most basic level. From a practical point of view, such knowledge might offer suggestions for organizational interventions (e.g.,
training, job design), foster the development of employees’ personality, and complement the dispositional perspective of personnel
selection.
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Th-SYM-2406-4
Relating neuroticism to emotional exhaustion: A dynamic system approach to personality

J. Sosnowska’, J. Hofmans
'vrije universiteit brussel, brussels, Belgium

Main Abstract Content: Pu7pose: We propose a novel model of personality [PersDyn] that captures three sources of individual
differences (here applied to neuroticism): (1) the average level of neuroticism [baseline], (2) the extent to which people experience
different neuroticism levels [variability], and (3) the swiftness with which they return to their neuroticism baseline once they deviated
from it [attractor strength]. To illustrate the model, we apply the PersDyn model to the study of the relationship between neuroticism
and emotional exhaustion.

Design: We conducted a five-day experience sampling study in which 89 employees reported on their level of state neuroticism six
times per day (/= 4726). Emotional exhaustion was measured at the end of the study.

Results: Higher levels of baseline neuroticism and variability were related to increased emotional exhaustion. Furthermore, we found
an interaction effect between baseline neuroticism and attractor strength: people with high attractor strength experienced a higher
degree of emotional exhaustion when their baseline was high rather than low, while for people with low attractor strength emotional
exhaustion was unrelated to baseline neuroticism.

Limitations. The model is likely to be trait-specific, therefore the interactions between elements will differ depending on the trait.
Research/Practical implications.: The results show that in order to fully understand personality, it is essential to take into account not
only the average level, but also the more dynamic components of personality.

Originality/Value: The application of PersDyn has the potential to advance our understanding of not only personality traits, but also
the psychological phenomena underlying these individual differences.
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Sa-SYM-330-3

Applied class projects with external clients in Master's level education.
M. Hein’

Main Abstract Content: In the last twenty-six years I have supervised thirty-three graduate class projects with external clients
including government entities, for profit companies and nonprofit organizations. I generally cover the content of the class in the first
half of the semester and then spend the second half of the semester supervising their application of what I have taught them.
Advantages: In addition to applying what they have been taught, students learn about proposal writing, budgeting, communication,
client management, teamwork, and project management. Students finish with products they can show potential employers, contacts
within a specific company and a client project to put on their resume. Students also have an opportunity to cross-train each other on
specific skills.

Challenges: Some of the challenges that have arisen include scope creep, micro-management by the client, level of autonomy to give
the students, project resistance by members of the organization and the restricted timeline of doing a project in six to seven weeks.
Best practices: Some best practices learned over the years include: A written proposal signed by the client, vetting the clients ahead of
time, establishing communication protocols, kick-off meetings and requiring final presentations as well as written reports. The
proposal includes a timeline, deliverables and specifies the support needed from the client for successful completion of the project.
There is also an estimated budget for the project if it were conducted as a consulting project instead of a class project and a request to
consider donating to the program enrichment fund if they are pleased with the results of the project. Flexibility in assignment of
grades is a plus.
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Sa-SYM-330-4

Integration of Applied Experience Through Master’s-level Internships
S. Vodanovich®

Main Abstract Content: EAWOP17-SYMPOSIUM

Emerging themes in I/O psychology

EAWOP17-SYMPOSIUM-627

Integration of Applied Experience Through Master’s-level Internships
Stephen J. Vodanovich

Please select which type of Symposium you are wishing to submit for: Symposium

Please select which type of paper you wish to submit: Scientist-Practitioner Symposium

Please advise main submission identifier number: EAWOP17-SYMPOSIUM-330

Abstract Content: Students in the Industrial-Organizational (I/O) Master's program at the University of West Florida have the
option to perform a 600-hour internship or write a thesis. Internship students take a 6-credit hour course and all internships must be
approved by I/O faculty and their on-site supervisor. Besides the 600-hour requirement, students are responsible for having their on-
site supervisor evaluate their performance across several dimensions after completion of the internship.

Integrated Paper. Students write a paper that integrates their internship duties with core content domains (e.g., organizational
psychology, personnel selection) within the I/O curriculum by answering four questions given to them at the beginning of their
internship. Preliminary feedback is provided to students by faculty in their area of expertise prior to submission of the final paper.
Presentation. A formal presentation is required which includes a summary of internship tasks as well as a critique of activities based
on "best practices."

Defense. Students participate in an oral defense after their presentation where they elaborate upon and clarify the content of their
paper, and answer questions posed by faculty.

Assessment. Pass/fail decisions are made by the I/O faculty as a group after the defense. Students who receive failing grades may be
allowed to remediate, the type of which is determined on a case-by-case basis (e.g., modify existing answers, second defense).
Students receiving a failing on their second attempt are no longer allowed to continue in the program.
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Fr-SYM-273-7

Virtual Traces of Honesty-Humility

A. Barends ', R. de Vries ', M. van Vugt'

"Wrije Universiteit Amsterdam, Amsterdam, Netherlands

Main Abstract Content: Purpose:

Reliable, unobtrusive cues of personality traits can be found in various sources of information, such as physical appearance, the
interior of an office, and an individual’s virtual avatar. However, not all of these sources contain cues for the traits to the same extent,
and sometimes not even at all. Because all these studies were performed using the Big 5, it is not yet known whether the additional
Honesty-Humility factor of HEXACO model of personality is also represented in such alternative sources of information.
Design/Methodology:

To test whether cues of Honesty-Humility are also available in such alternative sources, students completed the HEXACO-PI-R, and
made choices among various virtual stimuli (e.g., avatars, virtual offices). In addition three behavioral tasks designed to measure
Honesty-Humility were administered.

Results:

Relative weights analysis revealed that for most of the stimuli Honesty-Humility was the strongest predictor among the HEXACO
traits for various virtual traces and behavioral measures.

Limitations:

Due to limiting the study only to virtual traces, the findings may not be generalizable to other sources.

Research/Practical Implications:

The potential to infer Honesty-Humility from observable, non-self-report, data may be utilized to develop alternative measures of
Honesty-Humility, and may be less subject to social desirable responding.

Originality/Value:

This is to our knowledge the first study to demonstrate that Honesty-Humility can be inferred from alternative sources of information,
which may facilitate the use of VR technologies in personnel selection.
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Fr-SYM-273-6

Development and Validation of a HEXACO Situational Judgment Test

J. K. Oostrom’, R. De Vries '2, M. De Wit

"Wrije Universiteit Amsterdam, Amsterdam, 2University of Twente, Enschede, Netherlands

Main Abstract Content: Purpose

Considering the ubiquity of self-report personality questionnaires in selection contexts and the disagreement surrounding their use, a
continued search for alternative operationalizations of personality is warranted. The purpose of the present study was to develop and
validate a situational judgment test (SJT) of the HEXACO personality dimensions.

Design/Methodology

In three studies, among applicants and employees (total N = 339), we describe the development of the SJT, test its convergent and
divergent validity by relating its scores to both self-reported and other-reported HEXACO scores, examine its factor structure, and
test its (incremental) validity for predicting external criteria, including task performance and organizational citizenship behavior.

Results

Results showed that it is possible to assess the HEXACO personality dimensions with the SJT and that the criterion-related validity of
the SJT is at least as high as the criterion-related validity of traditional self-reports, but lower than the criterion-related validity of
other-reports of personality.

Limitations
An important next step is to examine the SJT’s validity for predicting future job behaviors.

Research/Practical Implications

Considering personality is the most commonly assessed construct in selection contexts, this SJT provides both researchers and HR
professionals with a valuable new assessment tool.

Originality/Value

Our research shows that it is possible to develop SJTs to measure multiple specific constructs. Furthermore, it indicates that

contextualized measures such as SJTs are closely aligned with work contexts and therefore have the potential to be stronger and more
direct predictors of job behaviors than traditional self-report personality questionnaires.
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Fr-SYM-273-2

Towards the Dark Side of Political Skill: Development and Validation of the Dark Political Skill Scale
J. Wiltshire 1", K. Lee 2

"University of Lethbridge, Lethbridge, 2University of Calgary, Calgary, Canada

Main Abstract Content: Purpose

In the present research, we developed and validated the Dark Political Skill Scale (DPSS). Intended to supplement the existing
Political Skill Inventory (PSI; Ferris et al., 2005), the DPSS captures the more covert and deceptive side of political effectiveness in
the workplace.

Design/Methodology
Across three studies, we collected survey data from independent samples of full-time Canadian employees (V=430, /=157, and V
= 142), representing a variety of occupational backgrounds.

Results

The 10-item DPSS demonstrated acceptable psychometric properties, as well as consistent evidence of construct validity as it related
to political will, an array of social competencies (social skill, self-monitoring, and perceived-ability-to-deceive), and workplace
behaviours (counterproductive work behaviour and impression management at work). Importantly, in comparison to the PSI, the
DPSS was associated with a different personality profile, as it demonstrated differential relationships with the HEXACO personality
variables. Specifically, employees scoring higher on the DPSS were likely to be lower in Honesty-Humility, Emotionality, and
Agreeableness. In contrast, the PSI was associated with higher levels of Honesty-Humility, Extraversion, Agreeableness, and
Conscientiousness.

Limitations
Limitations, including the potential for common method variance and social desirability responding, are discussed.

Research/Practical Implications
Supplementing the PSI, the DPSS scale provides the opportunity for a more comprehensive assessment of workplace political

effectiveness, as well as enhanced prediction of political strategies and self-serving behaviours that may be harmful to an organization.

Originality/Value
Taken together, the DPSS offers a novel theoretical and methodological contribution to the organizational politics literature.
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Fr-SYM-273-3

Does every trait predict performance? Relations between HEXACO personality and performance domains.
D. Holtrop®, P. D. Dunlop ', R. E. De Vries 2

'School of Psychology, University Of Western Australia, Crawley, Perth, Australia, 2Applied and Experimental
Psychology, Vrije Universiteit Amsterdam, Amsterdam, Netherlands

Main Abstract Content: Purpose

Performance measurement frequently goes beyond task performance. Previous research has shown that a theoretical alignment of
personality dimensions and performance domains results in higher predictive validity than most meta-analyses suggest. The current
study investigates the relations between HEXACO personality and performance in seven domains: citizenship, cooperation, eustress,
innovation, networking, norms, and tasks.

Design/Methodology
A cross-sectional snowball sample (N = 198) completed the HEXACO-100 and Work Performance Questionnaire (WPQ).
Subsequently, other-ratings of performance were collected from 128 participants.

Results

The HEXACO dimensions significantly correlated to self-reported performance domains in a mostly hypothesized manner: Honesty-
Humility with norms, Emotionality negatively with eustress, Extraversion with networking, Agreeableness with cooperation, and
Conscientiousness mainly with tasks. For other-rated performance domains, however, only Agreeableness correlated with citizenship,
cooperation, and normative performance. The factor structure of self- and other-ratings of performance was different and performance
showed low to moderate inter-rater agreement.

Limitations
Other-ratings of personality may yield higher levels of predictive validity.

Implications

The present study shows mixed support for the notion that personality-performance relations may be stronger when theoretically
aligned. Previous research has shown that performance ratings are sensitive to source effects. The present study indicates that source
effects may outweigh the effect of theoretical alignment.

Originality/Value
This is a first attempt to align personality and performance domains and first in a line of research that explores which traits are
predictive of which performance domains.
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Fr-SYM-273-1

The HEXACO Model of Personality at Work: New Insights and Research Findings

R. De Vries ', K. Lee 2

"Psychology, VU University, Amsterdam, Netherlands, 2Psychology, University of Calgary, Calgary, Canada

Main Abstract Content: Personality research in I-O psychology has been revived since the early 1990s and the empirical evidence
generally supports the usefulness of personality in various work contexts. The plethora of personality research in I-O psychology is
owed, in part, to the emerging consensus regarding the identity of the basic dimensions of personality, known as the Five-Factor
Model (FFM, Costa & McCrae, 1992).

Despite the popularity of the FFM in I-O psychology, recent evidence (see Ashton, Lee, & De Vries, 2014) suggests that the FFM
requires some important revisions, embodied by a six-dimensional personality model, namely the HEXACO model. This model,
equipped with the new dimension named Honesty-Humility, has been found to be particularly useful in explaining some workplace
criteria (e.g., counterproductive behaviors, workplace impression management, etc.).

The purpose of the present symposium is to introduce six I/O psychological studies based on the HEXACO model to show its
importance in predicting workplace variables. The symposium starts with a critical review of the use of the HEXACO model in the
work context (Zettler & Hilbig), followed by empirical studies on organizational politics (Wiltshire & Lee), leadership emergence
(Tan, Park, & Wee), work performance (Holtrop, Dunlop, & De Vries), behavior in a virtual game (Barends, De Vries, & Van Vugt),
and the construction of a HEXACO-SJT to predict job performance (Oostrom, De Vries, & De Wit). The presenters of the

symposium come from 5 different countries representing 4 continents (Australia, Canada, Denmark, the Netherlands, and Singapore).
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Sa-SYM-330-5

Integrating applied experiences and simulations into Master's level education for Work and Organizational
Psychology.

M. Hein’, R. Moffett, J. Van Hein !, S. Vodanovich 2

"Psychology, Middle Tennessee State University, Murfreesboro, 2Psychology, University of West Florida, Pensacola,
United States

Main Abstract Content: This symposium will address the integration of applied experiences and simulations into the education and
training of master's level practitioners in work and organizational psychology. Speakers will address advantages, challenges and best
practices of a variety of educational experiences. Topics will include internship programs, semester long simulation projects, class
consulting projects with external clients and the integration of a campus based consulting center with a masters level program.
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Fr-SYM-1266-5

Relational schemas and leadership perceptions: The interaction of attachment and cultural self schemas
K. Kafetsios ' and D. |. Koutouvidis

"University of Crete, Rethymno, Greece

Main Abstract Content:

Purpose

Recently, there is an increased interest on the role of relational schemas in leader-follower interaction. Previous research has found
indirect evidence for the integration of cultural and attachment schemas in implicit leadership perception (Kafetsios et al., 2014). The
purpose of the present research was thus to establish a causal connection between attachment and cultural orientations schemata in
leadership perceptions.

Design/Methodology

Study 1 participants (N = 100) were primed with either a collectivistic or individualistic mind-set following the Sumerian-warier
paradigm (Trafimow et al., 1991). Following that, participants evaluated the leader in terms of transformational and transactional
traits using the Multifactor Leadership Scale (Avolio & Bass, 1995). Prior to the cultural orientation manipulation, participants had
completed an attachment orientation (GR-ECR-R Tsagkarakis et al., 2007) and the Self-construal (Singelis, 1994) scale.

Results

Higher trait interdependence and higher anxious attachment were uniquely associated with higher transformational leadership
perceptions. An interaction was observed so that higher interdependence and avoidance orientations were associated with higher
transformational leadership perceptions. Conversely, trait avoidant attachment, higher interdependence, and an interaction between
primed interdependence for higher interdependent participants were predictors of higher transactional leadership perceptions.

Limitations
The experimental set up utilized University students, hence requiring further testing in real-life settings.

Research/Practical Implications
The results point to the importance of examining the interaction of followers' relational schemas for leader perceptions.

Originality/Value
The study paves the way for more detailed examination of the influence that cultural (national, organizational) and individual level
relational schemas can have on leadership perceptions.
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Emerging themes in I/O psychology

Fr-SYM-1266-4

You are what | say you are: Leader transference and attachment theory
D. Gruda '’

'EM LYON Business School, Lyon, France

Main Abstract Content:

Purpose

In this paper we assess to what degree individuals differ in their perception of leaders, based on the formation of self derived from
earlier socialization experiences with significant others (Brumbaugh & Fraley, 2007; Mikulincer & Horesh, 1999), using attachment
theory. Attachment can help examine the leader transference process in greater detail, since individuals with different attachment
orientations have various views of self and others.

Methodology

At T1 200 participants complete individual differences scales and are given a trait rating task. Participants are instructed to think of
their current supervisor and rank the 10 most definitive traits, randomly and evenly chosen from a collection of previously rated 200
traits (Jarymowicz, 1992), of their supervisor. Participants further rank their own actual self-traits and unwanted self-traits. At T2
participants completed a few follow-up scales such as trait anxiety.

Results
Findings indicate that there is a negative relationship (6= -.71, p<.01) between avoidant attachment and actual-self-leader similarity,
i.e. avoidant attached individuals do not project their actual-self traits onto their supervisors.

Limitations
Since this study was an online experimental task using panel data, subsequent studies are needed to confirm and enhance the
interpretation of the presented results.

Research/Practical Implications

We show that attachment helps explain leader perception and that leader perception is fundamentally different than the perception of
others in general. We advocate using attachment styles as a predictor of leader perception alongside personality measures.
Originality

This is the first study that examines the hierarchical link between individuals’ attachment style and perception of leaders using a trait-
rating task within an online experiment.

Disclosure of Interest: None Declared
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Fr-SYM-1266-6

Capturing dynamism in leader-follower relationships: An extended attachment theory perspective
A. Game '’, M. Kamble '

"University of East Anglia, Norwich, United Kingdom

Main Abstract Content:

State of the Art

Attachment Theory has unique potential to reveal the intra- and interpersonal relational processes associated with high (and low)
quality leader-follower relationships, taking account of both leader and follower effects. However, while research to date lays
important foundations, it falls short of addressing the dynamism of leader-follower relationships, including changing perceptions,
interpersonal cognitions, attributions and emotions over time. We argue that realising the full potential of an attachment theory
perspective on leadership has so far been constrained by narrow, and sometimes inconsistent, conceptualisations of attachment which
omit recent theoretical developments in other domains of psychology.

New Perspectives / Contributions

We develop a conceptual extension of attachment theory as it is applied to leader-follower dyads, drawing on recent developments in
the fields of social and personal relationships and child development. Focusing in particular on linearity, mutuality and attunement,
we discuss the implications of these constructs for more effectively theorising and researching the dynamics of leader-follower
relationships.

Research / Practical Implications

In order to develop a more dynamic understanding of leader-follower relationships, future researchers should develop methods that
capture dynamic (non-) linearity, mutuality and attunement processes in the relationship. Better understanding of dynamic relational
processes in leadership will facilitate the development of attachment training and intervention programmes for leaders and followers.

Originality / Value
To our knowledge, this conceptual paper is the first to integrate the dimensions of linearity, mutuality and attunement into an
attachment theory perspective on leader-follower relationships.
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Keywords: None

213



Emerging themes in I/O psychology

Fr-SYM-1438-2

When does mindfulness work? How mindfulness interacts with autonomy in predicting exhaustion and adaptivity.
M. Van Den Heuvel ', P. Petrou 2

"Work and Organizational Psychology, University of Amsterdam, Amsterdam, 2Institute of Psychology, Erasmus
University, Rotterdam, Netherlands

Main Abstract Content: Purpose

Daily mindfulness was expected to be positively related to daily adaptivity and negatively to daily exhaustion. Since mindfulness has
shown to be beneficial when dealing with hard-to-control events like pain and chronic illness, we expected it may help those working
in low-autonomy environments. We expected that the benefits of mindfulness would be particularly noticeable in work environments
where employees suffer from a lack of autonomy. Thus, it was hypothesized that a) the daily relationship between mindfulness and
adaptivity is stronger for employees in low-autonomy environments, and b) the daily negative link between mindfulness and
exhaustion is stronger for employees in low-autonomy environments.

Design

A heterogeneous sample of 229 Dutch employees completed a 4-day diary survey. Data was analyzed using multilevel analyses.
Results

Daily mindfulness was positively related to daily adaptivity and negatively to daily exhaustion. The link between mindfulness and
adaptivity was significant and positive for both low and high-autonomy settings, however, it became stronger for mindful employees.
Unexpectedly, the negative link between mindfulness and exhaustion was only significant for employees in high-autonomy settings.
Limitations

Only self-reported data was used and no causal relationships can be assumed.

Research/practical implications

Employees who lack freedom at work may use mindfulness to stay adaptive. However, mindfulness alone cannot off-set the
exhaustion that arises from lack of autonomy at work. In order to reap the benefits of mindfulness in terms of less exhaustion,
employees need to have sufficient autonomy.

Originality/value

Mindfulness may work differently depending on work characteristics such as autonomy.

Disclosure of Interest: None Declared

Keywords: None

214



Emerging themes in I/O psychology

Fr-SYM-1438-1

Mindfulness at Work: daily effects, interventions and practical considerations

M. Van Den Heuvel '*, U. Hiilsheger 2

"Department of Work and Organizational Psychology, University of Amsterdam, Amsterdam, 2Faculty of Psychology and
Neuroscience, University of Maastricht, Maastricht, Netherlands

Main Abstract Content: State of the Art

Mindfulness is the awareness that arises of a particular way of observing, i.e. paying attention to the present moment in an accepting,
non-judgmental way. Mindfulness is well-studied as an intervention in clinical populations. Although interest in mindfulness at work
has been growing, empirical studies are only starting to emerge.

Contributions

The symposium will focus on various findings regarding mindfulness at work. It includes three diary studies and an intervention
study, as well as a practitioner's perspective on the application of mindfulness.

The first (diary) study found that the negative daily relationship between exhaustion at work and happiness at home became weaker
for employees high on mindfulness and high on openness to experience at the same time.

The second (diary) study found negative links between state mindfulness and exhaustion. The effect of trait mindfulness was
mediated by resilience and state mindfulness, which were both negatively related to exhaustion.

The third (intervention) study tested the effectiveness of a mindfulness intervention in the health service. The intervention boosted
mindfulness, resilience, well-being and emotion-regulation.

The fourth presentation discusses the practice of mindfulness interventions in organizations. What are key challenges emerging and
which themes need more research?

The final (diary) study found that on the daily level, the link between mindfulness and adaptivity is stronger for employees working in
low-autonomy environments, while mindfulness only buffers against exhaustion when working in a high-autonomy environment.
Implications

Mindfulness can be trained and has (daily) benefits for employees. Effects can differ depending on work characteristics.
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Fr-SYM-1266-3

The role of adult attachment on work-life balance, work engagement and satisfaction
G. Pheiffer ', |. Ridler"

"London Metropolitan University, London, United Kingdom

Main Abstract Content:

Purpose

Adult attachment has been suggested as an important influence on employees’ experiences and behaviours in the workplace. The aim
of this study was to explore whether employees’ attachment orientations in the context of romantic partners and managers are related
to their work engagement, job satisfaction and work-life balance, and whether those associations are mediated by work-life balance
styles.

Design/Methodology
In a quantitative survey, participants (N = 97) were all working full-time, were predominantly from the UK (92%) and were selected
by opportunity and snowball sampling.

Results

Analysis revealed significant negative relationships between both forms of attachment and the three dependent variables, and
significant positive relationships between work-life balance style measures and all three dependent variables. However, no significant
relationships were found between either type of attachment and the work-life balance style measures, hence no support was found for
a mediation relationship in this study.

Limitations
The study was cross-sectional so further research is needed to establish direction and causality of the observed relationships.

Research/Practical Implications
The study adds to our understanding of the application of adult attachment orientations in the workplace. The paper presents some

suggestions in supporting employees and developing staff engagement based on the findings.

Originality/Value
The study offers useful insights into how organisations can develop more effective interventions to enhance employee engagement.
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Fr-SYM-1266-1

Attachment theory at work: New evidence and future directions
A. Game’

Main Abstract Content:

State of the Art

In recent years the relevance of attachment theory (e.g. Bowlby, 1969) in organizational contexts is increasingly acknowledged.
However, research adopting attachment theory as a framework for understanding employees’ work-related experiences and outcomes
is only slowly emerging. There remains much to learn about the nature, role and effects of attachment dynamics at the individual,
dyadic, group and organizational levels.

New Perspectives / Contributions

The symposium explores recent developments in the study of attachment theory in the workplace. New theory and evidence are
presented concerning the links between attachment and organizational attitudes; attachment and individual wellbeing; and — the area
that has received most research attention — attachment and leadership. Five contributions from an internationally diverse group of
scholars are included. First, Engel and Straatmann draw on relationship-specific attachment to explain employees’ attachment to their
organizations. Second, Pheiffer and Ridler explore the role of adult attachment in employee work-life balance, work engagement and
satisfaction. Third, Gruda examines how followers’ attachment based self-models influence transference processes in the perception
of leaders. Fourth, Kafetsios and Koutouvidis investigate the interaction of culture and attachment schemas in shaping leadership
perceptions. Finally, Game and Kamble explore how theoretical developments in related fields of personal and developmental
psychology may help researchers to better capture the dynamism of leader-follower relationships.

Research / Practical Implications
Together, these new empirical and conceptual insights into attachment theory at work will help to set the agenda for future research
and practice in this emergent field.
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Fr-SYM-1266-2

Applying Attachment Theory in Context of the Employee-Organization Relationship
A. Engel ', T. Straatmann '

"University of Osnabrueck, Osnabrueck, Germany

Main Abstract Content:

State of the Art

Attachment theory is increasingly recognized in the context of I/O Psychology. While some research focuses on applying general
attachment in the organizational context, scholars (e.g., Cozzarelli, Hoekstra & Bylsma, 2000) highlight that relationship-specific
attachment models are likely to have stronger effects on outcomes of the specific relationship than general attachment models.
Consequently, recognizing attachment theory as theoretical framework for understanding the specific relationship between employees
and their organization has a great potential.

New Perspectives and Contributions

Extending previous research, the organization itself can be seen as specific attachment figure in the context of the Employee-
Organization-Relationship (cf., St Clair, 2000). Following Bartholomew’s (1990) attachment dimensions, specific organizational
attachment can be conceptualized and measured based on two attachment dimensions: Organizational attachment avoidance (i.e. an
negative-laden organization-model), and organizational attachment anxiety (i.e., a negative-laden self-model of the employee).

Research/Practical Implications

Research showed that lower levels of organizational attachment avoidance were consistently related to positive outcomes such as job
satisfaction and organizational commitment, whereas negative outcomes such as emotional exhaustion and deviant workplace
behavior were associated with both organizational attachment dimensions. Thus, organizational retention management can benefit
from the new insights by seeking ways of improving employees’ attachment to the organization by tapping the organization-model as
well as the self-model of the employee.

Originality/Value
The present research is one of the first empirical implications referring to the organization as distinct attachment figure. In doing so, it
enriches our knowledge of the processes underlying employees’ relationships with their organizations.
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Sa-SYM-330-1

Realistic semester-long simulations in Master’s level education
J. Van Hein’

Main Abstract Content: Project based learning is fairly common in an applied field like Industrial-Organizational Psychology.
Many times, however, these projects are completed at the end of the semester with little/no feedback. In a class in Compensation,
students have a semester long project that parallels the content of the textbook. The group project is completed in three phases, the
instructor provides extensive feedback for each phase. The hi-fidelity simulation involves creating an internal job structure,
integrating actual market data and developing a pay for performance plan. Because the phases build upon one another the students
have the opportunity to make major revisions before moving into the subsequent phases.

Advantages: Students learn that decisions made in the early stages can have a major impact on what happens in later phases.
Feedback also provides a realistic understanding view of the iterative nature of compensation design process. The instructor helps
identify some of the pitfalls that may arise in the later stages. Since implementing an actual, real-world compensation system could
never be completed in academic semester, this simulation is the only way the students can understand the scope of the process .
Students also are challenged to communicate technical salary structure information in a way that can be understood by a typical
manager.

Challenges: Because it is a simulation there are limits to the extent to which real organization factors — employee/manager acceptance
and financial implications -- can be considered. Also, different versions of the simulations have specific challenges due to the way the
data is presented.

Best Practices: Allowing students considerable freedom in the early system design phases means that that groups arrive at very
different structures. In the end, then students can see how the pay of a particular job(s) can vary greatly. These differences are evident
in the final presentations of the projects.
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Emotion in the workplace

Emotions and organizational contexts

Sa-SYM-1747-1

Nature’s clock at work? The daily time course of positive and negative affect

U. Hilsheger '*

"Department of Work and Social Psychology, Maastricht University, Maastricht, Netherlands

Main Abstract Content: Purpose

Organizational scholars have acknowledged the importance of affect for many workplace phenomena. Despite the widely-accepted
notion that affect is dynamic and varies within persons, research has not fully captured the inherent dynamics of affect. Most
importantly, the systematic daily ebb and flow of affect has largely been ignored. With the present study I seek to shed light on the
dynamic nature of workplace affect by investigating systematic changes in positive and negative affect over the course of the day and
work demands as predictors of individual differences in these change trajectories.

Design/Methodology
A sample of 190 employees participated in an experience-sampling study involving 4 daily measurement occasions on 5 workdays.

Results

Growth curve analyses revealed that positive and negative affect changed systematically over the course of the day, following an n-
shaped pattern characterized by increases in the morning and decreases in the afternoon. The pattern was more pronounced for
positive than for negative affect. Furthermore, quantitative and emotional work demands influenced change trajectories in positive but
not in negative affect: The negative quadratic trend was more pronounced under conditions of high quantitative and emotional work
demands.

Limitations
More measurement occasions per day would have allowed for a more fine-grained analysis of change trajectories.

Research/Practical Implications
This study provides novel insights into the dynamics of workplace affect and may inform the scheduling of work tasks.

Originality/Value
This is one of the few studies applying a temporal approach to the study of workplace affect.
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Emotions and organizational contexts

Sa-SYM-1747-7

The reciprocal short-term relationship between social interactions and state affect at work by applying continuous-

time structural-equation modeling.

S. Siegler 2", M. C. Voelkle 2, P. L. Klumb

'Departement fiir Psychologie, University of Fribourg, Fribourg, Switzerland, 2Psychologische Methodenlehre, Humboldt
University Berlin, Berlin, Germany

Main Abstract Content: Purpose:

Negative social interactions at work are well known for their potentially harmful effects on affective well-being, job attitudes and
behaviors. Theoretical and empirical work suggests the potential risk of social stressors for the emergence of strain-based vicious
circles, but the knowledge on these short-term relationships still lacks empirical evidence (cf. Ilies, 2014). We addressed this issue by
examining the reciprocal time-lagged relationship between negative social interactions and high-activated negative affect at work. By
applying a dynamic modeling approach, we additionally integrated recent recommendations by 1&O scholars that emphasized the
consideration of time-lags in testing hypothesis.

Design/Methodology
We used data from an experience sampling study with 111 employees who participated for a period of seven consecutive workdays.

Results

Estimates resulting from continuous-time structural-equation models revealed a positive effect of negative social interactions on
subsequent high-activated negative affect. In contrast to our expectation, the reverse effect was negative and much stronger. Both
results indicated considerable effect sizes for the duration of at least five hours.

Limitations
Potential sample bias limited the generalizability of our results.

Research/Practical Implications

Researchers could build upon our exemplary use of a dynamic methodological approach in order to improve empirical knowledge on
within-person dynamics at work. Organizations should consider potentially detrimental outcomes of workplace interactions.
Originality/Value

This study answered questions on the reciprocal short-term relationship between social stressors at work and state affect by applying a
novel methodological approach.
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Th-SYM-1491-3

A Multi-Source Person-Centered Approach on Employability: A Latent Profile/Factor Mixture Analysis of
Employability Profiles over the Life-Span

B. Van der Heijden ', Y. Van Rossenberg 2, G. Notelaers 3, P. Peters !, J. Stoffers 4

Strategic Human Resource Management, Radboud University Nijmegen, Nijmegen, Netherlands, 2Work and
Employment Research Centre, University of Bath, Bath, United Kingdom, 3Psychology, University of Bergen, Bergen,
Norway, “Human Resource Management, Zuyd Hogeschool, Heerlen, Netherlands

Main Abstract Content: Purpose — Recently, there has been an increase in the application of person-centered research approaches
in the investigation of workplace outcomes. The aim of this study is to identify profiles of employees on the basis of employability
dimensions using five different samples of 2,245 employees in total. Moreover, we will investigate whether there is an association
between age and the prevalence of the resulting subgroups.

Design — An important strength of our data is its partly multi-source character (employee self-ratings and supervisor ratings), which
shows employability profiles to be experienced differently depending on the rater. Particularly, we have found profile membership to
be associated with supervisors’ age, yet unrelated to age for employees. In addition, we have examined the predictive validity and
stability of the identified subgroups (configurations or profiles) with regard to several interesting work- and career-related outcome
variables (such as career success and innovative work behavior).

Results — We provide a description of the profile solution and use Latent mixture modeling to assess the relationship between profile
membership with different outcomes.

Limitations — Future research using multi-wave samples is needed to systematically test the invariance of profile solutions across
time and cultures. Moreover, it would be helpful to conduct more empirical work to predict profile membership (e.g., culture), and
additional outcomes of profiles.

Implications — We conclude with a reflection upon the outcomes and a discussion of practical implications.

Originality — This study adds to the scholarly literature on employability by taking a person-centered approach as a complement to
the more traditional variable-centered approach.
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Employability

Th-SYM-1491-4

A Systematic Review Of The Relationships Between Employability, Its Antecedents And Consequences
S. Pajic'’, S. T. Mol ', D. N. Den Hartog '

"Amsterdam Business School, University of Amsterdam, Amsterdam, Netherlands

Main Abstract Content: Purpose — In the turbulent economy, where stable careers have been replaced by frequent employment
transitions, personal capacities interact with external opportunities and obstacles in shaping ones’ employability (i.e., the odds of
securing a job either within the company one is working for or elsewhere). Within the last three decades the investigation of
employability has burgeoned, but the current state of the field is often criticized for being fragmented and incongruous. This study
aims to contribute towards integration of the literature by providing a quantitative summary on antecedents of employability and its
consequences for individual careers and well-being.

Design — Firstly, we comprehensively researched the published literature through April, 2016, using combinations of employability
related keywords. Secondly, through multiple rounds of evaluative selection, we narrowed down the initial list of 12,764 to a final set
of 350 studies that satisfied a priori inclusion criteria. Thirdly, we meta-analyzed the relationships between employability and its
antecedents (contextual and personal) and consequences (career, organizational, and personal) as postulated within the conceptual
model and associated hypotheses that were developed for the purposes of this study.

Results — Although the study is in progress, the initial results begin to answer several requests for synthesis and point out the issues in
need for further empirical elaboration.

Limitations — Current research focused only on published literature.

Implications — We hope that the results will provide clearer insight for practitioners and policy makers into existing knowledge about
antecedents and consequences of employability, and aid in overcoming the science-practice gap within this domain.
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Th-SYM-1491-5

The Effect of Employability Dimensions of University Graduates on their Job Quality. The Moderating Role of Age
J. M. Peiro ", J. Yevez'

'"Occupational Health, University of Valencia, Valencia, Spain

Main Abstract Content:; Purpose — The psycho-social employability model proposed by Fugate et al. (2004) identifies several
dimensions, such as human capital, social capital, career identity, and personal adaptability as important personal factors that could
help young university graduates to get high quality jobs after graduation. Considering this, the purpose of this study was to analyse
the relationship between these dimensions and graduates’ unemployment and job quality obtained for two age groups of workers.
Specifically, the aims of this study were: Firstly, to investigate the relationship between this set of indicators of employability and
graduates' unemployment; secondly, to identify the effect of employability dimensions on job quality in terms of education-job match
and professional category; and thirdly, to test the moderating role of age in the relationship between personal employability
dimensions and job quality.

Design — These aims were addressed using a sample of 1,300 Spanish graduates.

Results — The regression results showed that human capital, social capital, and career identity were negatively related to
unemployment time. Furthermore, the results indicated that some dimensions of employability were related to education-job match
and professional category. Finally, the results showed that age moderates the relationship between some dimensions (personal identity
and personal adaptability) and education-job match.

Limitations — Use of cross-sectional data.

Implications — Theoretical and practical implications for graduates’ employability are discussed.

Originality — These results support the validity of the employability psycho-social model in samples of university graduates. In
addition, these results showed how age affects the relationship between employability dimensions and education-job match.
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Employability

Th-SYM-1491-1

EMPLOYABILITY 2.0: INNOVATIVE WAYS OF STUDYING EMPLOYABILITY

J. Akkermans ', S. Mol 2, S. Pajic?

"Human Resource Management, VU Amsterdam, 2Amsterdam Business School, University of Amsterdam, Amsterdam,
Netherlands

Main Abstract Content: State of the Art

Because of major changes on the labor market — such as increasing flexibility and the need to self-manage one’s career —
employability has recently become an important topic of study among scholars worldwide. Although the construct still faces
definitional and measurement issues, researchers have made serious progress in improving our understanding of the available forms
of employability (e.g., the Employability Process Model of Forrier et al.). Yet, now is the time to take research on employability by
integrating perspectives and building theory.

New Perspectives/Contributions

This symposium brings together five papers that advance research on employability in innovative ways. Philippaers et al. enhance our
understanding about the employability — performance relationship based on four empirical studies; Blokker et al. innovate by
examining the role of employability during the school-to-work transition; Van der Heijden et al. use multisource data and introduce a
person-centered approach to employability; Pajic et al. present the results of a meta-analysis on the antecedents and consequences of
employability to summarize the state of the art and ; and Peird and Yeves examine the associations between employability and
unemployment among recent graduates.

Research/Practical Implications

Rather than solely focusing on the academic merit and weaknesses of each contribution, our discussant will specifically challenge
presenters to highlight the practical implications of their findings for policy makers, educators, and managerial practice. Furthermore,
we will endeavor to bring to light suggestions for future research. In so doing, we hope to attract the interest of practitioners and
academics alike.

Discussant: Nele de Cuyper, KU Leuven, Belgium
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Th-SYM-1491-6

Prepare for the Start... Go! Examining the Role of Employability in Enhancing Academic Performance before the
School-to-Work Transition

R. Blokker *", J. Akkermans, S. Khapova !, P. Jansen '

"Human Resource Management, VU Amsterdam, Amsterdam, Netherlands

Main Abstract Content: Purpose — Because of major changes in today’s labor markets — such as increasing flexibility and

dynamics — the way in which young adults can successfully transition from school to work and build their early careers, has shifted
dramatically. Employability has become an important outcome, as young adults need to build and maintain their employability

already during their studies if they are to make an adaptive school-to-work transition (STWT). Therefore, in this study we examine
whether career competencies and experienced institutional support impact graduate students’ proactive career behaviors and
employability, and whether this subsequently contributes to their academic performance before transitioning to the labor market.
Design — We will collect longitudinal data among approximately 1,600 graduate students from a large university in the Netherlands.
2-wave data will be used with approximately 6 months in between measurement moments.

Results — Data collection is about to begin at the time of writing. During the presentation at the conference, we will have collected
two waves of data.

Limitations — A potential limitation is that we focus specifically on graduate students from an economics and business faculty.
Implications — Our findings will have valuable theoretical and practical implications regarding the importance of developing career-
related competencies and employability during the study career, and will provide useful insights into how students’ academic
performance may be enhanced in preparation for their transition to the labor market.

Originality — This is one of the first studies to empirically examine the role of employability during the STWT using multi-wave data
and including objective outcomes.
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Th-SYM-1491-2

On the Association between Perceived Employability and Performance: Directionality, Underlying Mechanisms and
Conditions

K. Phillippaers ", N. De Cuyper ', A. Forrier?2

'Organizational and Personnel Psychology, 2Human Resource Management, KU Leuven, Leuven, Belgium

Main Abstract Content: Purpose — Perceived employability (PE; i.e., employees’ perceived chance to finding new employment
elsewhere) has become key in a dynamic labor market context that requires flexibility from employees and employers. In this context,
PE has been advanced as an asset to employers in terms of enhanced employee performance. Yet, empirical inquiry into — and thus
support for — this idea lags behind. Accordingly, the current contribution aims to unravel the relationship between PE and

performance: It probes w/et/er (i.e., with which directionality), w/y (i.e., through which mechanisms) and w#er (i.e., upon which
conditions) PE relates to performance.

Design — Four studies were conducted within different organizations and sectors in Flanders (i.e., the Dutch-speaking part of
Belgium). Different designs (i.e., cross-sectional and repeated-measures survey; experimental research) and analytical techniques
(i.e., varying from ANOVA to SEM) were applied.

Results — Across all studies, we showed a directionality from PE to performance rather than vice versa (cf., w/et/er). Moreover, this
relationship was overall positive and particularly evident through higher levels of commitment (cf., w/y): Higher PE coincided with
higher affective organizational commitment and thus performance. Nevertheless, this positive relationship weakened upon
experiencing unfair treatment by the employer (cf., w/en).

Limitations — Potential limitations include the high reliance on self-reports and limited generalizability across cultural contexts.
Implications — PE represents a win for employers as it may boost employee performance. Employers should, however, invest in
treating their employees fairly.

Originality — This contribution informs employability research by providing a systematic analysis of the directionality, nature and
underlying mechanisms of, and conditions to, the PE-performance relationship.
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Th-SYM-1056-6

Enhancing Personal Growth Initiative through a Strengths Intervention:
General Self-efficacy as Moderator and Mediator

M. Van Woerkom®, C. Meyers '
'HR studies, Tilburg University, Tilburg, Netherlands

Main Abstract Content: Purpose. The aim of this study was to investigate whether an intervention that aims at the identification,
development, and use of employee strengths is able to stimulate general self-efficacy and personal growth initiative of workers and
how initial levels of general self-efficacy moderate this effect.

Methodology. We conducted a field experiment with 84 employees in primary education who were either assigned to a strengths
intervention or a wait-list control group.

Results. In a one month follow-up study, we found that the intervention had a direct effect on general self-efficacy and an indirect
effect on personal growth initiative. Moreover, we found that the intervention was especially effective for participants with low to
medium initial levels of general self-efficacy.

Limitations. The study was based on self-report data of employees working in one sector.

Research/practical implications. Personal growth can be considered as one of the most important needs that individuals seek to
fulfill. This study suggests that strengths intervention can facilitate the initiative that employees take to fulfill this need by
strengthening their general self-efficacy.

Originality. Whereas correlational studies have indicated that strengths use at work is associated with outcomes such as work
engagement, self-efficacy and well-being, this paper investigates experimentally whether a strengths intervention promote higher
levels of general self-efficacy and, in turn, higher personal growth initiative. Also, our paper supplements the still limited knowledge
about individual characteristics that modify and mechanisms that mediate the effects of strengths interventions by including GSE as
both a moderator and a mediator in our study.
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Burnout and work engagement: Same-same, but different?

A. Makikangas ', W. Schaufeli2

"Department of Psychology, University of Jyvaskyla, Jyvaskyla, Finland, 2Department of Psychology, Utrecht University,
Utrecht, Netherlands

Main Abstract Content: State of art

During recent decades, increasing attention has been paid to the relation between job burnout and its assumed opposite positive pole;
work engagement (for meta-analyses, see Cole, Walter, Bedeian, & O’Boyle, 2012; Crawford, LePine, & Rich, 2010). Yet, no final
conclusion was attained; it is still an open question whether or not burnout and engagement are two separate constructs. This
symposium seeks to answer this question by sharing recent, innovative empirical knowledge from various countries, using various
approaches.

New contributions

This symposium includes five papers that each addresses the fundamental question: what is the relation between burnout and work
engagement? First, Taris and colleagues investigate the discriminant validity of the core dimensions of burnout and work
engagement. Also their convergent validity is tested by using various job demands and job resources. Second, Ivanova and Osin
examine the effects of job demands, job resources, and work motivation on work engagement and exhaustion in multisample design.
Third, Maricutoiu and colleagues investigate the long-term causal associations between burnout and work engagement by using a
meta-analysis. Fourth, Leiter and colleagues utilize a person-centred approach and analyze the subtypes based on scores of burnout
and work engagement scales. Fifth, Mékikangas and colleagues investigate the subtypes of burnout and work engagement using
longitudinal data.

Implications

These studies show that burnout and work engagement are strongly related and seem to be each other’s opposites at between as well
as within person levels. Although the results of this symposium are not entirely conclusive, it seems that burnout and engagement are
not completely overlapping concepts. Future research is discussed that might give a more definite answer about ‘same, same but
different’.
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Burnout and engagement: Identical twins or just close relatives?
T. Taris'", J. F. Ybema ', |. van Beek 2

"Utrecht University, 2ArboNed, Utrecht, Netherlands

Main Abstract Content: Purpose: Past research has cast doubts on the theoretical and empirical distinction between work
engagement and burnout. This study examined (a) the associations among the two core dimensions of burnout (exhaustion and
cynicism) and work engagement (vigour and dedication); and (b) the concurrent and discriminant validity of these dimensions by
relating these dimensions to various job demands and job resources.

Design: Cross-sectional survey data were obtained from a stratified sample of 1,535 Dutch police officers.

Results: Confirmatory factor analysis showed that although the associations among exhaustion, cynicism, vigour and dedication were
high, the four indicators were best considered separately. Structural equation modelling revealed that although the indicators of
burnout and engagement differed in terms of their correlates, these patterns of associations only partly supported previous theorizing
on the antecedents of burnout and engagement.

Limitations: Data were collected using a cross-sectional survey design. Common method variance may therefore have affected the
findings and causal conclusions cannot be drawn.

Implications: Burnout and engagement are overlapping concepts and their conceptual and empirical differences should not be
overestimated. Future research should reconsider the processes linking specific demands and specific resources to outcomes, rather
than assuming that these processes are largely identical for different demands and resources.

Originality: This study adds to our understanding of the relations among (the indicators of) burnout and engagement and their
possible antecedents. It suggests that current theoretical frameworks for the relations among these antecedents and
engagement/burnout should be extended, allowing for distinctions among different types of demands and resources.
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Work engagement or burnout: which comes first? A meta-analysis of longitudinal evidence
L. Maricutoiu '*, C. Sulea’, A. lancu*

"Department of Psychology, West University of Timioara, Timisoara, Romania

Main Abstract Content: Purpose: Currently, work engagement (WE) and burnout (BU) are considered different forms of
workplace well-being, negatively related that might even co-occur, or as direct opposites and mutually exclusive. These contrasting
views generate difficulties regarding the true nature of the relationship between the two concepts. In the present paper, we aim at
clarifying this issue by testing the cross-lagged effects between WE and BU.

Method: We conducted systematic database searches using keywords relevant for WE, BU and design type (e.g. longitudinal), and
we found 17 eligible research studies (total N = 8,810). The eligible papers a) reported a longitudinal research study; b) included
measures of WE and BU, and c) reported the correlation matrix between WE and BU, at all measurement moments. First, we used
meta-analytical formulas to compute the averaged correlations between WE and BU. Second, we used the averaged effects to
complete a correlation matrix, which was used to test the cross-lagged effects between WE and BU, using structural equations
modelling.

Results: On the entire sample of studies, we have found insignificant cross-lagged effects between WE and BU. However, when the
time-lag between the two measurement moments was used as a moderator, significant cross-lagged effects were found between WE
and BU. So taken together, it seems that the validity of causal perspective depends on the size of the time lag.

Limitations: Because of our eligibility criteria, the present literature review is based on a rather small sample of studies.
Implications: We emphasize the role of time in understanding how employees might experience forms of well-being over time.
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Clustering of MBI and UWES subscales: Visions of engagement

M. Leiter'", C. Maslach ?, H. Laschinger 3

'School of Psychology, Deaking University, Geelong, Australia, 2Psychology Department, University of California,
Berkeley, United States, 3School of Nursing, University of Western Ontario, London, Canada

Main Abstract Content: Purpose: Many have identified engagement as a desirable quality among employees despite

disagreements about engagement’s core features. The field would benefit from clarity on conceptual and measurement issues.
Design: A cross sectional survey of 1,283 Canadian nurses included the 16-item MBI-GS and the 9-item UWES. Factor analyses
confirmed the established three-factor solution for the MBI-GS and a one-factor solution for the UWES. A series of cluster analyses
contrasted models based on the three MBI-GS subscales, the MBI subscales plus Engagement as defined by the UWES with and
without the MBI professional efficacy subscale.

Results: A cluster analysis based on the MBI subscales produced a five-factor structure: Engaged, Ineffective, Overextended,
Disengaged, and Burnout. Adding the UWES as a fourth indicator did not change this pattern. Deleting the efficacy subscale and
combining the UWES with the exhaustion and cynicism subscales produced the same pattern as well.

Limitations: The analysis used cross-sectional, self-report survey data.

Implications: The findings have implications for defining engagement in contrast to burnout. The results suggest that positive scores
on the three MBI-GS subscales may provide a meaningful measure of engagement, despite arguments in the literature to the contrary.
A greater consensus on defining engagement will further research and applied work on improving the quality of worklife.
Originality: This is the only analysis known to the authors that combines these measures in a person-oriented analysis to evaluate the
distinctiveness of derived profiles.
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A three-wave study on job crafting, psychological basic need satisfaction, and work engagement
J. J. Hakanen®

Main Abstract Content:; Purpose. The aim of this longitudinal study was to investigate whether psychological basic need
satisfaction (autonomy, relatedness, competence, and benevolence) at work can mediate the impact of job crafting (increasing
resources and challenges) on work engagement.

Methodology. The study used a three-wave, one-year follow-up full panel design among 531 Finnish employees in early childhood
education.

Results. Results based on SEM supported the partially mediated model, in which job crafting at T1 predicted psychological need
satisfaction at T2, which in turn predicted work engagement at T3. Job crafting at T1 also directly predicted work engagement at T3.
Thus job crafting at T1 had both direct and indirect effects on work engagement at T3.

Limitations. The study was based on one professional group and only self-reports were used.

Research/practical implications. This study suggests that through job crafting, employees can fulfill their psychological basic needs
and gain more control, a positive self-image and a connection with others at work (CF. Wrzesniewski and Dutton, 2001), thereby
enhancing their work engagement.

Originality. Previous research has shown that job crafting and work engagement are positively interrelated. However, their causal
order has remained somewhat unclear, as sometimes job crafting has predicted work engagement and sometimes vice versa. In
addition, the mechanism linking job crafting and work engagement has remained understudied. This is one of the first studies to use a
three-wave panel design to investigate the relationship between job crafting and work engagement, and to test the mediating role of
psychological need satisfaction.
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Why and how does managerial exemplarity come to increase employees’ engagement at work ?

Z.Wang'’, R. Finkelstein !, A. Didry 2
"Psychology, University Paris 8, Paris, 2Performanse, Julhiet&Sterwen, Nantes, France

Main Abstract Content: Purpose: n order to understand the role of Managerial Exemplarity(ME), the managers’ capacity to personally put in practice the demands
that they make of their directly-reporting employees, in employees' engagement at work, we conducted two studies to test: 1) the mediation effect of procedural justice in the ME -
engagement relationship and the consequent influence on citizenship behaviors (Study1); 2) the moderating role of employees’ workload between ME and their affective
commitment at work (Study?2).

Design/Methodology: Multiple regression analysis and structural equation modeling (SEM) analysis were conducted based on survey participants of 209 professionals over two
time points (Study1) and 158 employees from diverse organizations of service sectors in France (Study?2)

Results: The results showed a complete mediation effect with a sequential model among the four variables (ME-Justice-engagement-OCB). The interaction model between ME
and workload, in study2, explained 32% of the variance accounted for affective commitment.

Limitations: Self-report survey may introduce social desirability issues. ME can be measured as a second order construct within a single organization. Results need to be
tested in other cultures and professions.

Research/ practical implications: It is suggested that the absence of managerial exemplarity affects employees’ engagement level by reinforcing the sentiment of
procedural injustice. In addition, the benefit of managers” exemplary behaviors in increasing subordinates’ affective commitment at work is particularly important at the presence
of heavy workload.

Originality/ 'value: This study is the first to examine managerial exemplarity as an important driver of employees’ work engagement by exploring its underlying
psychological mechanism and possible moderator in a longitudinal manner.

Key words: managerial exemplarity, affective commitment, engagement at work, workload, procedural justice, OCB
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WHY DO PEOPLE ENGAGE AT WORK: A WORK-RELATED COMMITMENT PERSPECTIVE
J. Sun’, H.-T. Jiao

'management, Tsinghua University, Beijing, China

Main Abstract Content: Purpose: Antecedents of work engagement are explored mainly from two different perspectives:
Conservation of Resources (COR) theory and the theory of job engagement. Despite the consequences and antecedents of work
engagement, its psychological underpinnings have been insufficiently explored. Factors identified as antecedents of work engagement
in the previous studies are either independent job factors or independent personal factors. Few scholars have examined possible
variables which combine both job factors and personal factors. We took a work-related commitment perspective in explaining why
HR professionals engage in their work. We first discussed the relationships between organizational commitment, occupational
commitment, and work engagement. Secondly, we hypothesized that affective commitment would relate positively to work
engagement, mediated by occupational commitment and moderated by job insecurity.  Design/methodology Structural equation
modeling and hierarchical regression analysis were conducted based on survey respondents of 268 HR professionals from Chinese
companies. Results: Findings indicated that affective commitment does positively relate to work engagement, and the
relationship is mediated by occupational commitment. Quantitative job insecurity moderates this relationship. ~ Limitations: Cross-
sectional data may not be explained as causal relationship. Multiple level factors should be considered. Results need to be tested in
other professions and societies. ~ Research/practical implications: The results imply that organizational commitment could lead to
work engagement. Helping employees to find the work that they are interested could enhance work engagement.

Originality/value: This study is the first to explore the work engagement from a commitment perspective and identified the potential
correlations between commitment and engagement.
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Advances in Work Engagement: Diverse International Perspectives
H. D. Cooper-Thomas®, J. Sun

Main Abstract Content: State of the Art

The last decade has seen a burgeoning literature on employee engagement. Most research has been conducted in North America or
Europe, yet the generalizability of engagement models to other countries has been found wanting (Brough, Timms, Siu, Kalliath,
O’Driscoll, Sit et al., 2014).

New Perspectives/Contributions

The presentations in this symposium investigate engagement in four different contexts: A nationally representative New Zealand
employee sample, two French employee samples, an Indian manufacturing organisation, and a sample of Chinese HR professionals.
The first paper expands on social exchange theory to identify seven workplace resources preceding engagement. Hypotheses are

tested using a large New Zealand database, with two workplace antecedents identified as being the strongest predictors of engagement.

The second paper presents two studies investigating the new construct of managerial exemplarity, that is, a manager’s ability to put
into practice the demands made of direct reports. Across two French employee samples, managerial exemplarity predicts direct
reports’ attitudes and behaviours, including engagement.

The third presentation investigates attitudinal antecedents of engagement. Using a sample of Chinese HR professionals,
organisational commitment was found to predict engagement, mediated by occupational commitment, and moderated by job
insecurity.

The fourth presentation investigates engagement among frontline Indian employees. More engaged employees crafted their jobs,
with this relationship stronger for employees who reported high work autonomy.

Research and Practical Implications

This symposium refines our understanding of engagement internationally. Theoretically and practically, it highlights the associations
of engagement with a broad range of antecedent and consequent variables.
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What workplace resources predict employee engagement? A social exchange perspective
H. D. Cooper-Thomas®, J. Xu ', A. Saks?

'IBM, Auckland, New Zealand, 2University of Toronto, Toronto, Canada

Main Abstract Content: 2ux7pose. Research has identified many benefits of having engaged employees, including individual
humanistic benefits such as well-being, and broader performance benefits including better customer service and financial results.
Research by engagement survey providers identifies key drivers of engagement that organizations can improve. We draw on social
exchange theory and resource theory of social exchange to provide more specific predictions about which workplace resources will be
exchanged by employees for engagement.

Design. Data come from a large practitioner engagement survey, with an initial validation pilot study.

Results. The pilot study provides evidence for the construct and criterion-related validity of the practitioner measure relative to two
established engagement measures. In the main study, the relationships of seven workplace “drivers” of employee engagement were
investigated. Hypotheses were supported, with the strongest predictors of employee engagement being having a clear purpose and
vision and providing learning and development opportunities.

Research and practical implications. The results broadly support the theoretical propositions. Future research should explore a
broader range of theoretical antecedents to further test the application of these theories to work engagement. These theoretical
developments are practically relevant, providing a means to evaluate and implement organizational practices that employees will
exchange for engagement.

Originality. Employee engagement is often conceived of as a resource, either within social exchange theory, job-demands resource
theory, or conservation of resource theory. Resource theory of social exchange adds greater specificity beyond “more resources are
better”. This detail is useful both theoretically and practically.
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Work engagement and job crafting: The moderating role of work autonomy
D. Jindal’, P. Boxall ', G. Cheung ', A. Hutchison !

"University of Auckland, Auckland, New Zealand

Main Abstract Content: - Purpose

Studies have found that engaged employees are more likely to craft their jobs. There is, however, less known about the moderating
role of contextual factors in understanding this relationship. In the present study, autonomy was investigated as a moderating factor. It
was hypothesized that engaged employees are not only more likely to craft their jobs, but this relationship will be stronger for
employees with high work autonomy.

- Design /Methodology
To test the hypotheses, data were collected from 320 front-line employees working in a manufacturing organisation in India. Work
engagement items were taken from a questionnaire developed by Schaufeli, Bakker, & Salanova (2006), job crafting was measured
through a questionnaire developed by Tims, Bakker, & Derks (2012) and work autonomy scale was taken from Breaugh (1999).

- Results
Hypotheses were tested by using structural equation modeling with Mplus 7.4 and all hypotheses were supported.

- Limitations
The questionnaires were self-reported. Additionally, the hypothesized relationships have been tested in an Indian organisation and can

be tested in other contexts to assert generalizability of the findings.

- Research/Practical Implications
The results signify the importance of work autonomy in enabling engaged employees to craft their jobs.

- Originality/Value

To our knowledge, this is the first study that has investigated the moderating role of work autonomy in understanding the relationship
between work engagement and job crafting.
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The energy and identification continua of burnout and work engagement: Developmental profiles over eight years
A. Makikangas ', K. Hyvénen ', T. Feldt

"Department of Psychology, University of Jyvaskyla, Jyvaskyla, Finland

Main Abstract Content: Purpose: This study sought to identify subgroups of employees characterized by long-term latent
exhaustion-vigor (energy continuum) and cynicism-dedication (identification continuum). Also differences between the identified
subgroups in their progress in work goals were investigated.

Design: Five-wave, eight-year follow-up data among Finnish white-collar professionals (# = 168) were studied using Latent Profile
Analysis. A General Linear Model for repeated measures was used to test whether the burnout-work engagement profiles differed in
work goal progress across time.

Results: The analysis yielded three exhaustion-vigor subgroups: 1) “low stable exhaustion - high stable vigor” (» = 141), 2)
“fluctuating exhaustion and vigor” (= 19), and 3) “stable average exhaustion - decreasing vigor” (» = 8). Three subgroups were also
found for cynicism-dedication: 1) “low stable cynicism - high stable dedication” (= 124), 2) “increasing cynicism - decreasing
dedication” (= 27), and 3) “decreasing cynicism - increasing dedication” (= 17). The most progress in work goals was reported in
the groups described by the identification continuum.

Limitations: The sample consisted mostly of men who were typically employed in managerial duties.

Implications: Both exhaustion—vigor and cynicism—dedication were found to be stable and mutually exclusive experiences for the
great majority of the participants. However, mean changes were also detected — especially in vigor — but these were rare. Progress in
work goals was associated with how cynicism and dedication develop.

Originality: This study was the first one that investigates burnout and work engagement experiences simultaneously within the
individual over a long-time period.
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Crafting Creativity: A Daily Network Perspective

P. Van Gool ", E. Demerouti?, G. Rooks 2, F. Rozemeijer '

"Maastricht University, Maastricht, 2Eindhoven University of Technology, Eindhoven, Netherlands

Main Abstract Content: Purpose

Both social networks and job design have been shown to play an important role in the generation of new ideas. Combining recent
insights from both research streams we draw on Job Demand-Resources theory and Social Network theory by hypothesizing that
daily expansive job crafting (i.e. seeking resources and seeking challenge) will moderate the joint quadratic relation among daily
network size, strength and diversity and daily creativity.

Design/Methodology

In order to test this hypothesis, we conducted a daily diary study among 73 purchasing professionals. Participants filled in a contact
diary (Fu, 2007) and a daily questionnaire for up to five working days, providing information on all significant contacts during the
day as well as on their daily expansive job crafting behavior and creativity.

Results

Multilevel regression analysis provided support for the two hypothesized quadratic four-way interactions between daily network size,
strength, diversity and expansive job crafting.

Limitations

The study relies on a sample of a single occupational group which could limit its generalizability.

Research/Practical Implications

Daily expansive job crafting behavior seems to play a pivotal role in the relationship between daily network attributes and creativity.
Daily network size had a U-shaped relation with creativity when expansive job crafting was low but a positive one when it was high.
Originality/Value

To our knowledge this study is the first to study job crafting in the context of social networks. It is also one of the first to apply a
contact diary approach which allows studying the effect of fluctuating daily networks on creativity.
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Effects of job demands and resources on burnout and engagement: Motivation as a moderator
T. Ivanova ', E. Osin’

"Higher School of Economics, Moscow, Russian Federation

Main Abstract Content: Purpose: We aimed to study the interactive effects of work motivation with organizational factors
conceptualized as job demands (job difficulty, workload, decision-making), and job resources (role clarity, social support, feedback)
on work engagement and burnout.

Design: We conducted two cross-sectional studies using anonymous samples of Russian employees (N=3,614 and N=10,985) from
two different large companies. We used validated Russian-language measures of work motivation (based on Self-Determination
Theory), job demands and resources, UWES, and emotional exhaustion scale. Hierarchical regression and structural equation
modelling were used for data analysis.

Results: Work engagement was positively predicted by autonomous motivation, job demands, and job resources. Interactions of both
job demands and job resources with autonomous motivation were weak negative predictors of engagement. Burnout was negatively
predicted by autonomous motivation and job resources and positively predicted by controlled motivation and job demands. Job
resources and job demands moderated the effect of controlled motivation on exhaustion. This picture was replicated across the two
studies.

Implications: The findings indicate that job demands play an ambiguous role, as they are associated both with engagement and
burnout. However, these effects are moderated by work motivation: controlled motivation is associated with a stronger negative effect
of job demands on burnout, whereas autonomous motivation is associated with weaker effects of both positive and negative
organizational factors on burnout and engagement. The results suggest qualitative differences between the processes underlying
engagement and burnout.

Limitations: Cross-sectional nature of the study precludes from making causal inferences; longitudinal studies are needed.
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The impact of mindfulness on employee well-being:
A test of two interventions

J. Van Wingerden®, A. B. Bakker '
'Institute for Psychology, Erasmus University Rotterdam, Rotterdam, Netherlands

Main Abstract Content: EAWOP17-SYMPOSIUM-1153

Purpose. The aim of this study was to investigate whether mindfulness interventions (one-day versus eight-week training program)
can enhance employee well-being.

Methodology. The study used a quasi-experimental pre-test, post-test control-group design. Participants were 79 Dutch employees
working in the financial sector.

Results. Multivariate analyses of variance (MANOV As) revealed that both Mindfulness interventions (vs. control group) were
successful. Participants’ mindfulness and levels of hope increased significantly after the interventions, while stress levels decreased.
In addition, results showed that participants of the one-day training program scored significantly higher on work engagement,
whereas participants of the eight-week training program scored significantly higher on psychological detachment. No differences on
mindfulness, hope, stress levels, work engagement or psychological detachment were found in the control group. Thus, mindfulness
interventions have a positive impact on employee well-being.

Limitations. The study was conducted among employees who were all working in one sector. In addition, only self-reports were used.

Research/practical implications. This study suggests that through mindfulness interventions, employees can not only enhance their
mindfulness and psychological detachment from work, but also lower their stress levels and increase their work engagement. This
suggests that mindfulness interventions may offer organizations an important means to foster employee well-being.

Originality. Previous research has shown that mindfulness interventions can enhance mindfulness practices. However, studies
investigating the impact on employee well-being comparing short and long-term training programs are scarce. This is one of the first
studies to use a quasi-experimental design with two intervention groups and a control group to test the impact on employee well-
being.
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Daily empowering leadership and job crafting: The moderating role of neuroticism

J. Hetland’, A. B. Bakker ', O. K. Olsen 2, H. Hetland 2, R. Espevik 2

'Erasmus University Rotherdam, Rotherdam, Netherlands, 2University of Bergen, Bergen, Norway

Main Abstract Content: Purpose. The aim of the present study was to examine the relationships between empowering leadership
behaviours (development support and autonomy support) and followers’ job crafting behaviours in the form of daily increasing
resources and challenges, and to further explore to what degree followers’ neuroticism may moderate these relationships.
Methodology. Data from a quantitative diary study (30 days) among 87(18 female) naval cadets participating in a sail ship cruise
from northern Europe to North America was used. Data were analysed by multilevel analyses (MLwiN 2.20).

Results. Multilevel analyses showed positive relationships between the two dimensions of empowering leadership and both daily
increasing resources and increasing challenges. Moreover, a significant interaction between development support and followers’ level
of neuroticism was found in the prediction of both forms of daily job crafting behaviours. Corresponding interactions were not found
between autonomy support and followers level of neuroticism.

Limitations. The use of single source ratings was a limitation of this study.

Research/practical implications. This study suggests that followers use the opportunities provided by an empowering leader to
engage in more crafting behaviours, and the extent that they do this (or not) is dependent on their level of neuroticism.

Originality. To our knowledge, this is the first study examining the link and possible mechanisms between empowering leadership
and daily job crafting behaviours.
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Social drivers of daily work engagement: The role of Job crafting and identification with colleagues

A. l. Sanz Vergel ', A. Rodriguez-Mufioz 2
"Norwich Business School, University of East Anglia, Norwich, United Kingdom, 2Complutense University of Madrid,
Madrid, Spain

Main Abstract Content: Purpose: In this study among dyads of colleagues, we aim to examine whether daily work engagement
can be triggered by social aspects of the work. Specifically, we propose that when employees increase social job resources- a job
crafting behaviour consisting of looking for feedback and advice- they are better able to identify with their colleague. This creates a
positive synergy among both members of the dyad, which results in higher levels of vigor and dedication.

Design/Methodology: We used a diary design and collected data from 80 dyads of colleagues over 5 consecutive working days. We
analysed the multilevel data with the Actor-Partner Interdependence Model.

Results: Our findings show that employee’s increasing social job resources increases identification with colleagues, which in turn is
leads to higher vigor and dedication. In addition, identification with colleagues crosses over between the members of the dyad, which
in turns also increases colleague’s work engagement.

Limitations: Although our theoretical model includes variables that need to be measured in the afternoon, future studies should
include more points in time and variables measured at the dyad level.

Research/Practical implications: Work engagement is not only triggered by job resources like autonomy or supervisor support.
Proactive behaviours aimed at increasing social job resources help create a positive climate among dyads of colleagues, and this is a
key resource to increase engagement.

Originality/Value: This is the first study looking at social aspects and positive interactions at work as drivers of engagement- on a
daily basis.
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Can decreasing demands help?

Interactive effects of job crafting dimensions on employability and job performance

P. Petrou ', D. Xanthopoulou 2
"Work & Organizational Psychology, Erasmus University Rotterdam, Rotterdam, Netherlands, 2School of Psychology,
Aristotle University of Thessaloniki, Thessaloniki, Greece

Main Abstract Content: Purpose

Previous studies generally support the beneficial role of most job crafting strategies for employee functioning. However, evidence is
rather inconsistent regarding the role of decreasing hindering job demands. The purpose of this study was to investigate under which
conditions decreasing demands is beneficial. We hypothesized that the effects of decreasing demands on job performance and
employability will be positive when the other job crafting strategies (increasing social job resources, increasing structural job
resources, increasing challenging job demands) are high.

Design

A 3-week diary study was conducted among 87 Greek employees. Multilevel analyses were applied.

Results

While increasing structural job resources and challenging job demands generally had favorable main effects, decreasing demands had
a less clear role: It related positively to other-reference performance but negatively to employability. As expected, decreasing
demands related positively to other-reference performance only when increasing social resources was high, and to past-reference job
performance only when increasing structural resources was high. Unexpectedly, decreasing demands related negatively to
employability when increasing challenging demands was low but it was unrelated to employability when increasing challenging
demands was high.

Limitations

The use of self-reports and the small sample size are the main study limitations.

Research/practical implications

Interventions on job crafting should be revised by taking into consideration that the potential costs of decreasing demands may be
avoided if increasing resources strategies are applied simultaneously.

Originality/value

Our study uncovers the conditions under which an otherwise unclear job crafting dimension (i.e., decreasing demands) can be of
value for employees and organizations.
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Can Mobilizing Ego Resources Facilitate Creative Work Performance?
The Role of Self-Insight and Social Support for Creativity

E. M. Op den Kamp®, A. B. Bakker, M. Tims, E. Demerouti

Main Abstract Content: Purpose. In this study, we test the hypothesis that proactively mobilizing physical and mental energy (i.e.,
ego resources) can enable people to be more creative in their work. Moreover, we investigate whether employee self-insight and
social support for creativity at work can facilitate this process.

Methodology. A total of 242 working individuals participated in a weekly diary study for 3 consecutive weeks, yielding 610
observations to be used in multilevel analyses.

Results. Our findings show that mobilizing ego resources behavior fluctuates considerably over the course of weeks (i.e., within
persons) and offer support for our hypotheses. Weekly mobilizing ego resources related positively to weekly creative work
performance (coefficient = .30, » <.001). In addition, self-insight and social support for creativity function as positive cross-level
moderators and strengthen the relationship between mobilizing ego resources and creative work performance.

Limitations. The variables of interest were measured using self-reports.

Research/practical implications. Mobilizing ego resources can add to the influence of relatively distal predictors of creative work
performance (e.g., personality or work climate). Insights on how individuals can proactively enable themselves to feel and function
well can be used for developmental purposes in work-settings.

Originality/value. To date, most research on work creativity adopts a ‘top-down’ perspective in which managers are encouraged to
select employees based upon certain person-factors or to establish a resourceful work environment to promote their employees’

creative performance. We take a different approach and examine whether individuals can make themselves more creative in their
work by mobilizing their ego resources.
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Relational job design and proactive work behavior: Links with work engagement and performance.

M. Gorgievski’, J. Gawke ', A. Bakker '

"Work and Organisational Psychology, ERASMUS UNIVERSITY ROTTERDAM, Rotterdam, Netherlands

Main Abstract Content: Purpose

Organizations to date increasingly rely on employees who collaborate in teams, work interdependently of each other and engage in
networking behavior. This study aims to uncover how relational job design interacts with workload to predict work engagement,
social job-crafting and networking behavior, and subsequently, team and individual work performance.

Design/ Methodology

This was a 5-week quantitative week-book study among 138 employees working for a Child Protection Service in The Netherlands.
Data were analyzed using linear mixed models in SPSS.

Results

In the weeks people experienced high work pressure, they felt less work-engaged if they also experienced high interdependence.
However, they were most engaged in case of a high workload and low interdependence. A high work pressure, high task
interdependence and work engagement additive predicted social job crafting, but only work engagement predicted networking
behavior. Moreover, only networking behavior predicted next week’s individual and team performance.

Limitations

Main limitations are: the data were collected in one occupational group and reliance on self-report measures.

Research/Practical Implications

If organizations want to reap the benefits of people collaborating in teams and engaging in networking behaviors, they are advised to
invest in employee work engagement and to keep the workloads manageable. In case of a manageable workload, interdependence
may be an asset, but in case of a high workload interdependence is detrimental for work engagement, networking and subsequently
performance.

Originality/Value

This study fills a void in our knowledge on how relational job design relates to social pro-active work behavior, work engagement
and individual/team performance.

Disclosure of Interest: None Declared
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Th-SYM-1056-1

Improving Work engagement and Performance — Part 1
A. B. Bakker”

Main Abstract Content: State of the Art. Work engagement has important implications for organizational behavior and outcomes.
Engaged employees invest more effort in their work and perform better than those who are less involved. It is therefore crucial to find
out which strategies improve work engagement and performance.

New Perspectives/Contributions. This symposium consists of two parts, and brings together ten empirical contributions from six
countries, namely Spain, The Netherlands, Norway, Finland, Greece, and South Africa. All contributors discuss new individual
approaches to improving work engagement, well-being, and job performance, and use sophisticated research designs. More
specifically, the papers in the symposium explore the extent to which job crafting, strengths use, mindfulness, and mobilizing ego
resources can improve work engagement, job performance, and other positive employee outcomes.

Research/Practical Implications. The interventions and daily/weekly diary studies suggest that employees who learn to proactively
change their work environment, use their strengths, and mobilize their energy feel more engaged from day to day and from week to
week. As a consequence, employees feel better, are more creative, and show better job performance. Trait personality factors like
neuroticism and extraversion act as moderators of the link between these positive organizational behaviors and work engagement.
Insight in strategies that help employees to be engaged and perform well can help organizations to flourish.

Disclosure of Interest: None Declared
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Th-SYM-1153-2

Daily Strengths use and Employee Well-being: The Cross-level Effect of Personality
A. B. Bakker’, J. Hetland, O. Kjellevold-Olsen, R. Espevik

Main Abstract Content: Purpose. This study among naval cadets combined strengths use and personality theories to develop a
multilevel model of employee well-being. We hypothesized that naval cadets would experience more positive affect and work
engagement on the days they used their strengths. In addition, we predicted that personality (Neuroticism and Extraversion) would
qualify these main effects.

Methodology. A total of 87 naval cadets first filled out a survey, and then completed a daily diary questionnaire for 30 days.
Results. The results of multilevel modeling showed that daily strengths use was positively related to positive affect and work
engagement, after controlling for previous day’s levels of these variables. In addition, we found evidence for the predicted three-way
interaction effect. The positive relationships between daily strengths use and changes in positive affect and work engagement were
strongest when trait neuroticism was low (vs. high) and trait extraversion was high (vs. low).

Limitations. The study was based on self-report data, and included a unique occupational group, which may limit the generalizability
of the findings.

Research/practical implications. Whereas previous research has provided strong evidence for the idea that job and personal
resources are important predictors of daily and sustained work engagement, the present study shows that employees can also build
their own daily work engagement by using their strengths.

Originality. Our approach responds to calls for a multilevel approach of employee well-being, and shows that personality is an
important moderator of the daily strengths use — work engagement relationship.

Disclosure of Interest: None Declared
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Th-SYM-1153-3

The role of personality in the process of weekly job crafting, engagement, and performance
M. Geldenhuys’, A. Bakker '

'Erasmus University Rotterdam, Rotterdam, Netherlands

Main Abstract Content: The role of personality in the process of weekly job crafting, engagement, and performance
Presenting author: Madelyn Geldenhuys (PhD), Department of Industrial Psychology and People Management, University of
Johannesburg, South Africa. Email: madelyng@uj.ac.za | +27 72 483 2861
Research purpose: The aim of the study was to investigate the role of positive and negative social relational personality traits in the
process of weekly job crafting, engagement and performance.

Method: Data was collected among 134 South African employees who filled out a weekly diary questionnaire for three consecutive
weeks.

Main findings: Weekly structural, social and task crafting predicted weekly in-role performance (self-rating), while weekly
structural, social and relational crafting predicted weekly extra-role performance (self-rating). In addition, weekly task crafting
predicted weekly in-role performance (peer-rating), while weekly structural and relational crafting predicted extra-role performance
(peer-rating). Weekly structural, social and cognitive job crafting also predicted weekly engagement. As predicted, social relational
personality moderated the weekly job crafting — performance relationships. For example, social relational positive personality
moderated the link between weekly task crafting and work engagement/extra-role performance (peer-rating), as well as the link
between weekly structural / task crafting and extra-role performance (self-rating).

Research/practical implications: Understanding the role of social relational personality traits in the weekly job crafting process to
increase performance may yield positive benefits for organizations.

Limitation: The study focused on various organizations and consisted mostly of self-reports.

Contribution/value-add: This study highlights the important role that positive and negative social relational personality plays for
weekly job crafting and weekly job performance.

Disclosure of Interest: None Declared
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Th-SYM-1153-1

Improving Work engagement and Performance — Part 2
A. B. Bakker”

Main Abstract Content: State of the Art. Work engagement has important implications for organizational behavior and outcomes.
Engaged employees invest more effort in their work and perform better than those who are less involved. It is therefore crucial to find
out which strategies improve work engagement and performance.

New Perspectives/Contributions. This symposium consists of two parts, and brings together ten empirical contributions from six
countries, namely Spain, The Netherlands, Norway, Finland, Greece, and South Africa. All contributors discuss new individual
approaches to improving work engagement, well-being, and job performance, and use sophisticated research designs. More
specifically, the papers in the symposium explore the extent to which job crafting, strengths use, mindfulness, and mobilizing ego
resources can improve work engagement, job performance, and other positive employee outcomes.

Research/Practical Implications. The interventions and daily/weekly diary studies suggest that employees who learn to proactively
change their work environment, use their strengths, and mobilize their energy feel more engaged from day to day and from week to
week. As a consequence, employees feel better, are more creative, and show better job performance. Trait personality factors like
neuroticism and extraversion act as moderators of the link between these positive organizational behaviors and work engagement.
Insight in strategies that help employees to be engaged and perform well can help organizations to flourish.

Disclosure of Interest: None Declared
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Th-SYM-1649-3

Entrepreneur’s personal resources foster employees’ innovative behavior

E. Mielniczuk’, M. taguna ', M. Gorgievski-Duijvesteijn 2, J. A. Moriano 3

"The John Paul Il Catholic University Of Lublin, Lublin, Poland, 2Erasmus University Rotterdam, Rotterdam, Netherlands,
Universidad Nacional de Educacion a Distancia, Madrid, Spain

Main Abstract Content: Purpose

The main aim of this study was to explore how entrepreneur’s personal resources such as positive beliefs influence their employees’
positive affect and innovative behavior. From the perspective of social cognitive theory, people can learn from one another by
observing others’ behavior, attitudes and results of those behaviors. Hence it is assumed that entrepreneurs who are better equipped to
withstand the challenges typically faced by business ventures have a positive impact on employees’ affects and behaviour.
Design/Methodology

A sample of 85 entrepreneurs running small businesses (between 10-50 employees) from three countries: Poland, the Netherlands and
Spain participated in the study, as well as a total of 711 their employees . Multilevel modeling strategy was used to analyze the
hierarchically organized data: level 1 — employees, level 2 - entrepreneurs.

Results

The results show that there is no direct relationship between the entreprencur’s positive beliefs and their employees’ innovative
behavior. However, the entrepreneur’s positive beliefs predict employees’ positive affect, which in turn, predicts their innovative
behavior.

Limitations

Innovative behavior was only measured by self-reports of employees. The cross-sectional study design limits causal conclusions.
Research/Practical Implications

The study is a step forward in understanding innovativeness in small firms. It provides useful knowledge as concerns how
entrepreneurs can foster their employees’ positive affect and innovative behavior.

Originality/Value

This study investigates complex relationships between entrepreneurs’ personal resources and their employees’ affects and behaviors.
The use of a multilevel study design and multicounty sample increase the study’s value and contribution.
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Entrepreneurial personality and entrepreneurial decision making
Th-SYM-1649-1

Personal and work-related resources and entrepreneurship

M. Laguna’, M. Gorgievski-Duijvesteijn

Main Abstract Content:

* State of the Art

Entrepreneurship is important for economic growth and job creation, delivering innovative solutions to social and environmental
problems. Most of current entrepreneurship literature is dominated by business and economics research, however psychologists to
date start making important contributions to the field.

* New Perspectives/Contributions

The unique work situation of entrepreneurs offers a great opportunity for investigating psychological mechanisms explaining the
interplay between personal and work-related resources, motivation, decision making, behavior and well-being. The resources of
(potential) entrepreneurs play a vital role during different stages of the entrepreneurship process. They impact on vocational
decisions, and entrepreneurs’ resources can be expected to impact their own performance and well-being, as well as the motivation,
behavior and well-being of their employees. This symposium explores the role of entreprencurs’ resources and provides insight into
dynamic mechanisms, such as a resource gain spirals, focusing on both individual and team level.

* Research/Practical Implications

The novel studies presented during this symposium are a step forward in understanding innovativeness in small firms, providing
suggestions for how entrepreneurs can foster their employees’ positive affect and innovative behavior. Our findings suggest that
money can be an important trigger of job autonomy and work-related social support, which are job resources playing a crucial role for
individuals’ heath. The studies also offer insights into entrepreneurial intentions formation, showing that self-perceived creativity has
an impact on the entrepreneurial intentions as well as individual values, psychological traits and entrepreneurial parents as role
models.
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Th-SYM-1649-4

Higher income = better health? A Longitudinal Study of Entrepreneur Income and Well-being

D. Wach’, A. Augustin 12, U. Stephan?, J. Wegge '

"Technische Universitat Dresden, Dresden, Germany, 2Aston Business School, Birmingham, United Kingdom

Main Abstract Content: Purpose

Drawing on two psychological resource perspectives — the Conservation of Resources Theory and the Job Demand Resources Model
we propose that higher entrepreneur income can trigger a positive resource gain spiral leading to better health. Furthermore, this
process is likely mediated through work-related resources (autonomy and social support) and work-related well-being (job
satisfaction).

Design/Methodology

The cross-sectional sample consisted of 233 entrepreneurs, working in the IT sector (N=117) and restaurants (116).The longitudinal
sample (2002-2005) consisted of 73 entrepreneurs, indicating a dropout rate of 68.67% over three years. At both time points
entrepreneurs self-reported their health, income, work-related resources, and well-being using established scales.

Results

We tested a cross-lagged panel model. Entreprencurs’ income had a direct effect on their health as well as an indirect effect via job
characteristics and work satisfaction. The relationship from income measured at t1 to health outcomes at t2 was positive and
significantly stronger than the reverse relationship.

Limitations

We used self-report measures. However, common method bias is alleviated as reported income is based on objective financial
information.

Research/Practical Implications

Our findings suggest that money can be an important trigger of job autonomy and work-related social support (particularly in longer
term) which are job resources widely acknowledged to play a crucial role for individuals’ heath.

Originality/Value

Using a research design that controls for reverse causality, this study widens the scope of outcomes considered in entrepreneurship
research by drawing attention to entrepreneurs’ personal health. It highlights the importance of financial resources as an important
predictor of health.

Disclosure of Interest: None Declared
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Fr-SYM-490-1

Virtues and work - Ethical individuals in ethical organizations?

M. Kaptein ', M. Huhtala 2", M. Ruokolainen 3, S. D. Schaefer4, M. Kangas ?

'RSM Erasmus University, Rotterdam, Netherlands, 2Department of Psychology, University of Jyvaskyla, Jyvaskyla, 3
School of Social Sciences and Humanities, University of Tampere, Tampere, Finland, “Alpen-Adria University Klagenfurt,
Klagenfurt am Woérthersee, Austria

Main Abstract Content: State of the Art:

Sustainable and responsible practices in business and in organizations are increasingly important in today’s working life. This interest
has induced abundant research in the behavioral ethics domain during the recent decades. To answer this growing demand for
integrity, organizations need evidence-based knowledge about how they can create and support an ethical, responsible working
environment. We also need further understanding about the antecedents and outcomes of ethical work context.

New Perspectives/Contributions:

This symposium provides new empirical evidence about several viewpoints on how to understand and support ethicality in
organizations. Focusing both on individual processes (amoralization, moral identity, and personal virtues) and organizational context
(ethical leadership and ethical culture) it brings interdisciplinary contribution to understanding moral motivation and decision-making
in the work context. We also present results on how ethical values and practices can support well-being at work (e.g., lead to less
sickness absence, less emotional and cognitive strain, and less turnover).

Research/Practical Implications:
The studies give several important implications on how to encourage ethical behavior and reduce unethical practices and their
negative consequences in the work place.
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Fr-SYM-490-3

A virtuous employee in challenging human relations work - Do the employees and their supervisors share their
perceptions?

M. Ruokolainen ", T. Ylinen ', M. Huhtala 2

'School of Social Sciences and Humanities, University of Tampere, Tampere, 2Department of Psychology, University of
Jyvaskyla, Jyvaskyla, Finland

Main Abstract Content: Purpose: This qualitative interview study focused on virtues related to a good employee in social services.

It considered both employee and supervisor perceptions and investigated the extent of consistency between them.
Design/Methodology: The study was conducted among social workers working in two Finnish cities in 2016. Altogether, 26
employees and 12 supervisors were interviewed. The interviews were analyzed using data-driven content analysis.

Results: The results showed that the virtuous employees were characterized by five core virtues: wisdom, self-regulation, humanity,
justice and teamwork, which comprised of several different character strengths (CS, i.e., qualities that lead individuals to desire and
pursue the good). The wisdom included CSs such as knowledge, perspective and open-mindedness, whereas reflectiveness, self-
control and stress tolerance were related to self-regulation. Humanity consisted of CSs labelled optimism, compassion and social
intelligence. The CSs commonly associated with the justice were fairness and equality, whereas friendliness, openness and citizenship
were usually related to the teamwork. The employees reported more often virtues manifested in customer relationships (i.e., wisdom,
humanity, justice), whereas the virtues associated with a good employee in general (i.e., teamwork, self-regulation) were more
typically brought up by supervisors.

Limitations: The study focused on one occupational sector, which limits the generalization of the findings.

Originality/Practical implications: This study shed new light on the employee virtues which have been under-investigated in 1/O
psychology. It also showed that the employees and supervisors do not necessarily share their perceptions of the virtuous employee — a
point which should be considered in a virtue-based organizational development.
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Moral work identity: A study of managers’ focus group discussions

M. Huhtala'*, A.-M. Lamsa?Z?, T. Feldt '

"Department of Psychology, 2School of Business and Economics, University of Jyvaskyla, Jyvaskyla, Finland

Main Abstract Content: Purpose: This study introduces and empirically tests a new concept of moral work identity (MWI). We
define it as a sub-dimension of personal moral identity, referring to individual moral schemas that are applied in and developed
through ethical dilemmas at work. We apply Marcia’s four-stage ego-identity model to study working adults in organizational
contexts.

Design/Methodology: Focus group discussions (in total 16 Finnish managers) were thematically analyzed using a theoretically
driven approach.

Results: All hypothesized MWI stages were found from the data: 1) Diffusion (no commitment to personal ethical values), 2)
Foreclosure (the manager has adopted external values without personal reflection), 3) Moratorium (active reflection and consideration
of personal values), and 4) Achieved (commitment to personal ethical values after individual exploration and reflection).
Limitations: This is a pilot study with a small number of participants, which limits the generalizability of the results.
Research/Practical Implications: Studying the processes of moral identity especially in the work context brings a significant
contribution to understanding (un)ethical behavior in organizations and individual variation in moral decision-making. Individuals
with achieved MWI seem to be more likely to notice and reflect on the ethical dimensions of decisions, and less likely to morally
disengage or to contravene moral standards than in the other MWI statuses.

Originality/Value: This study is the first to apply developmental psychology to behavioral ethics among working adults. It showed
that individuals differ from each other in their moral identities as it comes to work-related ethical issues.

Disclosure of Interest: None Declared

Keywords: None

257



Ethics and Sustainability

Ethical issues in Organizational Psychology
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Ethical leadership — advocate of followers’ wellbeing? The effects of ethical leadership on followers’ emotional and
cognitive strain

S. D. Schaefer "

'Department of Human Resource Management, Leadership and Organizational Behavior, Alpen-Adria University
Klagenfurt, Klagenfurt am Worthersee, Austria

Main Abstract Content: Purpose: Recent statistics related to sick-leaves illustrate a reduction of physical strain at work. By

contrast, mental strain has increased over the last decades. Therefore, increased attention has been drawn to what extent leaders affect
followers” wellbeing. Since it is argued that leaders who lead ethically provide job resources (Hobfoll, 1989), the aim of the present
study is to investigate the effects of ethical leadership on followers’ perceived emotional and cognitive strain. Furthermore, based on a
preceding literature review the followers” perceived autonomy at and their general self-efficacy are introduced as contingency
variables in this model.

Design/Methodology: Testing the model assumptions, a cross-sectional online survey, based on a sample of working people (n =
247) in Austria and Germany, is conducted. To measure the constructs standardized scales are employed.

Results: By applying a structural equation model, it can be shown that all seven dimensions of ethical leadership are linked to a
reduced emotional and cognitive strain at work. Moreover, the assumed positive moderation effects can be confirmed.

Limitations: Further research is recommended to examine possible long-term effects.

Research/Practical Implications: The results reveal important implications for occupational health psychology and human resource
management theory as well as for leadership practice.

Originality/Value: This investigation contributes to the current leadership-focused literature by examining the effects of ethical
leadership on followers’ emotional and cognitive strain influenced by autonomy at work that is perceived by followers and their
general self-efficacy.
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The role of ethical organizational culture in preventing sickness absence and turnover in organizations

M. Kangas '*, M. Kaptein 2, M. Huhtala ', A.-M. Lams& 3, P. Pihlajasaari4, T. Feldt '

"Department of Psychology, University of Jyvaskyla, Jyvaskyla, Finland, 2RSM Erasmus University, Rotterdam,
Netherlands, 3School of Business and Economics, University of Jyvaskyla, Jyvaskyla, 4Tullinkulman tyoterveys, Tampere,
Finland

Main Abstract Content: Purpose: The aims of the research were to examine the associations between ethical organizational culture
and sickness absence at both individual and work unit levels, to study the role of ethical organizational culture as an antecedent of
managerial turnover, and to examine the reasons managers gave for their turnover, and the associations between ethical culture and
these reasons.

Design/Methodology: Two different datasets were used: one public sector organization with four service areas (altogether 246 work
units, 7= 2192) and a four-year three-wave dataset of 902 Finnish managers from different organizations. Ethical organizational
culture was measured with the 58-item CEV scale (CEV; Kaptein, 2008).

Results: The results showed that a strong ethical culture was found to associate with less individual-level sickness absence. At the
work unit level the same tendency was not found. Moreover, the results indicated that managers were more likely to stay in
organizations which had a strong ethical culture. Managers gave reasons for turnover that were related, e.g., to dissatisfaction with the
job or organization, value misfit, and decreased well-being in organizations. Especially managers in these turnover reason groups
perceived their organization’s ethical culture as weaker.

Limitations: The number of absences and their duration was not investigated. Research included only self-reports.

Practical implications and value: Findings show that ethical values in organizations have the potential to reduce sickness absence
and to keep valuable managers in the organization.
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An amoralization alarm clock: A model of potential rationalizations and neutralizations
M. Kaptein '”, M. van Helvoort

'RSM Erasmus University, Rotterdam, Netherlands

Main Abstract Content: State of the Art:

Neutralizations and rationalizations are important explanations for the rise and persistence of unethical behavior. The literature
provides numerous types and examples of neutralizations and rationalizations. However, an overview of possible neutralizations and
rationalizations is lacking as well as a logical categorization.

New Perspectives/Contributions:

This paper presents a model of what we call amoralizations. The model consists of four quadrants, each consisting of three types,
represented as a clock. The presented sequence of the types suggests that the later it is, the less room there is to deny moral
responsibility.

Research/Practical Implications:

A (more) complete overview of possible rationalizations and neutralizations will be helpful for future research to decide on and to
account for which technique to study. One of the practical implications is that each of the quadrants requires a different approach to
address it.

Originality/Value:

The model is the first attempt to capture all possible neutralizations and rationalizations in one model. All examples of neutralizations
and rationalizations that we have found in the scientific literature can be placed in the model.
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Th-SYM-2769-1

Leadership development and community mobilization: the value of collaborative methodologies in WO psychology
field research

R. Meilleur '*, J. LeBlanc ', P. Morin 2

Département de psychologie (Psychology Department), 2Ecole de travail social (School of Social Work), Université de
Sherbrooke, Sherbrooke, Canada

Main Abstract Content: Collaborative research methodologies can contribute to leadership development and innovation, as they
offer learning opportunities and reflective spaces for both managers and organizations in the process. Using a qualitative study
conducted in a public social housing organization in Quebec, Canada, we argue that using such methodologies can enable change and
be profitable to researchers, practitioners, stakeholders and communities. Inspired by a Rea/istic Evaluation approach (Pawson &
Tilley, 1997) and Schein’s organizational culture framework (1985), this case study intends to document the processes linking
organizational culture to citizenship development of social housing residents. This is done using qualitative data collection methods
(semi-structured and informal interviews with managers, employees, and residents, focus groups, observations and organizational
documents analysis) and the Grounded Theory analysis (Glaser & Strauss, 1967; Paillé, 1994). Some issues regarding collaborative
research are discussed, such as the researcher’s standpoint, the tension between the creation of learning spaces and respecting
confidentiality, as well as the challenges of creating partnership with multiple — and sometimes opposed — social actors. We conclude
by reflecting on these issues and the value of collaborative methodologies in WO psychology field research.
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Offers and Requests of Idiosyncratic Deals (I-deals): A Necessary Evil for the Rest?

M. Tomprou **, M. Simosi 2

'"Carnegie Mellon University, Pittsburgh PA, United States, 2Business School, University of Roehampton, London, United
Kingdom

Main Abstract Content: State of the art. I-deals refer to the negotiated arrangements between
employees and their organization to ideally result in beneficial outcomes for both (Rousseau,
Tomprou, & Simosi, 2016). Although there is considerable evidence that employees often request
some idiosyncratic term in their employment relationship, there is scarce research regarding the
process underlying such requests and offers. This results in a poor understanding of the
mechanisms of granting and managing such arrangements (Coyle-Shapiro and Conway, 2015).

New Perspectives/ Contribution. This symposium explores these mechanisms to better understand
the role of i-deals. In the first paper, Bal and Vossaert provide evidence on a new scale development
about aspects of i-deals that remain theorized. In the second paper, Chang, Coyle-Shapiro, and Kuo
examine how psychological contracts and i-deal requests are linked through psychological needs in
unfavorable conditions. The third paper by Aldossari approaches international assignments as i-
deals initiated by the organization, which may create repatriates’ expectations for future i-deals. In
the fourth paper, Kossek offers a much-needed multilevel perspective of how work-family-related
practices can be designed based on flexibility i-deal requests to reflect employees’ needs. The final
paper by Simosi and Tomprou using policy capturing examines how i-deals and peer contributions
affect managerial decision making about employee advancement. Violet Ho (University of
Richmond), will be the symposium discussant. She will provide insights about the contributions of the
papers in theory development and managerial practice.

Research/Practical implications. The symposium provides an advancement of under-developed
aspects of i-deals ranging from theory development to measurement.
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Managers’ career advancement decisions for i-deal holders: A policy-capturing study

(ORAL PRESENTATION IN SYMPOSIUM: EAWOP2017-SYMPOSIUM 2111

M. Simosi ', M. Tomprou 2

'Business School, University of Roehampton, London, United Kingdom, 2Carnegie Mellon University, Pittsburgh PA,
United States

Content: PRESENTATION IN SYMPOSIUM: EAWOP2017-SYMPOSIUM 2111
Purpose. In this study we examined the extent to which i-deals affect the process through which
managers make decisions about their employees’ career advancement.

Design/Methodology. Using policy capturing approach, we developed and tested sixteen scenarios
in 118 managers to assess the extent to which three types of i-deals (flexibility i-deals, reduced
workload i-deals, and development i-deals) along with contributions to co-workers (to reduce any
burden to peers due to an i-deal) influence their decisions about their employees career
advancements (i.e., pay raise, promotion, and career success).

Results. Developmental i-deals positively affect managers’ decisions concerning employees’ pay
raise, promotion, and career success, whereas reduced workload affect their decision negatively.
When developmental i-deals are accompanied by contributions to peers, managers make more
favorable decisions for pay raise and promotion, but not for long-term success. Contributions to
peers affect positively managers’ decision about employee career advancement. Flexibility i-deals
influence positively managerial decision about employee long-term career success only when
employees contribute to their peers.

Limitations. Although we instructed participants to make decisions just as they would at work, the
extent to which our results generalize to real-life managerial decision making remains an empirical
question.

Research/Practical Implications. This study provides insights on how managers make decisions
about i-deals and offers practical recommendations for career management practices especially for
these employees who choose to negotiate and request an i-deal.

Originality/Value. This is one of the first studies that explains managerial decision making for i-deal
holders.
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Development of an I-deals Motivation and Management Measure
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Lincoln International Business School, University of Lincoln, Lincoln, United Kingdom, 2Personnel Management, Work
and Organizational Psychology, Ghent University, Ghent, Belgium

Content: PRESENTATION IN SYMPOSIUM: EAWOP2017-SYMPOSIUM 2111

Purpose.The purpose of the current study is to develop and validate a new measure of i-deals. More
specifically, it aims to introduce measures for two key aspects of the i-deal negotiation process: the
motivations that employees have to negotiate i-deals and the management of i-deals in the aftermath
of the negotiation process. While current i-deals measures are available, they are aimed at
measuring either content (e.g., development or pay) or timing of i-deals (before or after hire). Mixed
findings adopting these measures indicate that other aspects of i-deals might play a role, such as i-
deal management and motives. On the basis of earlier work, we define two motives for i-deal
negotiation, namely growth and accommodation.

Design/Methodology. Three studies among a variety of employees in the Netherlands (study 1-3)
and a two-wave study among an international sample (study 4) were conducted in which the three
new measures were developed, tested, and validated. With these four studies content, discriminant,
convergent as well as predictive validity are evaluated.

Results. The results show the reliability and validity of the new measures. They are distinct from
existing i-deals measures and relate to theoretically relevant predictors and outcomes.

Limitations. All studies were based on self-report measures.

Research/Practical Implications. The study presents the new measures, which can be used by both
researchers and practitioners in determining why people negotiate i-deals, and how they are
managed.

Originality/Value. The study is the first one to test measures of i-deals motivation and management.

Disclosure of Interest: None Declared
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Granting i-deals begets i-deal expectations: A qualitative study on repatriates
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M. Aldossari '

"Business School, University of Edinburgh, Edinburgh, United Kingdom

Content: ORAL PRESENTATION IN SYMPOSIUM: EAWOP2017-SYMPOSIUM 2111

Purpose. Current research explores the role that international assignments (IA), as a form of i-deals
initiated by the organization, play on repatriates’ perceived entittlement for continuation after their
return to the host organization and their implications for their employment relationship.

Design/Methodology. Interviews were conducted with 60 employees and 14 HR managers, including
observations and archival data from two Saudi Arabian organizations: Oil-Co and Chemo-Co.

Results. From the findings it is evident that there were strong feelings of being “special” deemed by
the repatriates as a positive aspect of being selected for |IA. Further, findings showed that granting 1A
i-deal influenced employees’ feelings of entitlement to continued idiosyncratic treatment. In Oil-Co,
after repatriation, individual’s unsuccessfully negotiated i-deals (i.e., special promotion track or
exceptional career progression plan) which had detrimental effects for their repatriation, such as
thoughts of quitting. In Chemo-Co, repatriates were more likely to successfully negotiate and obtain
idiosyncratic arrangements (moving from technical track to managerial track) thus increasing
perceptions of job satisfaction and affective commitment.

Research/Practical Implications. The present study provides interesting paths of how granting i-deals
can backfire if not sufficiently managed.

Limitations. The research findings presented here have been reported from data gathered at one
point in time. Longitudinal research design can potentially provide deeper insight.

Originality/Value. This is the first paper that offers useful directions about how granting i-deals
initiated by the organization, can create expectations about its management and the potential effects
when these fail to be managed properly.

Disclosure of Interest: None Declared
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How Do I-Deals Deal with Psychological Contract Breach? A Psychological Needs Perspective
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'Department of Management, London School of Economics & Political Science, London, United Kingdom, 2National
Chenchi University, Taiwan, Taiwan, Province of China
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Purpose. We explore how psychological contracts and idiosyncratic deals (i-deals) are related from a
psychological needs perspective. We focus on two prominent needs (the need to belong and the
need for control), and examine how thwarted psychological needs can provide one explanation for
the relationship between employees’ psychological contract breach (PCB) and requesting an i-deal.
Design/Methodology. Using a sample of 124 EMBA Taiwanese employees, we gathered the data at
three points in time with a separation of three months between each measurement point. PCB was
captured at Time 1, thwarted psychological needs at Time 2 and request for an i-deal at Time 3.
Results. Thwarted belongingness needs positively mediate the relationship between PCB and the
request for an i-deal whereas thwarted control needs negatively mediate the relationship between
PCB and request of an i-deal.

Limitations. The study considers psychological needs only without concurrently examining the role of
individual differences or contextual factors.

Research/Practical Implications. We provide an alternative perspective for psychological contracts
and i-deals beyond a social exchange explanation. We demonstrate that thwarted psychological
needs can explain why (and why not) PCB leads to (or not) an employee requesting an i-deal.
Originality/Value. While psychological contracts and i-deals share a common theoretical basis in
social exchange theory, empirically, the two strands of research have remained independent.
Drawing upon psychological needs, we integrate the two frameworks by examining how PCB can
trigger employee's’ request for an i-deal.

Disclosure of Interest: None Declared
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266



Employment relations

Flexible work hours

Th-SYM-2111-6

Work-Life Boundary Control as Flexibility I- Deals
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E. Ernst Kossek '
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State of the Art. Rising connectivity impacts where, when, and how work is done; changes work-
nonwork social relationships; increases 24-7 availability, and intensifies the pace of daily life. Blurring
work-life boundaries are challenging as employees and organizations negotiate work-nonwork
permeability in increasingly diverse ways, referred to as boundary management styles (separators,
integrators, cyclers) (Kossek, 2016). Although both involve work-life customization, boundary
management and idiosyncratic deals (i-deals) literatures lack integration. Flexibility i-deals allow
employees to work a preferred schedule or location (Rousseau, 2005), but understudies boundary
control.

New Perspectives/Contributions. Fresh insights include: 1) the argument that work-life boundaries
are growing i-deals; 2) new literature, assessment, and research and teaching examples
demonstrating that boundary management preferences are increasingly diverse; and 3) a multi-level
perspective that organizations would foster greater person-environment fit if they more actively
supported I-deals for boundary customization.

Research/Practical Implications. Guidance is provided on how organizations, managers and
individuals might better negotiate and manage preferences for work-life boundary management to
customize individuals’ daily boundary management needs as i-deals that enhance individual and
team well-being. Recommendations are provided to assist, researchers, teams and organizations in
examining how to create positive cultures of customized i-deals as a normalized way of working and
social exchange. Many organizations adopt work-life policies as formal one- size fits all programs
and do not consider the need for mainstreaming work-life boundary i-deals as essential for
implementation.

Originality/Value.Little research relates work-life boundary control to i-deals, nor the daily
idiosyncratic ways that work-life availability is enacted.

Disclosure of Interest: None Declared
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How necessity affects the effect of work-related extended availability on work-life-balance and the effectiveness of
boundary management strategies

N. Pauls ', B. Pangert ', C. Schlett '

"University of Freiburg, Department of Psychology, Occupational und Consumer Psychology, Freiburg, Germany

Main Abstract Content: Purpose

Work-related permanent availability is defined as employees’ availability for work concerns outside the work domain. Previous
research reflects that permanent availability mostly leads to impairments of work-life-balance. However, some studies also revealed
positive effects on employees’ work-life-balance. The present study investigates whether the necessity of availability affects
availability’s beneficial consequences. In this regard, we expect that permanent availability has more positive effects on employees’
work-life-balance and that boundary management strategies are more effective given low (i.e. a high degree of voluntariness) than
high necessity.

Design/Methodology

To test our assumptions, we conducted a cross-sectional online study with 169 employees from the IT sector. Aside from permanent
availability (i.e. number of work-related requests outside regular working hours), we assessed boundary management strategies, the
necessity of the availability, work-life-conflicts and detachment from work.

Results

In line with our assumptions, moderated multiple regression analysis showed that permanent availability was associated with fewer
work-life-conflicts when the necessity of availability was low but not when it was high. Similarly, boundary management strategies
led to more detachment from work only when the necessity of availability was low.

Limitations
Results are based on a cross-sectional design and on a new measure of the necessity of availability.

Research/Practical Implications

Keeping the necessity low (e.g. reduce workload, emergencies) provides a strategy to ensure that work-related availability has
positive (and not negative) effects on employees’ work-life-balance.

Originality/Value

This study provides first insight into the question under which circumstances permanent availability has beneficial consequences and
sheds light on one underlying process.

Disclosure of Interest: None Declared
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Extended work availability outside working hours: Motives and consequences on sleeping quality of Austrian workers

M. Hartner-Tiefenthaler ", S. Feucht! 2
TU Wien, 2Chamber of Labour of Lower Austria, Wien, Austria

Main Abstract Content: Purpose

Modern work life is often characterized with the opportunity to access work outside regular working hours. This results in extended
working time and an “always on” mentality. Recent studies show that extended work availability impairs well-being and recovery
experience (e.g. Dettmers, Bamberg & Seffzek, 2016). In this study, we investigate the relationship of extended work availability,
cognitive irritation and sleeping quality.

Design/Methodology

A cross-sectional questionnaire study (paper-pencil and online) was carried out with a sample of N=4.163 Austrian workers from
different industries. In an exploratory analysis, predictors for e-mail availability outside working hours are explored (e.g., motives,
demographics, industries). Subsequently, the relationship of extended work availability, cognitive irritation, and sleeping quality is
tested.

Results

Preliminary analyses show that the direct negative relationship between extended work availability and sleeping quality (f = -.04)
turns positive ( = .08) once cognitive irritation is added. Availability via e-mail outside working hours relates positively to cognitive
irritation (§ = .28) which, in turn, relates negatively with sleeping quality (B = -.41). The fear of negative consequences at work when
not available was found to be a driver for extended work availability.

Limitations
Due to cross-sectional data no causal conclusions can be made.

Research/Practical Implications
Based on these results, we aim to support the policy-making process for this issue in order to improve employees’ working conditions

and well-being and prevent employees from self-exploitation.

Originality/Value
By analyzing predictors for extended work availability, we gain a more holistic understanding of this phenomenon.

Disclosure of Interest: M. Hartner-Tiefenthaler Conflict with: This study was supported by the Austrian Chamber of
Labour, S. Feuchtl Conflict with: This study was supported by the Austrian Chamber of Labour
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Perceived legitimacy of permanent availability, psychological detachment and their role for emotional exhaustion
C. Brauner'’, A. M. Wéhrmann'

'Federal Institute for Occupational Safety and Health (BAuA), Dortmund, Germany

Main Abstract Content: Purpose

Modern communication technologies allow employees to be available at all times which can be perceived as psychologically
demanding. This study aims at shedding light on the relationship between permanent availability and burnout. Drawing on the
importance of cognitive appraisal (Lazarus, 1974), we tested whether this relationship depends on employee’s perceptions of the
legitimacy of availability demands. Another potential mechanism we examined is the mediating role of psychological detachment.

Design/Methodology
We examined data of 17.933 employees from the Working Time Survey 2015 of the Federal Institute for Occupational Safety and
Health to test our model.

Results

A series of structural equation models showed that psychological detachment partially mediated the relationship between permanent
availability and emotional exhaustion while perceived legitimacy moderated the relationship. The relationship between permanent
availability and emotional exhaustion was stronger in case of low perceived legitimacy.

Limitations
Given the cross-sectional nature of the data, causal conclusions cannot be drawn.

Research/Practical Implications

The results indicate that perceived legitimacy and psychological detachment are important variables in the relationship between
permanent availability and the occurrence of stress. They might explain why employees feel more or less stressed when confronted
with availability demands and point to leverage points for interventions. A test of the model with longitudinal data is necessary.

Originality/Value

While permanent availability is a subject of controversial public debate, our study is the first to propose a process model considering
the effects of perceived legitimacy of availability demands and detachment which has been tested in a large-scale sample.

Disclosure of Interest: None Declared
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The differentiated voluntary or expected availability for work effects on Work-Family-Conflict (WFC)
J. Dettmers '’

"Medical School Hamburg, Hamburg, Germany

Main Abstract Content: Purpose

Studies that have investigated the effects of extended availability for work on employee well-being have provided evidence for
detrimental effects on work-related well-being, recovery and WFC. However, most studies do not differentiate between extended
work availability as an organizational requirement on the one hand and voluntary actions to increase the own availability on the other
hand. The aim of the presented study is to analyze the differentiated effects of extended work availability on WFC with regard to
external expectations or voluntary action.

Design/Methodology
680 employees completed an online-questionnaire assessing organizational expectations for extended availability, voluntary actions
to remain available, and work family conflict. A second survey wave with 450 of the first participants is in progress.

Results
Hierarchical Regression analysis revealed that both organizational expectations for extended availability and voluntary actions to
remain available were independently positively related to WFC.

Limitations
The survey data is cross-sectional. A second wave to analyze longitudinal data is in progress and may be presented.

Research/Practical Implications

From a theoretical point of view it is important to differentiate the effects of work characteristics that are outside the individual
(organizational availability expectations) from individual voluntary behaviours. Both may be addressed by different intervention.
Whereas organizational expected availability must be an issue of organizational design of availability, individual voluntary action
may be addressed by person focused interventions.

Originality/Value
This is to our knowledge the first study to include voluntary availability and organizationally expected availability into one research
model.

Disclosure of Interest: None Declared
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Permanent availability and employees’ work-life-balance and health

A. M. Wéhrmann ", A. Michel

'Federal Institute for Occupational Safety and Health (BAuA), Dortmund, Germany

Main Abstract Content: State of the art
Advances in communication technology allow employees to be contacted outside regular working hours for work related reasons.
Research suggests that this permanent availability has effects on employees’ well-being. However, the extent of permanent
availability as well as the conditions under which permanent availability has negative or positive effects on employees’ work-life-
balance and health remain largely unclear.

New Perspective/Contribution

The aim of this symposium is to present and discuss findings on the effects of permanent availability on employees’ work-life-balance
and health. First, an overview is given about the distribution of permanent availability and its relation to work-life-balance and health
using a representative sample of the German working population. The next two papers focus on the relation between permanent
availability and work-life-balance by taking a closer look at voluntary vs. external expected permanent availability as well as the
perceived necessity of availability. The following two papers explore mechanisms and contexts in the relation of permanent
availability with the health-related outcomes emotional exhaustion and sleep, such as the perceived legitimacy and expected
consequences of permanent availability.

Conclusion and Implications for Research/Practice
The findings of the studies not only confirm that permanent availability is related to employees’ health and work-life-balance but also

show that the circumstances of permanent availability play an important role. The results trigger the discussion on how permanent
availability should be organized and thus provide relevant starting points for research and practice.

Disclosure of Interest: None Declared
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Distribution and risks of permanent availability in Germany
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Main Abstract Content: Purpose

Although permanent availability is a subject of controversial debate in politics and in the media, scientific studies on this topic are
rare. To objectify these discussions, reliable data are necessary. This study investigates the distribution of permanent availability and
its relation to employees’ work-life-balance and health in a representative sample of the German working population.

Design/Methodology

Data of 18.119 participants of the Working Time Survey 2015 of the Federal Institute for Occupational Safety and Health are
examined. Various sociodemographic and work characteristics are considered to describe the distribution of permanent availability.
Further, participants’ health and work-life-balance depending on permanent availability are examined.

Results
Overall, 22% of the employees report to be expected to be available for working issues but only 12% confirm to be often actually

contacted after work. Permanent availability is rather associated with work characteristics than with sociodemographic characteristics.

Employees with permanent availability report worse health and work-life-balance.

Limitations
Although the sample is representative, the cross-sectional data do not allow for causal inferences.

Research/Practical Implications

The findings can contribute to debates on permanent availability as they give insights on the relevance of the phenomenon as well as
its distribution and associated risks. In practice, it should be examined carefully, in which kind of jobs permanent availability is
actually expected and practiced.

Originality/Value
This study provides reliable data the extent and distribution of permanent availability in Germany as well as its relation to health and
work-life-balance.

Disclosure of Interest: None Declared
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Entrepreneurial subjective well-being and business performance, A two-year follow-up study
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University, Tilburg, Netherlands

Main Abstract Content:

Purpose

The purpose of this study was to test the “happy-worker” thesis among entrepreneurs, by investigating bi-directional relationships
between entrepreneurial well-being, objective business performance indicators, and subjective personal and financial business success.
Design / methodology

This was a two-wave longitudinal survey study among 121 entrepreneurs in The Netherlands, using a time lag of 2 years. Data were
analyzed using Smart PLS.

Results

Subjective well-being on Time 1 (work engagement; life satisfaction; and job satisfaction) predicted both subjective personal business
success and subjective financial business success, but not objective business performance (profit and turnover) over time. The
expected recursive relationships between business performance at T1 and well-being at T2, were not found, although objective
business performance and subjective business success were strongly related at both measurement moments. Objective business
performance at T1 predicted perceived entrepreneurial success at T2 through well-being T1. The finding that positive well-being at
one time predicts subjective entrepreneurial success two years later, over and above the current objective business indicators
corroborates findings of previous research.

Limitations

The main limitations of this study are that data were collected only at two points in time and the rather long time lag between data
waves.

Research / practical Implications

Entrepreneurs base their business decisions on perceived business success, which was found to be influenced by entrepreneurs’ well-
being and does not need to accurately reflect the objective financial situation. This underscores entrepreneurs’ well-being as key for
business performance.

Disclosure of Interest: None Declared
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Organisational Engagement and Proactivity: Explaining the Effects of Team Working and Appraisal on Outcomes

J. Dawson ', M. West?23

'Sheffield University Management School, Sheffield, 2Lancaster University Management School, Lancaster, 3The King's
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Main Abstract Content:

Purpose

Previous research (e.g. West et al., 2002, 2006; Lyubovnikova et al., 2015) has demonstrated links between certain HRM practices —
particularly team working and appraisals — and patient outcomes in hospitals. This paper explores two explanatory mechanisms for
these effects, by considering organizational level constructs for work engagement and proactivity.

Design/Methodology

We used routinely collected staff survey and outcome data from 147 hospitals in England. IVs were the proportions of employees
having well-structured appraisals and working in well-structured teams. Work engagement and proactivity were each measured by
three items (alpha = 0.81 and 0.86 respectively). Organizational performance was measured by patient mortality and patient
satisfaction.

Results

Both team working and appraisals were strongly linked to both forms of engagement, as well as to mortality (whereas having any
form of appraisal and team working were not). Bootstrap tests found significant mediated effects between team working and patient
satisfaction (p =.001), and between both HRM variables and mortality. There was some evidence for a three-stage mediation process
(HRM-engagement-proactivity-outcomes).

Limitations
The order of causality cannot be fully determined, particularly between engagement and proactivity. Measures were constrained to
secondary data sources.

Research/Practical Implications

Having high-quality HRM practices is essential to promote engagement and proactivity, subsequently patient outcomes. The adoption
of organizational constructs for engagement and proactivity is helpful to explain these relationships.

Originality/Value

Using routinely collected data, the formation of organizational level constructs of engagement and proactivity helped to explain
mediating processes of a well-known relationship (HRM & performance).

Disclosure of Interest: None Declared
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Team Leadership Supporting Team Processes in Different Contexts: Tackling Organisational Challenges with an
Academic Approach

S. van der Haar *", H. van Mierlo 2

'Educational Research and Development, Maastricht University, Maastricht, 2Faculty of Social Sciences, Erasmus
University Rotterdam, Rotterdam, Netherlands

Main Abstract Content: State of the art

The impact of team leadership on team effectiveness is evident (e.g. Druskat & Wheeler, 2003; D’Innocenzo et al, 2015; Lorinkova et
al, 2013; Benoliel & Somech, 2015). For many organizations however, designing and effectuating effective team leadership is a
major challenge. This makes this scientific domain highly suitable for abductive inference (Mathieu, 2016), implying that a practical
quest is tackled with scientific rigor and results are used to enrich and refine existing theory. This symposium explores different
leadership approaches in different team contexts while building on organisational issues.

Contributions

Four empirical studies conducted by researchers from diverse affiliations and nationalities illustrate the role and outcomes of various
types of team leadership in different contexts. The presenters will highlight the organisational issue underlying their research. Koeslag
investigates multiple leadership styles’ effects on team learning in wzzversity teacher teams with an innovative task. Hoven explores
effective leadership behaviours in emergency management command-and-contro/ teams. Van Mierlo addresses boundary-
management behaviours displayed by team leaders and members of semi-autonomous teams in a large municipality. Dorta Afonso
reports on how adaptive behaviours depend on leadership styles and the magnitude of change in firefig/hting teams. The symposium
introduction and discussion explore the value and practice of contextual team leadership research based on abductive inference.
Research implications

The diversity in studied team types and their organisational issues foster a comparison of roles and outcomes of different types of
team leadership across contexts.

Disclosure of Interest: None Declared
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Linking clan work-unit culture and work-unit engagement: the mediator role of communication quality
V. Gonzalez-Roma'’, A. Hernandez ', V. Melian 2

"University of Valencia, Valencia, Spain, 2Universidad de la Republica, Montevideo, Uruguay

Main Abstract Content:

Purpose
We investigated whether 1) change over time in clan work-unit culture is related to change in work-unit engagement, and 2) whether
this relationship is mediated by change in work-unit communication quality.

Design/Methodology
We collected data from a sample of employees (N=905) working in 81 bank branches at two time points separated by 2 years. Data
were analyzed by means of hierarchical multiple regression.

Results

The results obtained showed the following: 1) change in clan work-unit culture was positively related to changes in work-unit
engagement (beta = .26, p <.05) and communication quality (beta = .82, p <.01), 2) change in work-unit communication quality was
positively related to change in work-unit engagement (beta = .44, p <.05), and 3) the relationship between change in clan work-unit
culture and change in work-unit engagement was mediated by change in work-unit communication quality (indirect “effect” (ab):
359, P =z z =2838,p<.0l).

Limitations

Data were collected from the same source (unit members), which might have inflated the relationships observed. However, the
longitudinal design implemented contributed to attenuating this methodological artifact.

Research/Practical Implications

Our study shows one of the mechanisms (communication quality) linking clan work-unit culture and work-unit engagement, and

suggests that implementing the values of can cultures is a way to improve unit engagement.

Originalip/Value
This is one of the first studies to show one of the mediators linking unit culture and work engagement.
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Temporal Relationships of Communication and Conflicts in Teams

A. M. Raes’, W. Van Olffen', J. Hofmans?2

'TIAS School for Business and Society, Tilburg University, Tilourg, Netherlands, 2Faculty of Psychology and Educational
Sciences, Vrije Universiteit Brussel, Brussel, Belgium

Main Abstract Content: Purpose

Still little is known on the temporal relationships of variables key to effective teamwork. We assess the temporal relationships
between team communication structure and team-level conflict, trying to understand how the pattern of team communication over
time shapes future levels of conflict.

Design/Methodology

We collected data from 41 student management teams (271 members) six times in one year, asking each team member to rate each
fellow team member regarding how often they had talked about (a) work-related and (b) personal matters. The team’s communication
structure was calculated using conventional measures of network density. We also repeatedly measured confZicz using Jehn’s (1995)
four-item relationship conflict scale.

Results

Functional Regression Analysis (Yao, Miiller, & Wang, 2005) revealed that teams with lower (resp. higher) levels of personal and
work-related communication showed higher (resp. lower) levels of team conflict. Moreover, when predicting team conflict at later
points in time, not only overall levels of personal communication mattered, but also (and especially) the evolution in personal
communication.

Limitations

We collected a sample of Dutch student teams, thereby limiting the generalizability of our findings.

Research/Practical Implications

By showing that relationships between communication and conflict may change over time based on the team history, we hope to
create more insight into the complex dynamics of teamwork for both researchers and practitioners.

Originality/Value

Theoretically, we develop new understandings of team communication and conflict over time. Methodologically, we introduce the
method of functional data analysis to the team literature.
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Team boosting behaviors: Introducing and measuring a novel concept

D. J. Fortuin ", H. van Mierlo !, A. Bakker ', P. Petrou ', E. Demerouti?

'Erasmus University Rotterdam, Rotterdam, 2Eindhoven University of Technology, Eindhoven, Netherlands

Main Abstract Content:

Purpose

This contribution introduces the novel concept of * Zeam boosting behavior’’, defined as activating, mood-enhancing, and bonding
behaviors directed at fellow team members. We propose that zeam boosters (i.e., members high in team boosting behavior) can
disproportionally influence team processes and outcomes from the bottom up. We develop and validate a three-dimensional scale of
team boosting behavior and explore its relationship with collective, team-level work engagement and team performance.

Design/Methodology
Study 1 was a scale-construction study among 384 individual team members, designed to select the best items from an extensive item
set. In study 2, we validated the resulting team-boosting scale among 239 members of 69 intact teams.

Results

In study 1, we used an iterative EFA-process to construct an 18-item 3-dimensional team-boosting scale. Study 2 supported the
construct validity of this team-boosting scale. The 3-dimensional model showed satisfactory fit; ¥*(130)=2.59, p<.01; RMSEA=0.08;
CFI=.94; TLI=.94; SRMR=.05. As proposed, team-level analyses showed that team boosters affect the entire team, showing positive
associations between activating-behavior of the highest-scoring team member and leader-ratings of team work engagement and team
performance.

Limitations
Both studies were cross-sectional, allowing no causal inferences.

Research/Practical Implications

We advance the literature on team composition and present an instrument that can be used to examine to what extent single team
members has the potential to boost their team’s outcomes.

Originality/Value

Team boosting behavior reflects a novel concept in team research, aimed at charting the potential disproportional bottom-up influence
of individual team members on the team.
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Doing good is energizing

The influence of an ethical leadership style on team work engagement

P. Costa'2”
'Universidade Catolica Portuguesa, 2Instituto Universitario de Lisboa, Lisbon, Portugal

Main Abstract Content:

Purpose
This study explores the impact of a specific leadership style, ethical leadership, on the level of team work engagement (TWE).
According to social exchange theory, it is expected that this style facilitates higher levels of energy and dedication towards work.

Design/Methodology

21 teams participated in this study (n = 104 individuals, 63.7% females). These teams were from different activity sectors and had, in
average, 4.65 members (sd = 0.76), working together from less than 1 year (17,7%) to over 10 years (5%). Data from questionnaires
was analyzed at the team level, using Mplus.

Results

Perceiving the team leader as having ethical behaviors, capable of establishing fair personal relationships increases the collective
levels of TWE (B =.45, p = .033). Also, team psychological safety mediates this relationship (indirect effect = .19; 95% CI: {0.0091,
0.59}, 10000 resamples).

Limitations
This was a cross sectional study, therefore providing a limited view on a process that likely unfolds overtime.

Research/Practical Implications

Considering (ethical) behavior of leaders goes beyond their public perception as socially responsible or fair. It may increase a team’s
collective motivation towards work, by developing a shared belief that the team is safe for taking interpersonal risks (e.g. sharing
different opinions) with no fear of negative consequences (e.g. favoritism behaviors).

Originality/Value
To our knowledge, there is limited research focusing on leadership styles influence on TWE. This study is, therefore, a first attempt at
understanding the role of the leader in fostering his/her team’s levels of energy and identification towards the work.
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Team Job Demands-Resources (tJD-R) Theory:

Team Level Formulation and Cross-level Relationships

B. Urien'", R. Rico?, A. Bakker3, E. Demerouti*4
"Public University of Navarra, Pamplona, Spain, 2University of Western Australia, Perth, Australia, 3Erasmus University
Rotterdam, Rotterdam, 4Technical University of Eindhoven, Eindhoven, Netherlands

Main Abstract Content:

State of the Art

Teamwork is a generalized feature in modern organizations, and the search for drivers of teamwork effectiveness remains an
unresolved issue. Job demands-resources (JD-R) theory has demonstrated at the individual level that engagement and burnout are two
states that contribute to organizational performance. As teams have now become an integral part of many organizations, it seems
worthy to theoretically articulate JD-R theory at the team level.

New Perspectives/Contributions

Although this extension has been timidly tried at the empirical level, there is still only limited theoretical development. As a response,
based on multilevel theory and recent developments of motivational theory applied to teams, this work extends the JD-R model to the
team level including several crossover effects.

Research/Practical Implications

In doing so after an extensive literature review we suggest the isomorphism between well-being states at individual and team levels.
We examine how team antecedents and team states are related (i.e. interdependent transactions triggered by meaningful job
characteristics), and propose a Demand/Resources ratio since all teams do not respond in the same way to the same job
characteristics. We also formulate propositions to be contrasted detailing how top-down influences are explained by homogeneous
contextual factors, management practices, and social information processing whereas bottom-up emergence is explained by self-
organization and emotional contagion.

Originality/Value
Our work contributes to theory development by testing the cross-level robustness of JD-R theory; to empirical research by proposing
testable propositions on the JD-R model from a multilevel perspective; and to practice by contributing to team effectiveness.
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Differences in Coordination Patterns Between Novice and Expert Teams: Examples from Healthcare

M. J. Burtscher '*, E. M. Jordi Ritz2, M. Kolbe 3, S. Pasarakonda*

"University of Zurich, Zurich, 2University Children’s Hospital Basel, Basel, 3University Hospital Zurich, “ETH Zurich,
Zurich, Switzerland

Main Abstract Content: Purpose

Current research on team processes indicates that not only behaviour frequencies but also changes in and patterns of coordination are
important correlates of team effectiveness. However, empirical research on factors underlying the emergence of these patterns is still
limited — in particular with regard to implicit coordination. The current study addresses this gap by investigating differences in
coordination patterns between novice and expert teams in healthcare.

Design/Methodology

Healthcare professionals from two resuscitation-training courses (introduction vs. refresher) volunteered to participate in the study.
They were randomly assigned to 16 three-person teams. The study used a quasi-experimental design with two conditions (novice vs.
expert), whereby participants of the introductory course were assigned to the novice condition (8 teams) and participants of the
refresher course were assigned to the expert condition (8 teams). The teams completed a standardized simulation scenario. Teams
were videotaped and a trained rater manually coded their coordination behaviour.

Results

Lag-sequential analysis revealed that expert teams were characterized by patterns in which implicit coordination behaviour (i.e.,
talking to the room) was followed by further implicit coordination behaviour and not followed by explicit coordination behaviour
(i.e., instructions), whereas the reverse was true for novice teams.

Limitations

The sample size is rather modest.

Research/Practical Implications

The current study emphasizes the significance of investigating coordination patterns for understanding team coordination. Moreover,
the study provides useful insights for team trainings in healthcare.

Originality/Value

This is the first study to address differences in implicit coordination patterns between novice and expert teams.
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Collective work engagement: Antecedents and consequences of work engagement at the team and organizational
level

D. J. Fortuin’, H. van Mierlo

Main Abstract Content:

STATE OF THE ART

In the last decade, research has shown that work engagement has important implications for individual behaviors and outcomes at
work. Recent work suggests that work engagement can also be conceptualized and measured at the team or even organizational level.
Such collective forms of work engagement have been linked to beneficial outcomes at both the individual and collective level (e.g.,
Costa et al., 2014). In this symposium, we address recent empirical and theoretical advancements regarding the nature, antecedents,
and consequences of work engagement at the team and organizational level.

CONTRIBUTIONS

This symposium includes five contributions by researchers from diverse affiliations and nationalities, exploring work engagement at
the team and organizational level. Urien (Spain) presents a team-level perspective on the influential Job-Demands Resource model.
Fortuin (Netherlands) introduces a novel concept: “team-boosting behavior”, and examines its association with team-level work
engagement. Costa (Portugal) studied the effect of team leaders’ ethical behaviors on teams’ collective work engagement. Gonzalez-
Roma (Spain) advances the field by exploring the relationship between work-unit culture and engagement, including the role of
communication quality. Finally, Dawson (England) adds an organizational-level perspective by investigating the role of work
engagement and proactivity in the relationship between HRM practices and patient outcomes in hospitals.

RESEARCH/PRACTICAL IMPLICATIONS
This symposium showcases the promising field of higher-level work engagement. Together, the contributions demonstrate that HRM-

practices, culture, leadership styles, and member behaviors can foster collective work engagement, which in turn has the potential to
affect team- and organizational-level outcomes.
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Bridging Faultlines — Meeting Network Structures in Groups and Subgroups
J. Straube’, S. Kauffeld

Main Abstract Content: Purpose

Demographic faultlines and resulting subgroup formation are detrimental for group outcomes. To gain further insights into underlying
processes, we observe between-subgroup communication in meetings. The aim of this study is to quantify between-subgroup
communication and to connect it to various team constructs, such as external performance ratings. We suggest that the extent to
which communication within team meetings takes place between faultline-based subgroups mediates the effects of faultline strength
and team diversity on group outcomes.

Design/Methodology

We videotaped 42 newly formed software engineering teams during their first team meeting and coded speaking turns. Subgroups
were identified based on demographic faultlines. Between-subgroup communication was evaluated by meeting communication
networks based on speaking turns and was related to overall meeting communication as well as subgroup size, resulting in the
Faultline Communication Index (FCI).

Results

Preliminary analyses with 14 teams revealed significant correlations of age diversity and FCI but no significant relations between
gender diversity or faultline strength and FCI. First results show tendencies to support our mediation hypotheses. This will be further
validated with the entire sample.

Limitations

Generalizability is limited due to a relatively homogenous sample.

Implications

Results underline the importance of between-subgroup communication for team functioning. Findings emphasize the relevance of age
diversity in software engineering teams.

Originality/Value

Our study contributes to the integration of faultline research and group communication networks. We introduce a measure to assess
between-subgroup communication in meetings. We provide insights into dynamics between subgroups and their interaction with
diversity.
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Behaviour in Teams (BIT) Analysis: A new method of coding meetings in real-time that enables immediate post-
meeting feedback

S. Farley’

Main Abstract Content: Purpose

To evaluate the effects of real-time coding of individual behaviours in team meetings, with immediate post-meeting feedback.
Design/Methodology

The study uses a 15-category real-time coding methodology - Behaviour in Teams (BIT) coding - to record the verbal interactions of
100 student teams across five consecutive daily meetings. The methodology involves an independent observer coding interactions as
they occur using the ‘BiT Coding’ iPad app. The system calculates overall and individual data, allowing the observer to provide
detailed feedback immediately post-meeting.

The study has a three-condition, between-subjects design. Condition 1 (40 teams of 5) receive daily feedback on their interaction data
plus guided reflection; Condition 2 (40 teams) experience the reflection but no feedback; Condition 3 (20 teams) receive neither
feedback nor reflection. Using both objective outcome data and individual satisfaction ratings, the design permits multi-level analysis
of the cost-effectiveness of BIT feedback to overall performance.

Results & Limitations

A 2016 pilot validated the approach and highlighted key issues, including behaviour constancy without feedback and cultural
participation differences. The main study takes place in January 2017. Thus, although the data has not yet been collected, it will be
available and analysed by EAWOP 2017.

Research/Practical Implications

It is established that feedback on meeting interactions can reduce dysfunctional behaviour and develop conditions for flourishing. The
BIT methodology allows practitioners to give immediate post-meeting feedback, optimising expected impact. The methodology
opens exciting opportunities for further theoretical and applied progress.

Originality/Value

This is the first large-scale test of a real-time meeting coding methodology.
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Meetings at work: New insights in meeting interactions, networks, leadership, and diversity
E.-M. Schulte’

Main Abstract Content: State of the Art: Meetings are an integral part of employees’ everyday workplace experience. Although
previous research demonstrated the relevance of meetings for individuals, teams, and organizations (e.g., Allen et al, 2015), more
empirical work is needed to fully understand what happens in meetings, how this impacts meeting and team success, and how
employees and leaders can improve meeting quality.

New Perspectives/Contributions: This symposium offers new insights by examining meetings from different perspectives. First,
Farley introduces a real-time coding methodology for verbal meeting interactions and compares the impact of three different feedback
conditions on several outcomes. Handke and colleagues combine network and interaction analyses to investigate the impact of initial
meetings on swift trust. Straube and Kauffeld apply diversity faultlines to meeting interaction by proposing a measure to assess
between-subgroup communication. Lehmann-Willenbrock and Allen conduct an experiment to analyze the impact of meeting lateness
on satisfaction and meeting communication. Finally, Schulte and colleagues examine the mediating role of shared leadership in
meetings in the relationship between leader-member-exchange and team effectiveness.

Research/Practical Implications: This symposium integrates life coding, video-data, experimental, and longitudinal research
designs. Thereby, the importance of high quality leader-member-exchange relationships, starting meetings on time as well as
interactions in the meeting (e.g., socio-emotional statements, between-subgroup communication, shared leadership behavior) is
highlighted. Based on these results, all contributions offer insights in practical advices for managers to improve meetings. Introducing
new methods (i.e., real-time coding) and measures (i.c., between-subgroup communication) further offers new opportunities for future
research.

Disclosure of Interest: None Declared

Keywords: None

286



Teams and workgroups

Group and team processes

Fr-SYM-2394-2

How Teams Lead to Learn. Effects of Vertical and Shared Leadership on Learning in University Teacher Teams

M. Koeslag *’, P. Van den Bossche 2, S. van der Haar 33, M. van der Klink ', W. Gijselaers 3

Zuyd University of Applied Sciences, Sittard, 2University of Antwerp, Antwerp, 3Educational Research and Development,
Maastricht University, Maastricht, Netherlands

Main Abstract Content: Purpose

Connecting teachers in teams is argued to support educational innovation (Fullan, 2010). Effective teams develop new solutions
through engaging in team learning behaviors (Zaccaro, Ely, & Shuffler, 2008). In practice, however, teachers are not used to share
and discuss their practices together (Cox, 2004). Team leadership is often forwarded as essential for stimulating learning behaviors
(Myers, 2012). This study examined which leadership behavior (transformational or initiating structure) stemming from which source
(vertical or shared) is stimulating learning behavior in university teacher teams with an innovative task.

Methodology

Data from 52 university teacher teams were analyzed. Survey items contained: team learning behavior, vertical and shared team
leadership behaviors (i.e. initiating structure and transformational), task complexity, and team performance.

Results

Hierarchical regression analyses showed that shared transformational leadership had the largest effect on team learning, more so than
vertical transformational leadership. Vertical and shared initiating structure did not predict team learning.

Limitations

Our data are cross-sectional and a longitudinal study could provide more insight in dynamics of team learning and leadership
behavior.

Research/Practical Implications

Our findings indicate that learning in teacher teams dealing with innovative tasks is supported when team members encourage each
other in challenging the status quo.

Originality/Value

Examining multiple leadership styles’ effects on team learning is new (Nicolaides et al., 2014). Moreover, empirical studies on
university teacher team learning are scarce (Vangrieken, Dochy, Raes, & Kyndt, 2015).
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Leadership in Emergency Management Command & Control Teams

M. Hoven'*, S. Van Der Haar !, M. Segers ', P. Van den Bossche 2

"Maastricht University, Maastricht, Netherlands, 2Antwerp University, Antwerp, Belgium

Main Abstract Content: Purpose

How to effectively lead multidisciplinary teams facing a new, complex and high stake task? The current study investigates which
leadership behaviours occur in effective emergency management command & control (EMCC) teams to develop a leadership model
for this context in addition to existing general team leadership models. Given their extreme setting and specific team characteristics,
the EMCC team is an interesting team type to shed light on the context specificity of team leadership behaviours (e.g. Zaccaro,
Rittman & Marks, 2001).

Methodology

A mixed methods approach is chosen: inductive and deductive interview coding (critical incidents technique) with 14 EMCC team
leaders is combined with video coding of the meetings of effective EMCC teams.

Results

The team leader is challenged to safeguard a strict team meeting structure while making sure to take the needs of the individuals in
the team into account. The videos will be analyzed in the upcoming months.

Limitations

Since investigating real incidents is not feasible, videos of exercises were used which implies that further validation is required.
Research/Practical Implications

The newly developed theoretical model of effective leadership behaviour in EMCC teams will be transformed into an observational
instrument which can be used to explore the antecedents of such behaviour in future research and can be applied in training and
assessment of practitioners.

Originality/Value

An overview of relevant observable leadership behaviors is lacking in research and this study acknowledges this gap by developing
an overview of such behaviors for EMCC teams.

Disclosure of Interest: None Declared

Keywords: None

288



Teams and workgroups

Group and team processes

Fr-SYM-2394-5

Boundary Management by Team Leaders and Team Members
H. van Mierlo '", K. Breevaart "

'Erasmus University Rotterdam, Rotterdam, Netherlands

Main Abstract Content: Purpose

A key responsibility of self-managing team leaders is to manage the boundary between team and organization. Druskat and Wheeler
(2003) presented a boundary-spanning model with four central external leader behaviors (relating, scouting, persuading,
empowering), focused on optimally aligning team and organization. While their model focuses only on behaviors displayed by
external team leaders, we argue that team members themselves can also show boundary-spanning behaviors. To explore this idea, we
examined the occurrence and implications of leader @77 member boundary-spanning behaviors, while building on a municipality’s
query concerning the functioning of semi-autonomous teams in a highly demanding work context.

Methodology

We collected survey data among 177 employees and 35 leaders from 54 semi-autonomous administrative teams in a municipality.
Results

Leaders and members both reported engaging in boundary-spanning behaviors, with significantly higher scores for leaders on all
behaviors (overall: 47 =3.62, M, =422, (35)=-10.30, p<.01). However, oz/y team member boundary-spanning behaviors

members leaders
were significantly related to leader-rated team performance and average team member work engagement.
Limitations

Data were cross-sectional and team-level sample size was modest.

Research/Practical Implications

Our findings suggest that behaviors typically associated with designated leaders are also shown by team members themselves and that
team member boundary spanning is in fact the stronger predictor of important team outcomes.

Originality/Value

The simultaneous focus on boundary-spanning by leaders @74 members is new and provides intriguing insights into their relative
occurrence and contribution to team effectiveness.
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The Longitudinal Effects of Team Leadership and Team Interaction Patterns on Team Adaptation

D. Dorta'’, R. Rico?, S. Uitdewilligen 3
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Main Abstract Content: Purpose

In this study we analyzed the effects of team leadership on team interaction patterns of behaviors, and their effects on both transition
and reacquisition adaptation. We also examined the role of the magnitude of change on the relationship between interaction patterns
and the performance recovery.

Methodology

In sum 67 3-person teams took part in a fire-fighting team simulation and were randomly assigned to one of the four conditions
resulting from our 2 (leadership style: directive vs. empowering) x 2 (magnitude of change: high vs. low) factorial design.

Results

Teams led by empowering leaders displayed more patterned interaction than teams with directive leaders. Although the magnitude of
change did not significantly affect the relationship between interaction patterns and adaptation, through discontinuous random
coefficient growth modeling (RGCM) we observed that team members’ patterned interaction is detrimental to performance after the
change (i.e. transition adaptation), but beneficial for performance recovery (i.e. reacquisition adaptation).

Limitations

Our focus was mostly on verbal behaviors whereas interaction patterns include non-verbal actions too.

Research/Practical implications

Our findings contribute to both team adaptation and team interaction patterns literature by extending our current understanding on
how teams adapt to unexpected changes. Although frequent patterned interaction is initially detrimental for team adaptation
outcomes, adopting an empowering leadership style that encourages teams to work in a highly patterned way will bring benefits for
team adaptation on the long run.

Originality/Value

This study provides a better insight of the effects of leadership and patterned behaviors on the adaptation process by using a
longitudinal approach.
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Well, now what do we do? Wait...: A group process analysis of meeting lateness
N. Lehmann-Willenbrock *, J. A. Allen

Main Abstract Content: Purpose

2.7 million meetings that take place each day in the U.S. alone start late because attendees wait for at least one late arrival, but
meeting lateness has received limited research attention to date (Rogelberg et al., 2014). Yet, meeting lateness not only wastes
organizational resources but can also be experienced as a personal resource drain. In this paper, we integrate perspectives from
Conservation of Resources Theory (e.g., Hobfoll, 2001), group problem-solving and socioemotional communication (e.g., Keyton &
Beck, 2009; Reiter-Palmon & Robinson, 2009), and team temporal dynamics (e.g., Herndon & Lewis, 2015) to derive predictions
regarding individual meeting experiences and behavioral group communication patterns under conditions of meeting lateness.
Design/Methodology

We conducted an experiment in which 16 groups started their meeting on time while 16 groups started 10 minutes late. Using
interaction analysis, we analyzed differences in group dynamics at the micro-level of conversational utterances.

Results

Late meetings were less satisfying than on-time meetings. Controlling for meeting duration, groups in the lateness condition showed
substantially less idea elaboration, in-depth problem descriptions, and socioemotional support statements than on-time groups.
Furthermore, lag sequential analysis revealed that these differences in overall communication were substantiated in terms of patterns
at the communicative event level.

Limitations

Findings are based on a student population in the U.S. context.

Research/Practical Implications

Meeting leaders and team members should recognize the behavioral change when meetings start late and work to change it.
Originality/Value

This is the first study to experimentally test how meeting lateness affects behavioral group interaction.
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Leader-Member Exchange, Shared Leadership in Meetings and Team Effectiveness: Does My Own Contribution
Matter?

E.-M. Schulte’, L. Handke, P. Kortenkamp, S. Kauffeld

Main Abstract Content: Purpose

Meta-analytic results support the positive impact of shared leadership on team effectiveness (Wang et al., 2014). However, the role of
shared leadership in specific situations has not been studied so far. Especially meetings constitute a relevant situation for individual,
team, and organizational success (e.g., Kauffeld & Lehmann-Willenbrock, 2012). This study therefore aims at examining the role of
shared leadership behavior in meetings and—taking a social exchange perspective—its mediating role in the relationship between leader-
member exchange (LMX) and team effectiveness. Further, we analyze the moderating role of equal contributions to shared leadership
among team members.

Design/Methodology

We conducted a longitudinal online study with two measurement points. The final sample comprises 167 employees regularly
attending team meetings.

Results

Results of a moderated mediation analysis supported our hypotheses: Shared leadership in meetings mediated the relationship
between LMX and team effectiveness which is moderated by employee’s own contribution to shared leadership compared to other
team members. Only if the surveyed employee contributed more than other team members or if all team members contributed equally,
the mediation effect was supported.

Limitations

To gain deeper insights in team processes, team data should be investigated in future research.

Research/Practical Implications

To foster team effectiveness, it is important to (1) establish high quality exchange relationships to team members and (2) to involve
all team members equally in shared leadership processes.

Originality/Value

To our knowledge, this is the first study investigating shared leadership behavior in meetings under consideration of the distribution
of shared leadership behavior among team members.
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Initial team meetings: The moderating role of team-level socio-emotional statements on the relationship between
network positions and swift trust

L. Handke’, E.-M. Schulte, S. Kauffeld

Main Abstract Content: Purpose. Swift trust, which is based on individual expectations that are tested and proven through actions

at early stages of team development, is considered to be an important factor for virtual team success (e.g., Brahm & Kunze, 2012;
Jarvenpaa & Leidner, 1999). However, the impact of initial meetings—as a form of early team interaction—on swift trust remains
unclear. In this study we therefore investigate the role employees’ network position in meetings as well as the use of socio-emotional
statements on swift trust.

Design/Methodology. Using video-taped data of 34 first team meetings, we perform social network analysis to arrive at individuals’
degree centralities as well as interaction analysis to determine the amount of socio-emotional statements. Subsequently, we insert
these values into a multilevel model with cross-level interactions.

Results. Data of the entire sample will be analyzed by the time of EAWOP 2017. First results (n=12) show that degree centrality has
a negative effect on individual evaluations of co-worker trust which is moderated by team-level use of socio-emotional statements.
Limitations. The sample consists of software engineering student project teams, thus limiting the generalizability.

Research/Practical Implications. Our results highlight the relevance of early meeting interactions for individual-level trust
perceptions. While structurally influential positions appear to negatively impact the trust in one’s co-workers, this negative effect can
be alleviated by socio-emotional statements expressed by the team.

Originality/Value. In analyzing initial team meetings from a structural as well as content-related perspective, this study provides a
novel approach to the mechanisms behind swift trust.
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Responding proactively to change: New perspectives on team adaptation
M. J. Burtscher”

Main Abstract Content: State of the Art

Team adaptation — the adjustment of team processes in response to disruptions or changes in a team’s work environment — is
considered a major predictor of team effectiveness, particularly in dynamic settings such as emergency care and firefighting. As a
result, substantial attention has been devoted to clarifying the factors underlying successful team adaptation. Building on this stream
of research, the proposed symposium aims to shed new light on the adaptation process.

Contribution

By presenting four empirical studies and a theoretical model, the proposed symposium aims to contribute to a more comprehensive
understanding of the mechanisms underlying successful team adaption. Gevers et al. introduce a conceptual model of team proactive
adaptation that describes the processes through which teams proactively adjust to anticipated changes. Building on this model, Van
der Haar et al. investigate the impact of structured team communication on proactive adaptation during disruptions in a chemical
plant. Two studies address the role of cognition in the adaptation process. The study of Santos and colleagues investigates the effect
of shared mental models on the trajectory of the team adaptation process. Uitdewilligen et al. focus on interaction patterns during
team adaptation and show that shared mental models are predictive of interaction pattern dynamics. Finally, Burtscher et al.’s work
investigates motivational factors that affect team adaptation.

Research Implications

The proposed symposium extends research on team adaptation by emphasizing the role of proactive aspects of the adaptation process.

Moreover, we further elaborate on the cognitive and motivational underpinnings of team adaptation.
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The impact of motivational factors on problem identification in teams

M. J. Burtscher '*, J. M. Levine 2, E. T. Higgins 3

"University of Zurich, Zurich, Switzerland, 2University of Pittsburgh, Pittsburgh, 3Columbia University, New York, United
States

Main Abstract Content: Purpose: Identifying a potential problem represents the beginning of the team adaption process. In order

to adapt successfully, teams have to identify problems as early and accurately as possible. Surprisingly, little is known about the
conditions under which team members do and do not correctly identify problems. The current study addresses this gap by focusing on
the motivational basis of the problem identification process. In particular, we investigated interactive effects of regulatory focus, team
performance trajectories, and social loafing.

Design/Methodology: Three hundred fifteen undergraduates were randomly assigned to 105 three-person teams. The study utilized a
2 (regulatory focus: promotion vs. prevention) x 2 (performance trajectory: neutral vs. loss) x 2 (social loafing: low vs. high) mixed
ANOVA design with social loafing as a within-participants factor. Assuming the role of a health team, participants were asked to
identify problems (i.e., persons in need of vaccination) in a signal detection task.

Results: We obtained a significant three-way interaction between regulatory focus, performance trajectory, and social loafing, A{1,
269) =5.54, p=.02,m2 = .02. In the neutral condition, prevention-focused, but not promotion-focused, team members were less
accurate in identifying problems when their contributions were redundant (i.e., which facilitates social loafing) than when they were
unique.

Limitations: Interaction between team members was limited.

Research/Practical Implications: The current study emphasizes the importance of motivational factors for understanding problem
identification in teams.

Originality/Value: This is the first study to investigate interactive effects of regulatory focus, performance trajectory, and social
loafing in teams.
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Changes are Taking the Pace - Research about Changes in Teams

C. Gockel ¥, R. Gerlach 2, A. Cook 2

'SRH University of Applied Sciences Berlin, Berlin, 2Psychology, Technische Universitdt Chemnitz, Chemnitz, Germany

Main Abstract Content: State of the Art

Teamwork is the most efficient way to deal with complex tasks in our working world. The interest in what determines successful
teamwork does not break. Still, most researchers focus on simple input-process-output models and continue treating “what happens
within a team” like a black box. It is the dynamic in team members’ behavior over time based on a team’s history of interpersonal
interactions that shapes leadership, communication, norms, and finally team performance. As such, time and change are inseparably
linked to high-quality team research and its implications. As we seek to understand how teams overcome conflicts, develop
psychological safety, adapt to new challenges, and reach performance goals, we need to put changes front and center of our
theoretical elaboration and empirical investigation of teams.

New Perspectives/Contributions

The present symposium focuses on empirical and methodological contributions on changes in teams. It will therefore advance our
understanding of how teams develop, adapt, and perform over time. Our studies demonstrate the relevance of changes in
psychological safety, communication, interpersonal processes, coordination, leadership perceptions, and team performance. Further,
we introduce new methodological devices (sensors assessing face-to-face interactions) and analytical approaches (functional
regression analyses) that prove useful for longitudinal team research.

Research/Practical Implications

As changes are taking the pace and digital technologies make it easier to collect longitudinal data, we present the much-needed
dynamic view on several aspects of team phenomena. With our change in perspective, we hope to inspire researchers in other areas as
well.
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Change the Task — Change the Leader? The Impact of Face-to-face Contact on Changes in Informal Leadership
Perception

A. Cook *", B. Meyer ', C. Gockel 2

"Psychology, Technische Universitat Chemnitz, Chemnitz, 2SRH University of Applied Sciences Berlin, Berlin, Germany

Main Abstract Content: Purpose

Current leadership theories regard leadership as an emergent phenomenon, which is produced through interpersonal interactions both
within and beyond formal hierarchies (informal leadership). Leadership relations and perceptions develop and manifest on a dyadic
level and emerge as group-level network structures. As the variability of the leadership network allows a team to adapt to novel
challenges, we need to take a closer look at the changes of dyadic leadership perceptions as the key to network adjustment. We aim at
examining the micro-dynamics of informal leadership change by analyzing objective and observable dyadic interaction behavior and
its impact on leadership perceptions. Hence, the association between previously existing and task-specific dyadic leadership
perceptions should be moderated by the amount of in-task interaction.

Design/Methodology

Thirty-three student project teams consisting of three to four participants stated their perceptions of leadership by means of a round-
robin assessment before and after taking part in a construction task. During the task, the participants were equipped with wearable
sensors assessing face-to-face contact via infrared technology.

Results

Multilevel analyses with crossed-random effects support the hypotheses. When existing leadership perceptions are low, a high rate of
contacts leads to higher task-specific leadership perceptions.

Limitations

The sample size is small. The study should be replicated in a professional setting.

Research/Practical Implications

Changes in leadership perceptions depend on both the level of previously existing leadership perceptions and observable interaction
behavior.

Originality/Value

We demonstrate the value of social sensing devices in leadership and team research and show that leadership perceptions change
across a task based on specific and observable interactions.

Disclosure of Interest: None Declared
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Team adaptation process: The antecedents and the effect on team performance over time

C. Marques Santos '*, A. M. Passos !, S. Uitdewilligen2, T. Maynard 3
"Instituto Universitario de Lisboa (ISCTE-IUL), Lisbon, Portugal, 2Maastricht University, Maastricht, Netherlands, 3
Colorado State University, Fort Collins, United States

Main Abstract Content: Purpose: This study aims to analyze the effect of team adaptability and both team and task shared mental
models (SMMs) on the trajectory of team adaptation process. Further, this study aims to analyze the trajectory of team adaptation
process to predict team performance over time.

Design/Methodology: We tested our model with a sample of 33 teams (145 individuals) competing in a management simulation over
five consecutive time periods. Data was collected through survey questionnaires and was analyzed using random coefficient
modelling.

Results: The interaction between adaptability and SMMs on the linear development of team process adaptation is positive and
significant (task: y = 5.53, 7= 2.68, p < .01; team: y = 8.21, 7= 2.64, p < .01). Further, the trajectory of team adaptation process
predicts negatively and significantly the quadratic development of team performance over time (= -0.28, 7= -2.00, p < .05).
Limitations: This study is based on a relatively small sample of teams participating in a simulation. Therefore, the results may not be
generalizable to “real world” teams.

Research/Practical Implications: Teams need to develop a shared understanding about the important aspects of work as well as be
adaptable in order to truly adapt. While adapting the team processes in the beginning of the lifecycle is positive to team performance,
adapting towards the end is negative.

Originality/Value: This study utilizes a new approach to measure team adaptation — the adaptation of team processes.

Disclosure of Interest: None Declared
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Dynamics of team interaction patterns and team performance adaptation

S. Uitdewilligen ', R. Rico 2, D. Dorta Afonso 2

"Maastricht University, Maastricht, Netherlands, 2Universidad Autbnoma de Madrid, Madrid, Spain

Main Abstract Content: Purpose. Previous research suggests that interaction patterns—regularly recurring sequences of behaviors
executed in the interactions among the team members—are a crucial determinant of teams’ ability to adapt to novel situations (e.g.
LePine, 2003; Zellmer-Bruhn, Waller, & Ancona, 2004). On one hand, it is important that teams quickly develop such stable
interpersonal interaction patterns as this creates predictability and efficiency (Cohen & Bacdayan, 1994). On the other hand, stability
can become detrimental when teams are faced with novel situations that significantly differ from situations for which stable
interaction patterns have initially been developed (Stachowski, Waller, & Kaplan, 2009). However, an analysis of the development
and change of patterned interaction, as well as of the dynamic relationship between patterned interaction and team performance is
missing.

Design/Methodology. To develop a dynamic model of interaction patterns, we conducted a study with 41 teams performing in a
computer simulation over 9 rounds (including two adaptation episodes) in three days.

Results. Applying discontinuous growth modeling, we find that the effectiveness of the use of interaction patterns depends on the
timing within the team’s trajectory. Moreover, we find that shared mental models are predictive of interaction pattern dynamics.
Limitations. It remains to be tested to what extent these lab findings can be generalized to field settings.

Research/Practical Implications. We show that interaction pattern development is a dynamic phenomenon and that the effects of the
use of interaction patterns on performance is more complex than previously considered.

Originality/Value. This study has a longitudinal setup and uses longitudinal analyses techniques to study the dynamics of team
adaptation.

Disclosure of Interest: None Declared
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Team communication structure in dealing with disruptions

S. van der Haar '*, A. Boon 2, M. Segers
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Main Abstract Content: Purpose

A technical system disruption at a chemical plant evokes enormous consequences if not accurately dealt with. Teams are required to
respond with reactive adaptation (solving the issue) as well as proactive adaptation (exploring possible consequences and preventing
actions). We explore the impact of using structured team communication around disruptions (including proactively exploring future
scenarios) on plant members’ satisfaction about dealing with disruptions. Team leaders develop their facilitation skills for structuring
communication via a workshop, reflection on the job, and intervision.

Design/Methodology

The baseline in communication around disruptions is explored via a questionnaire (whole plant) and open ended questions based on
the critical incident method for team leaders. During two months the team leaders report on the communication around at least one
disruption (critical incidents method). For the end measure the same questionnaire is sent out (whole plant) enriched which questions
about noticed effects.

Results

The data collection for the base line is currently finished. Team leaders are instructed for sequential reporting and will be supported in
InterVision meetings. The end measure is planned for the end of November.

Limitations

Since collecting objective outcome data (such as production loss) is impossible, we collect data on the observed effects of structured
communication by team leaders during the project and via an end measure.

Research/Practical Implications

This exploration of how reactive and proactive adaptation can be facilitated in teams fuels the training of team leaders.
Originality/Value

This field study integrates learning and research and attempts to make proactive adaptation measurable.

Disclosure of Interest: None Declared
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Keeping An Eye on The Future and Staying Ahead of The Game:
A Conceptual Model of Team Proactive Adaptation

J. M. P. Gevers '*, S. van der Haar 2, M. J. Burtscher, P. Marques-Quinteiro 3, C. Marques Santos*, A. M. Passos 4, S.
Uitdewilligen 2

'Eindhoven University of Technology, Eindhoven, 2Maastricht University, Maastricht, Netherlands, 3William James Center
for Research, “Instituto Universitario de Lisboa (ISCTE-IUL), Lisbon, Portugal

Main Abstract Content: State of the Art: Many teams in today’s organizations operate in an environment characterized by
increasing levels of change and uncertainty. In order to be effective in turbulent environments, teams rely on their ability to not only
respond to, but also anticipate changes. Whereas extant research on team adaptation offers valuable insights on how teams respond to
changes and what factors influence their ability to do so effectively, limited attention has been devoted to the question how teams deal
with anticipated changes, so that they may actually stay ahead of events.

New perspectives: We present a conceptual model of team proactive adaptation (TPA) to describe the adaptive processes through
which teams identify, prepare for, and respond to prospected circumstances to safeguard the team’s (future) functioning. Building
upon and extending extant literatures on team adaptation and (team) proactivity as well as other relevant research domains (e.g., team
cognition, team reflexivity, team learning), the model describes the cognitive-motivational and behavioral processes involved in TPA
as well as the individual- team-, and organizational-level factors shaping and driving these processes.

Research/practical implications: Our framework offers valuable insight on how teams may initiate change in the work system before
problems arise to avert having to spend time and effort on fixing errors that could actually have been avoided. Additionally, the
framework provides researchers and practitioners with a valuable tool to further explore and exploit the anticipatory processes that we
deem of pivotal importance for sustained effective team performance in turbulent environments.

Originality: We present the first conceptual model of team proactive adaptation.
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Changes in Psychological Safety Before Midpoint Predict Team Performance
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'Organizational and Economic Psychology, TU CHEMNITZ, Chemnitz, 2Economic and Organizational Psychology, SRH
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Main Abstract Content: Purpose

Psychological safety is the most important predictor for team effectiveness. Team members perceive their team as psychologically
safe if they feel free to express their ideas and to share contributions without the risk of being compromised (Edmondson, 1999). Yet,
we do not know 7#and w/en changes in psychological safety affect team performance and whether absolute levels or changes are
more important. In our study, we investigate team trajectories of psychological safety from the beginning until the end and relate
changes before and after midpoint to team performance.

Design/Methodology

Thirty-eight student teams completed a research project over five months. Team members assessed their psychological safety at the
beginning, midpoint, and end. Supervisors rated team performance after the project had ended. In a linear multiple regression, we
used changes in psychological safety perceptions before and after midpoint to predict team performance. We controlled for absolute
levels of psychological safety, faultlines, and team diversity indices on team level.

Results

Only changes in psychological safety before midpoint significantly predicted team performance.

Limitations

The study should be replicated with different kinds of teams in various organizational contexts.

Research/Practical Implications

It is not absolute levels but changes in psychological safety before midpoint that should be the focus of team interventions to enhance
team performance.

Originality/Value

We show the value of focusing on dynamics and team development: A focus on change (compared with one moment in time)
enriches our perspective on how teams work and changes conclusions on how and when to intervene.
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The Joint Effects of Leadership and Magnitude of Change on Team Adaptation: A Longitudinal Experiment
M. Sanchez-Manzanares’, R. Rico, M. Antino

Main Abstract Content:

Purpose: Building on literature on team adaptation, we analysed the combined effects of team leader style and magnitude of change
on team adaptive performance. We hypothesized that teams with directive leaders outperformed teams with empowering leaders
under stable conditions, while teams with empowering leaders outperformed teams with directive leaders under changing conditions.
Furthermore, we expected that the magnitude of change moderated those effects.

Methodology: We conducted a longitudinal 2 (leadership: directive/empowering) x 2 (magnitude of change: low/high) experiment
with repeated measures of team performance across 10 missions. 67 teams participated in a fire-fighting computer-based simulation.
Results: Evidence from GLM analyses partially supported our hypotheses. Before change, teams with directive leaders outperform
teams with empowering leaders as expected. After change, teams with directive leaders also outperform teams with empowering
leaders. Interestingly, all teams present a similar adaptation pattern. The magnitude of change moderates those effects: under high-
magnitude changes, the initial drop and late relapse of performance are stronger than under low-magnitude changes.

Limitations: It remains to be tested to what extent our results may be applied to field settings and other types of teams. Future
research should examine how directive leaders are better than empowering leaders for enabling team adaptation when the magnitude
of change is low-moderate.

Implications: Our results suggest that action teams should adjust their leadership style to successfully adapt to different changing
situations.

Value: This study is the first to jointly examine the impact of leadership and magnitude of change on team adaptation by conducting
a longitudinal experiment.
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Temporal Evolution of Interpersonal Processes and Their Influence on Team Effectiveness
P. J. Ramos-Villagrasa, P. Marques-Quinteiro’, A. Passos, J. Navarro, L. Curral

Main Abstract Content: Purpose

The present communication is aimed to contribute to the study of team processes with a temporally based framework showing that the
starting points of interpersonal processes and their rate of change over time determinate team effectiveness in terms of performance,
satisfaction and viability.

Design/methodology

The study involves 214 ad-hoc management teams enrolled in a management simulation competition. Data were collected on 5 times
using a questionnaire. The analyses were performed by mean latent growth modelling. We considered team composition, team size,
team member task experience, and team member familiarity as control variables.

Results

The starting points of interpersonal processes predict performance, B = .19, S.E. = 1.82, 95% CI. [02, .37], and satisfaction, B = .37**,
S.E. =3.90, 95% CI. [24, .49]. Additionally, although interpersonal processes has a downward trend over time, the slopes (changes in
interpersonal processes over time) also determinate performance, B =.18*, S.E. = 2.40, 95% CI. [06, .31], satisfaction, § = .67**, S.E.
=10.12, 95% CI. [56, .78], and viability, B = .55*%*, S.E. = 7.46, 95% CI. [43, .67].

Limitations

Data were gathered from a simulated context, all variables except team performance come from self-reported measures.
Research/practical implications

Over time, teams feel less need to engage in interpersonal processes, but those teams that keep them high report higher outcomes.
Originality/value

There are not so much studies approaching interpersonal processes longitudinally. The present one has one of the longest time scopes
and assesses its influence on all kinds of team effectiveness.
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Safety Performance in high reliability organizations (ll): The role of learning experiences.
F.J. Gracia’, J. M. Peiré on behalf of Discussant

Main Abstract Content: State of the Art: Learning is core in high reliability organizations in order to guarantee safety
performance. Learning implies individual, team and organizational learning. Furthermore, learning can take place through different
practices: training on non-technical skills (NTS), learning from incidents, enhancing collective mindfulness, or stimulating team
learning with the drive of empowering leaders, are some of the most relevant current trends in research.

New Perspectives/Contributions: Flin (abstract 1) will briefly outline recent developments in NTS. Furthermore, Vignoli and
colleagues (abstract 2) will contribute with a longitudinal design to enhance knowledge concerning transfer process of safety training
on NTS. Margaryan’s contribution to the symposium (abstract 3) outlines a research and development agenda for the nascent field of
Learning from Incidents (LFI). Finally, two empirical studies (abstracts 4 and 5) will contribute to increase our knowledge about
predictors and outcomes of team learning. The last one will also shed some light about how to measure collective mindfulness, about
how to develop it and about some of its benefits. In a very recent review about mindfulness in organizations, the need of quantitative
studies in this area was remarked (Sutcliffe, Vogus, & Dane, 2016).

Research/Practical Implications: Our symposium collects intervention practices to increase learning at multiple levels: individual
(training on NTS), team (team development through empowering leadership and enhancement of team learning) and organizational

(learning from incidents, collective mindfulness). This multilevel orientation is necessary in order to improve safety performance in
high risk industries, but can also be extended to other industries.
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Non-Technical Skills for Enhancing Safety: Recent developments.
R. Flin®

Main Abstract Content: State of the Art: Following the lead of the airline industry, many organisations in safety critical sectors

are now adopting the principles of Crew Resource Management and are beginning to identify the critical non-technical (cognitive and
social) skills that contribute to enhanced safety and improved efficiency. The resulting skill taxonomies (e.g NOTECHS for pilots,
NOTSS for surgeons) form the basis of training and assessment programmes for both feedback and licensing. Investigation of major
accidents, such as the blowout on the Deepwater Horizon drilling rig in the Gulf of Mexico, have underlined the importance of
appreciating the non-technical skills (e.g. situation awareness, decision making, team coordination) that are required in higher risk
operations (U.S. Chemical Safety and Hazard Investigation Board, 2016).

New Perspectives/Contributions: Drawing on our research into the non-technical skills (NTS) for members of operating theatre
teams (e.g. surgeons (Flin, Youngson & Yule, 2015) and in drillers working in the offshore oil and gas industry (Roberts, Flin &
Cleland, 2015) as well as comparable research from other settings, this paper will briefly outline recent developments in this
behavioural approach.

Research/Practical Implications: The available evidence that non-technical skills training can influence task performance and safety
outcomes will be examined, with reference to recent regulatory and professional guidance.
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Organizational and individual factors influencing intention to transfer of safety training on non-technical skills (NTS)
M. Vignoli, M. G. Mariani, D. Guglielmi, F. S. Violante

Main Abstract Content: Purpose. To enhance knowledge concerning transfer process of safety training on non-technical skills

(NTS) using the “Model of transfer process”. Specifically, the aim is to understand how individual characteristics (i.e. self-efficacy)
combined with work environment characteristics (i.e. leadership styles: transformational and passive) could influence intention to
transfer, which is assumed to be the immediate antecedent of behaviour and it is able to hinder or facilitate training transfer.
Design/Methodology: Data were collected in two times through questionnaires in a sample of 84 employees (95.2% men; mean age=
45.62; seniority 17.42) working in a chemical company in Italy. Specifically, individual characteristics and work environment
characteristics have been collected at T1, while transfer intention has been collected at T2. Hypotheses have been tested by means of
moderation analyses.

Results. Workers with high levels of self-efficacy combined with high levels of transformational leadership reported higher levels of
intention to transfer compared to those who reported lower levels of transformational leadership.

Limitations: The sample is quite small and participants belong to the same company of the chemical sector.

Research/Practical Implications. Our findings have important implications for organizations that aim to enhance levels of safety
performance through the transfer of NTS learned during the training. Interventions aiming to enhance transformational leadership
could enhance transfer of the training, which could result in safe job performance.

Originality/Value: This study is longitudinal and simultaneously considers both individual and work environment characteristics.
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Empowering leadership, team learning and collective mindfulness: Developing teams for safety performance.
F.J. Gracia’, M. Martinez-Cércoles, |I. Tomas, J. M. Peir6

Main Abstract Content: Purpose

The aim of this paper is to test a model where empowering leadership and team learning are expected to contribute to develop
collective mindfulness, which in turn should contribute to safety performance. An important theoretical framework for the
development of our hypotheses is Weick ans Sutcliffe’s (2007) conceptualization of mindful organizing or collective mindfulness
(Sutcliffe, Vogus, & Dane, 2016).

Design/Methodology

The sample was composed by 542 workers in a NPP in Spain. In order to test our hypotheses, a structural equation model was
performed.

Results

The structural equation analysis performed to test the proposed model revealed an excellent fit (Chi-squared = 28.04, df =6, p <.01;
RMSEA = .082; CFI = .988; NNFI =.971; AGFI =.941). All the estimated parameters were statistically significant (p <.01) and
showed the expected sign, granting support for our model.

Limitations

Cross-sectional design does not allow conclusions about causality.

Research/Practical Implications

Companies can develop collective mindfulness that contributes to safety performance through leaders that empower their teams and
enhances team learning.

Originality/Value

The majority of research examining organizational mindfulness is qualitative.
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Research and development agenda for Learning from Incidents.
A. Margaryan®

Main Abstract Content: State of the Art: This presentation outlines a research and development agenda for the nascent field of
Learning from Incidents (LFI). Effective, deep and lasting learning from incidents is critical for the safety of employees, the general
public and environmental protection. The agenda is an output of an international seminar series ‘Interdisciplinary Perspectives on
Learning from Incidents’ funded by the UK Economic and Social Research Council (ESRC) in 2013-2016
http://Ifiseminars.ning.com/ The seminar series brought together academics, practitioners and policymakers from a range of
disciplines and sectors to advance the theory, methodology, organisational practice and policy in LFI. Drawing on a range of
disciplinary and sectoral perspectives, as well as on input from practitioners and policymakers, this paper lays out four key research
and development challenges: defining LFI; measuring LFI; levels and factors of LFI; and strengthening research-practice nexus in
LFIL.

New Perspectives/Contributions: The presentation will argue that interdisciplinary research is critical to advancing our
understanding of learning from incidents and that integration should be a core activity in future research and development in LFI. The
LFI agenda brings together knowledge and practice from ten hitherto disparate fields - Psychology, Sociology, Human Factors,
Ethnomethodology, Learning Sciences, Engineering, Organisational Learning, Complexity Science, Cognitive Science, Law,
Construction.

Research/Practical Implications: The R&D agenda guides future work around theorising, methodology, policy and practice in the
nascent field of LFL.

Originality/Value: The agenda stimulates improved understanding of learning from incidents which is critical to saving human lives
and our environment.
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Trust, team learning and safety performance in high reliability organizations.
M. F. Latorre’, F. J. Gracia, |. Breso, V. Orengo

Main Abstract Content: Purpose

The aim of this paper is to test if changes in team learning mediate the relation between changes in trust and changes in safety
performance. Our general hypothesis is that the relation between changes in team trust and changes in team safety performance will
be mediated by changes in team learning.

Design/Methodology

The sample was composed by workers in a NPP in Spain. Data were collected twice in a three years interval. The final sample
included 54 teams, those that answered both in 2011 and 2014. In order to test our hypotheses, hierarchical regression analyses were
performed.

Results

We found that: 1) changes in trust was positively associated to the four dimensions of team learning; 2) changes in the four

dimensions of team learning were positively associated to changes in safety compliance and safety participation; and 3) changes in
trust was positively related to changes in the three dimensions of safety performance. 4) Regarding mediation effects, we found that
the effect of changes in trust on safety compliance dissapear when we enter team learning in the second step, indicating that full
mediation was found.

Limitations

Self-report measures, common method bias.

Research/Practical Implications

Companies can improve safety performance of their teams improving the levels of team trust. And mainly, companies must pay
attention to decreases of trust, as it could have adverse consequences on safety performance.

Originality/Value

To our knowledge, no previous study has empirically tested these relationships to the team level with a dynamic approach.
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Meta-analysis on job insecurity and its outcomes: An extension of previous knowledge

J. Hellgren ", K. Naswall 2, A. Richter3, L. Lastad ', M. Sverke

"Department of Psychology, Stockholm University, Stockholm, Sweden, 2Department of Psychology, University of
Canterbury, Christchurch, New Zealand, 3Department of Learning, Informatics, Management and Ethics, Karolinska
Institutet, Stockholm, Sweden

Main Abstract Content:

Purpose

Job insecurity has been recognized as a predominant work stressor in work environment research for the past thirty years. Thus far,
two meta-analyses have been published on the consequences of job insecurity for individual and organizational outcomes. However,
these meta-analyses were published in 2002 and 2008 and contain only a few broad outcomes. Since then, the amount of published
job insecurity studies have increased substantially, investigating a wider range of outcomes. The aim of the present meta-analysis was
to extend previous knowledge by investigating the effects of job insecurity on a broader spectrum of outcomes than the previous meta-
analyses have done.

Design/Methodology

Literature searches with the search terms “job insecurity”, “job uncertainty”, “job security”, and “job security satisfaction” in relevant
databases during the time period 1980—2016 resulted in 523 peer-reviewed papers published. The outcome variables were divided in
to three thematic categories: work related attitudes and behaviors, mental and physical health, and life outside work.

Results

The results suggest that job insecurity has a substantial and negative impact on the wide range of outcomes included.

Limitations

The study cannot address the question of direction (causality) of the relationships presented and did not control for potential
confounding variables.

Research/Practical implications

Job insecurity is demonstrated to have strong, negative effects on organizational performance and individual health and well-being as
well as for life outside work.

Originality/Value

Adding to previous knowledge, this study both broadens and deepens the understanding of the negative consequences associated with
job insecurity.
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Do the consequences of job insecurity differ between cultural and welfare contexts? Meta-analytic findings

L. Lastad'’, J. Hellgren ', K. Naswall 2, A. Richter3, M. Sverke '

"Department of Psychology, Stockholm University, Stockholm, Sweden, 2Department of Psychology, University of
Canterbury, Christchurch, New Zealand, 3Department of Learning, Informatics, Management and Ethics, Karolinska
Institutet, Stockholm, Sweden

Main Abstract Content:

Purpose

A rapidly growing body of literature has shown that perceptions of job insecurity are related to negative outcomes, but less is known
about the relative importance of different societal contexts. It has for instance been argued that the consequences of job insecurity
may be more negative in countries that have a high level of social protection, because of the social stigma of unemployment. On the
other hand, the lack of unemployment insurance programs may aggravate the negative consequences. The aim of this meta-analysis
was to investigate if work- and health-related consequences of job insecurity vary between cultural and welfare contexts.
Design/Methodology

A literature search with the search terms “job insecurity”, “job uncertainty”, “job security”, and “job security satisfaction” in Psycinfo,
Web of Science, and EBSCO produced a sample of 523 peer-reviewed papers published between 1980 and July 2016. Economic and
social development, national welfare system, and tolerance for ambiguity were tested as moderators in the relationship between job
insecurity and outcomes.

Results

The results indicate that the magnitudes of effects of job insecurity differ depending on the choice of classification system.
Limitations

The literature search was limited to published, peer-reviewed papers. This demarcation may have introduced a publication bias to the
study.

Research/Practical implications

In addition to being an important individual and organizational concern, job insecurity is also intimately linked with societal level
factors.

Originality/Value

This study contributes to an increased understanding of the importance of macro-level factors in the association between job
insecurity and outcomes.
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Review of 30 years of longitudinal studies on the associations between job insecurity and health and well-being: Is
there causal evidence?

H. De Witte ", J. Pienaar?, N. De Cuyper'

'Research Group Work, Organisational and Personnel Psychology, KU Leuven, Leuven, Belgium, 2Department of
Psychology, Umea University, Umea, Sweden

Main Abstract Content:

Purpose

To give an overview of the results of longitudinal studies on the consequences of job insecurity for health and well-being. We discuss
the evidence for normal causation (‘does job insecurity influence outcomes’?), reversed causation (‘do specific outcomes predict job
insecurity’?), and reciprocal causation (‘both at the same time”).

Design/Methodology

Scientific and scholarly databases were searched in order to find all existing articles. We found 57 longitudinal studies published
since 1987 in a variety of countries throughout the world. All articles were summarized in an encompassing table.

Results

The results show strong evidence for normal causation, in which job insecurity influences both psychological well-being and somatic
health over time. The results are somewhat dependent on the type of outcome variable analyzed, with clear evidence regarding
exhaustion (burnout), general mental/psychological well-being, self-rated health, and a variety of somatic complaints. For aspects
such as job satisfaction, work engagement and psychosomatic complaints, the results suggested normal causation in half to two-thirds
of the studies only. Reversed or reciprocal causation was rarely studied, and when studied, rarely found.

Limitations

The analysis is rather ‘narrative’ in nature. Meta-analytical results of the longitudinal studies are not presented.

Research/Practical Implications

Results indicate that job insecurity influences health and well-being over time, rather than the other way round. Companies and
governments need to focus on preventing job insecurity and on buffering its detrimental consequences.

Originality/Value

A thorough overview of longitudinal studies was lacking thus far in this field.
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Managing job insecurity during restructuring: A mixed methods organisational intervention

K. Nielsen ', J. Simonsen Abildgaard 2, M. Sverke 3

"Institute of Work Psychology, University of Sheffield, Sheffield, United Kingdom, 2National Research Centre for the
Working Environment, Copenhagen, Denmark, 3Department of Psychology, Stockholm University, Stockholm, Sweden

Main Abstract Content:

Purpose

Restructuring is often seen as “noise” in organisational intervention research (Nielsen et al., 2010). We argue that interventions should
address the issues brought about by restructuring, including the increased risk of job insecurity. In the present study, we present an
intervention study in the Danish postal service that underwent extensive restructuring. We adopted a flexible screening strategy
allowing us to detect the problems experienced by employees.

Design/Methodology

We used a cluster-randomized, control design with mixed methods. To capture the local context (e.g. the amount of changes brought
about by restructuring), we interviewed workers (N=18) and developed a tailored questionnaire. Through participatory workshops,
employees and managers developed action plans that addressed issues related to restructuring (Nielsen et al., 2014). We later
interviewed employees and managers about the usability of these action plans. A baseline and follow-up of the tailored questionnaire
including job insecurity measures (Hellgren et al., 1999) allowed us to detect any changes in their working environment and job
insecurity (N =333, T1, N=318, T2).

Results

Interviews revealed that action plans concerning replanning of postal routes were found to be effective and repeated measure
ANOVA revealed that the intervention group experienced a decrease in qualitative job insecurity (F(1, 236) =5.21, p <.05).
Limitations

We used self-report data.

Research/practical implications

The study shows that it is possible to minimise the negative impact of restructuring on job insecurity.

Originality/value

To the best of our knowledge, this is one of the first intervention studies focusing on managing job insecurity.
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The Qualitative Job Insecurity Scale (QUAL-JI): A Validation Study

G. Fischmann 12, T. Vander Elst34, C. Sulea '2, N. De Cuyper ', D. lliescu®, H. De Witte 16

'Research Group Work, Organisational and Personnel Psychology, KU Leuven, Leuven, Belgium, 2Department of
Psychology, West University of Timisoara, Timisoara, Romania, 3Knowledge, Information and Research center (KIR),
IDEWE, “Occupational & Organisational Psychology and Professional Learning, KU Leuven, Leuven, Belgium, 5
Department of Psychology, University of Bucharest, Bucharest, Romania, éOptentia, North-West University,
Vanderbijlpark Campus, South Africa

Main Abstract Content:

Purpose. In recent studies, qualitative job insecurity was measured with a four-item scale developed by De Cuyper and De Witte
(QUAL-JI). We propose a validation study for this scale, testing internal reliability and several validity forms.

Design/Methodology. The participants were 1994 Flemish employees (Belgium), who answered a questionnaire two times, six
months apart. We evaluated the scale reliability, convergent validity with quantitative job insecurity, divergent validity with affective
organizational commitment, concurrent validity with the Hellgren (1999) job insecurity scale, predictive validity for mental health
complaints at T2, and incremental validity for predicting mental health complaints, compared to the other qualitative job insecurity
scale.

Results. Our findings showed that the QUAL-JI scale fits its purpose, and it can be used in its original form with four items, or in a
shortened form, with three items.

Limitations. For this study, we only used one sample. In the future, these findings should be replicated in other countries/cultures
where the QUAL-JI scale is being used.

Research/Practical Implications. Once validated, the QUAL-JI scale can be used with even more confidence as the default scale to
measure qualitative job insecurity.

Originality/Value. This is the first study to validate a qualitative job insecurity scale, as such adding value to existing and future
research.
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How can we attenuate job insecurity? Examining the effects of psychological climate

J. Tomas’, D. Masli¢ Sersi¢ ', H. De Witte 2

"Department of Psychology, Faculty Of Humanities And Social Sciences, Zagreb, Croatia, 2Faculty of Psychology &
Educational Sciences — KU Leuven, Leuven, Belgium

Main Abstract Content:

* Purpose: This study probes the effects of psychological climate as environmental resource on job insecurity via occupational self-
efficacy. Psychological climate was conceptualized as molar construct comprising three higher-order latent factors: job challenge and
variety, role stress and lack of harmony and coworkers’ cooperation. Uniting the Conservation of Resources Theory and psychological
climate model, we propose that resourceful work environment will reduce perceived threat of involuntary job loss (i.e., job insecurity)
due to its positive effects on employees’ beliefs in his/her abilities to successfully master job-related challenges (i.e., occupational self-
efficacy).

* Design/Methodology: The hypotheses were tested among 2195 white-collar employees (from 31 Croatian organizations) working
full-time and minimally six months in the current organization. Participants completed on-line questionnaire two times with a time lag
of six months.

* Results: The hypotheses were tested cross-sectionally and longitudinally via (cross-lagged) structural equation modeling. The cross-
sectional results revealed the negative effects of job and coworkers’ characteristics in addition to the positive effect of role
characteristics on job insecurity. However, occupational self-efficacy mediated only the effect of job challenge and variety. The
longitudinal results will be additionally presented.

* Limitations: The study comprises two waves which do not allow the strict test of mediational effects. The convenient sample of
organizations and employees limits the generalizability of findings.

* Research/Practical Implications: The findings indicate elements of work environment that may reduce job insecurity as well as the
underlying mechanism of these effects.

* Originality/Value: By investigating thus far understudied, theoretically grounded basic elements of work environment, this study
contributes to the knowledge on strategies to reduce job insecurity.
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Fairness and Exhaustion as Explanatory Mechanisms in the Relationship between Job insecurity and Employee
Outcomes: a Two-Wave Study

B. Schreurs’, D. Schumacher

'Statistics Netherlands, Heerlen, Netherlands

Main Abstract Content: Purpose

This research sought to identify underlying psychological mechanisms of job insecurity. On the basis of social exchange and
conservation of resources theory, we predicted that fairness would mediate the relationship from job insecurity to organizational
identification, and that emotional exhaustion would mediate the relationship to employee health.

Design/Methodology

Survey data were collected at two points in time from 109 Dutch care workers employed in one large organization. The first
measurement took place just after employees learned about the forthcoming change; the second measurement three months later,
while the change was under way.

Results

Results from the cross-lagged structural equation models showed a negative effect from job insecurity to fairness, and from emotional
exhaustion to health, with no evidence for reverse causation. Overall, the results offer stronger support for social exchange than for
conservation of resources theory.

Limitations

The generalizability of the findings may be limited by the sample being care workers. Also, other mechanisms than fairness and
exhaustion may explain the effects of job insecurity.

Research/Practical Implications

Implications are that at the beginning of a change process, employees evaluate job insecurity in terms of fairness; unfairness does not
result in higher levels of job insecurity; and theory is needed to predict how job insecurity plays out over time. Particularly at the start
of organizational change, managers may want to address fairness concerns.

Originality/Value

This study responds to calls for research on psychological mechanisms of job insecurity and is among the first to investigate two
competing mechanisms over time.
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Trajectories of perceived job insecurity among young workers and their association with antecedents and outcomes:

A latent class growth analysis.

K. Klug'", C. Bernhard-Oettel 2, A. Makikangas 3, U. Kinnunen 4, M. Sverke 2

'Bremen International Graduate School Of Social Sciences, University of Bremen, Bremen, Germany, 2Psychology,
Stockholm University, Stockholm, Sweden, 3Psychology, University of Jyvaskyla, Jyvaskyla, “Psychology, University of
Tampere, Tampere, Finland

Main Abstract Content: Pu7pose. This study investigated the individual development of job insecurity (i.e., trajectories) among
young workers over a 6-year time period. Drawing on previous research and the Conservation of Resources Theory, we tested for
differences between trajectories in antecedents and outcomes of job insecurity.

Design. Using a sample of 1,711 labor market entrants from the German Socio-Economic Panel study, we conducted a latent class
growth analysis of perceived job insecurity over six years. Between-class differences in antecedents were tested via multinomial
regression. Differences in outcomes were tested via pairwise comparisons across time points.

Results. We identified 6 classes of job insecurity trajectories: Three stable (stable-moderate, 36%; stable-low, 32%; stable-high, 5%);
two showing decrease (moderate-to-low, 12%; high-to-moderate, 3%) and one showing increase (low-to-moderate, 13%). Region,
cohort, education, occupational class, temporary employment, sector and previous unemployment predicted class membership to
differing extents, respectively. There were no clear patterns of differences in studied outcomes over time. However, between-class
differences in job satisfaction and life satisfaction over time corresponded to trajectories in job insecurity.

Limitations. Analyses were based on single-item measures and should be replicated with psychometric scales. Time-varying
predictors were not taken into account.

Implications. The findings highlight the heterogeneity of job insecurity experiences during the early career. The more unfavorable
trajectories of job insecurity point towards potential target groups for interventions among young workers.

Originality. This study was the first to examine trajectories of perceived job insecurity and their relation to antecedents and outcomes

during the transition into employment.
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It's not just about work: Job insecurity in relation to household consumption and life projects during the crisis in
Europe

B. Piccoli'’, H. De Witte

'Research Group Work, Organizational & Personnel Psychology , University of Leuven (KU Leuven), Leuven, Belgium

Main Abstract Content: Purpose

Research on job insecurity has traditionally focused on detrimental consequences for individual well-being, work attitudes and
organizational behaviours. This study investigates the potential spill- over effects of job insecurity on household sacrifices, i.e.
employees’ consumption (saving behaviours) and life projects, in times of crisis in Europe. Drawing on Conservation of Resources
theory, three issues are analysed: (1) the impact of job insecurity on household sacrifices at the individual level; (2) the cross-country
differences in this relationship; (3) the potential role of contextual factors (country’s economic conditions, unemployment rate and
employment protection legislation) in explaining these variations.

Design/methodology

We combined data from ESS 2010 with contextual information from OECD and Eurostat. To take into account the impact of the
economic crisis, saving behaviours are measured with retroactive questions on household consumption in the past three years. Life
projects refer to the wish to have children in the near future. Hypotheses are tested with a two-level path analysis model with random
intercepts and random slopes.

Results

Initial support for the hypotheses is found. Specific results will be presented during the symposium.

Research implications

Job insecurity is a threat to a highly valued resource (employment), therefore insecure employees may withdraw from other activities
that demand further resources, by adopting precautionary saving behaviours or by sacrificing their life projects.

Originality/value

A multilevel perspective with a cross-cultural approach may take into account all factors involved in the experience of job insecurity
and provide suggestions for national policies about employment protection. By testing the generalizability of job insecurity and its
consequences in European countries, we can find common strategies to deal with it at the institutional level.
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The effects of unemployment and job insecurity on young Europeans’ well-being and health: The moderating role of
cultural values

M. Kostouli*, D. Xanthopoulou, K. Taht, L. Figgou, M. Unt, M. Sourvinou

Main Abstract Content: Purpose. As a result of the financial crisis, young people in Europe have been affected severely by the
exclusion from the labor market (LM) and job precarity. In order to investigate whether the detrimental effects of unemployment and
job insecurity on health and well-being vary across countries, we focused on the moderating role of two macro-level indicators:
individualism, and the value attached to work in a society. We hypothesized that the damaging effects of insecure LM positions on
health and psychological well-being will be stronger in individualistic (vs. collectivistic) cultures and in societies where work is

highly (vs. barely) valued.

Design. We used data from the 2013 wave of the EU-SILC dataset that provides information about 22,842 young individuals (aged
16-29) from 29 European countries.

Results. Multilevel analyses showed that unemployment and job insecurity related to poorer health in individualistic (vs.
collectivistic) countries. Also, unemployed reported lower life satisfaction and higher (un)well-being in societies that attach a great
(vs. low) value to work. Unexpectedly, unemployment and job insecurity related to worse health in societies that attach a low (vs.
great) value to work.

Limitations. The cross-sectional nature of the study refrains from testing the long-term effect of disadvantaged LM positions.
Research/practical implications. These results provide insights for developing policies aiming at protecting young Europeans’ well-
being.

Originality/value. Young people in disadvantaged LM positions are worse off in individualistic societies and in societies that attach a
great value to work because their situation is likely to be attributed to internal instead of external/societal factors.
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Qualitative and quantitative job insecurity and their consequences: The moderated role of appreciation
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"Philipps-University Marburg, Marburg, Germany

Main Abstract Content: ~./pose. Most studies on job insecurity have focused on the fear of losing one’s job (quantitative job
insecurity) and its negative consequences on employee’s health and well-being. In the present study we also wanted to investigate the
negative consequences of the perceived threat to lose valued job features (qualitative job insecurity). Along with investigating these
two aspects of job insecurity, we scrutinized the role of appreciation as a moderator in the relationship between job insecurity and its
consequences.

Design/Methodology. An online study was conducted with two time points. 116 people from different professions filled in the survey
with a time lag of six weeks. For testing our hypothesis, we conducted regression analyses.

Results. We report negative consequences of qualitative and quantitative job insecurity on job satisfaction, organizational
commitment, turnover intentions, and well-being. Our analysis also shows that appreciation at work moderated the relationship
between both aspects of job insecurity and job satisfaction, organizational commitment, and turnover intentions, but not on well-being.

Limitations. Our sample size was rather moderate and the findings are based only on self-report.

Research/Practical Implications. Practical implications for organizations could be the promotion of appreciation at the workplace in
order to reduce the negative consequences of job insecurity.

Originality/Value. With this study we seek to expand the knowledge about job insecurity by investigating both aspects of job
insecurity on the one hand, and by unraveling how to reduce their negative consequences on the other.
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Insecure, yet mindful! The effects of job insecurity on intrinsic motivation and innovative work behavior as
moderated by mindfulness

F. Montani’, F. Courcy ', H. De Witte 2

"Psychology, Université de Sherbrooke, Sherbrooke, Canada, 2Faculty of Psychology & Educational Sciences, KU
Leuven, Leuven, Belgium

Main Abstract Content: Purpose
Research has advanced our understanding of how employee innovative work behavior (IWB) can be protected and promoted against
the detrimental effects of workplace stressors. Surprisingly, job insecurity (JI) has received limited attention. In an attempt to fill this
void, this study proposes and tests a moderated mediation model that clarifies the processes and boundary conditions associated to the
effects of JI on IWB. Building on self-determination theory, we suggest that JI, by lowering individual feelings of autonomy,
competence and relatedness, would hinder intrinsic motivation and, indirectly, IWB (H1). However, this negative effect is expected to
be attenuated among mindful employees, because mindfulness, by promoting self-concordant actions, accurate self-perceptions, and
perspective taking, increases feelings of autonomy, self-competence and relatedness. Accordingly, a high level of mindfulness would
buffer intrinsic motivation (H2) and, ultimately, IWB (H3) from the negative effects of JI.
Methodology
A time-lagged study was conducted on 134 employees from various Canadian firms. Multiple regression analyses were conducted to
test our hypotheses.
Results
Results supported all the hypotheses.
Limitations
The self-report nature of our study raises issues of common method variance and limits inferences of causation.
Research/Practical implications
This research sheds light on the motivational processes linking JI with IWB, and offers new insights into how employee can keep
their innovative potential alive in spite of insecure work conditions.
Originality/Value

This is the first study to examine intrinsic motivation as a mechanism driving JI’s impact on IWB, and mindfulness as a
protective factor against the harmful consequences of JI.
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Different workers, different insecurities:

how proactive behavior can reduce job- and employment insecurity

J. Koen’, S. K. Parker '

'Business School, University of Western Australia, Crawley, Perth, Australia

Main Abstract Content: Purpose. Current labor market challenges —such as an expiring contract and a low level of education—
often induce insecurity about the continuance of one’s job (i.e., job insecurity) and/or career (i.e., employment insecurity). Drawing
upon control theory, we propose that proactive career behavior can reduce job- and employment insecurity by buffering the lack of
control that stems from these labor market challenges.

Design. We tested a moderated mediation model in a three-wave field study among two groups of workers (347 temporary workers
and 205 contract-secure workers). Two labor market challenges were explicitly matched to the different insecurities experienced by
these groups of workers, and to different forms of proactive career behavior.

Results. An expiring contract did no longer affect temporary workers’ perceived control and did thus not lead to job insecurity when
they engaged in proactive career behaviors. For contract-secure workers, results showed a similar pattern, but only for those with
higher levels of education. Both types of insecurity were related to higher perceived stress and lower subjective career success.
Limitations. The use of self-report data limits causal conclusions.

Implications. Proactive career behavior can function as an alternative security mechanism in a labor market that increasingly lacks
the security of permanent employment. Yet, lower educated workers may not necessarily benefit from proactive career behavior.
Originality/Value. By considering ways in which workers can ‘stay ahead’ and prevent insecurities that stem from labor market
challenges, we provide a proactive stance that can improve workers’ security in today’s and tomorrow’s labor market.
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Job insecurity in relation to training willingness: The moderating role of perceived employability
A. Van Hootegem’, H. De Witte, N. De Cuyper, T. Vander Elst

Main Abstract Content: Purpose. A turbulent organizational environment plays a role in heightened feelings of job insecurity as

well in the need of work-related learning. Despite the importance of knowledge about the impact of job insecurity on the learning
behaviour of employees, no research so far has explored therelationship between job insecurity and training willingness.Based on the
Conservation of Resources Theory, we expected that job insecurity relates to the willingness to undertake both internal and external
training. Additionally, we tested whether this relation is moderated by perceived employability.

Design/Methodology. To test these hypotheses, data was gathered from 560 employees working in seven organisations by means of a
survey design.

Results. Regression analyses demonstrated that job insecure individuals are more willing to participate in both internal and external
training. Furthermore, we found that perceived employability moderates the relationship between job insecurity and external training
willingness. However, contrary to our expectations, high perceived employability weakens, instead of strengthens, the association
between job insecurity and training willingness. We did not find a significant effect for the moderating role of perceived
employability on internal training willingness.

Limitations. Given the cross-sectional nature of this study, no causal inferences can be made.

Research/Practical Implications. These results imply that HRM policies need to take into account the impact of job insecurity on
learning behaviour at work.

Originality/Value. This study contributes to the existing literature on job insecurity by offering initial evidence for the relationship
between job insecurity and training willingness, and by presenting perceived employability as a moderator in this relation.
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Symposium on Job Insecurity Part 1 - Job Insecurity: Measurement Issues and Moderating Effects

H. De Witte ", D. Xanthopoulou 2
"Faculty of Psychology & Educational Sciences , KU Leuven , Leuven, Belgium, 2School of Psychology, Faculty of
Philosophy , Aristotle University of Thessaloniki , Thessaloniki , Greece

Main Abstract Content: Evidence suggests that job insecurity is detrimental for health and well-being. Despite the empirical
advancements in this area, there is still the need to develop and validate measurements for specific operationalisations of job
insecurity. Additionally, there is the need to test for moderators of the job insecurity-outcomes relationships, which might help
developing interventions for practice. The aim of this symposium is to address these gaps in the literature. The symposium consists of
the following 5 oral presentations:

1) Annabelle Hofer, Daniel Spurk, Andreas Hirschi, Nele De Cuyper, and Hans De Witte. 7/e Nature and Measurement of Career
Insecurity. Development and Initial Validation of a New Scale

2) Gabriel Fischmann, Tinne Vander Elst, Coralia Sulea, Nele De Cuyper, Dragos Iliescu & Hans De Witte. 7%e Qualitative Job
Insecurity scale (QUAL-JI)

3) Mauricio E. Garrido Vasquez, Kristin Weil}, and Kathleen Otto. Qualitative and quantitative job insecurity and their
consequences.: The moderated role of appreciation

4) Anahi Van Hootegem, Hans De Witte, Nele De Cuyper and Tinne Vander Elst. Job insecurity in relation to training willingness.
The moderating role of perceived employability

5) Francesco Montani, Francois Courcy, Hans De Witte. Zzsecure, yet mindfil! The effects of job insecurity on intrinsic motivation
and innovative work behavior as moderated by mindfilness
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Symposium on Job Insecurity 2 - Explaining the outcomes of job insecurity
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Main Abstract Content: Evidence suggests that job insecurity is detrimental for health and well-being. This leads to the question:
what exactly explains this association? In the recent past, several theoretical explanations for the job insecurity-outcomes
relationships have been proposed and tested empirically. This second symposium on job insecurity ads to this growing research line
by presenting 6 papers in which the association between job insecurity and specific outcomes are mediated by a variety of variables,
such as social identity, occupational self-efficacy, basic need satisfaction and fairness, among others. The symposium consists of the
following 6 oral presentations:

1) Eva Selenko & Hans De Witte. A4 #hreat to job security - a threat to the self? Exploring the relationship between job insecurity and
performance, health and political outcomes from a social identity perspective

2) Marianna Giunchi, Federica Emanuel and Chiara Ghislieri. Perceived job insecurity and use of technology for work-related
reasons during leisure-time. Consequences on workers' well-being.

3) Jasmina Tomas, Darja Masli¢ SerSi¢, and Hans De Witte. Zow can we attenuate job insecurity? Examining the effects of”
psychological climate

4) Ieva Urbanaviciute, Jurgita Lazauskaite-Zabielske, Tinne Vander Elst, & Hans De Witte. #7%y and when does qualitative job
insecurity relate to turnover intentions? ITesting the role of basic need satisfaction and sectoral differences

5) Bert Schreurs and Désirée Schumacher. Farrness and Exhaustion as Explanatory Mechanisms in the Relationship between Job
insecurity and Employee Outcomes.: A Two-Wave Study

6) Jessie Koen and Sharon K. Parker. Djfferent workers, different insecurities:how proactive behavior can reduce job- and
employment insecurity
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Job insecurity and its consequences: What do we know and where to go?
M. Sverke’, L. Lastad

"Department of Psychology, Stockholm University, Stockholm, Sweden

Main Abstract Content:

State of the art

Job insecurity — worrying about losing one’s job — is a common concern among workers worldwide. Since the early 1980s, the
research literature in this field has been steadily growing, establishing job insecurity as a work-related stressor with detrimental
outcomes for both employees and organizations. However, there are still a number of important research gaps, including how job
insecurity relates to a wide range of potential outcomes, whether the strength of these associations vary between national contexts, the
direction of causality between insecurity and outcomes, and how organizations may reduce job insecurity perceptions.

New perspectives/contributions

This symposium presents a comprehensive overview of the current state of job insecurity research. Specifically, the first presentation
summarizes findings from a meta-analysis linking job insecurity to several work attitudes and behaviors, and different physical and
mental health outcomes. The second study takes a closer look at these meta-analytic results by investigating if the negative
consequences of job insecurity vary between cultural and welfare contexts. The third presentation provides an overview of
longitudinal studies of the relationship between job insecurity and outcomes, also reviewing the evidence concerning temporal
precedence and causality. The fourth study reports on the results of an organizational intervention in an organization undergoing
restructuring, where one aim was to reduce job insecurity.

Research/practical implications

The contributions and concluding discussion aim at compiling the state of knowledge on job insecurity and its consequences,

outlining directions for future research, and addressing practical implications on how to minimize job insecurity perceptions in
organizations.
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Symposium on Job Insecurity 3 - Understanding the outcomes of job insecurity: Multilevel and Dynamic Approaches
D. Xanthopoulou’, H. De Witte *
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Main Abstract Content: State of the Art. Most studies investigate the outcomes of job insecurity at the individual level of analysis
thus, neglecting potential contextual factors that may determine this relationship. In addition, job insecurity has been mainly viewed
as a static phenomenon. To address these gaps, this symposium presents studies that adopt either a multilevel or a dynamic
framework in understanding job insecurity and its outcomes.

Contributions. Richter examines how two organizational factors (social support and feedback) measured at the individual and at the
team-level determine job insecurity and its outcomes. Next, Vander Elst et al. investigate the moderating role of procedural justice
and social support from the supervisor on the relationship of job insecurity with burnout and work engagement. Third, Piccoli and De
Witte examine the role of country-level indicators (economic condition, unemployment rate and employment protection legislation)
on the association between job insecurity and employees' household sacrifices in times of crisis in Europe. Similarly, Kostouli et al.
show that disadvantaged labor market positions are particularly damaging for European youth in individualistic countries and in
societies, where work is highly valued. Finally, Klug et al. focus on young workers and examine job insecurity trajectories over a 6-
year time period and test differences between trajectories with regard to antecedents and outcomes.

Research/Practical Implications. Job insecurity has important consequences not only for employees' well-being but also for their
life decisions and these effects are heterogencous across employees and over time. Organizational and country-level factors help to
better understand and prevent the unfavorable consequences of insecure jobs.
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Why and when does qualitative job insecurity relate to turnover intentions? Testing the role of basic need

satisfaction and sectoral differences
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Faculty of Psychology & Educational Sciences, KU Leuven, Leuven, Belgium, “Optentia Research Focus Area, North-
West University, Vanderbijlpark Campus, South Africa

Main Abstract Content:

Purpose

The current study had two aims. First, it aimed to analyze the role of basic need satisfaction upon employee turnover intentions in the
context of qualitative job insecurity. Following self-determination theory (Deci & Ryan, 2000), we hypothesized that the lack of
satisfaction for the basic needs of competence, autonomy, and relatedness might explain the association between job insecurity and
turnover intentions. Second, this study aimed to explore whether similar indirect relationship patterns hold for both public and private
sector employees. Hence, sector was additionally tested as a moderator in the above-mentioned relationship.

Design/Methodology

Employees from a range of organizations in Lithuania were surveyed using cross-sectional design (N = 358; private sector n = 178,
public sector n = 180). PROCESS for SPSS (Hayes, 2013) was used to analyze the data.

Results

Significant indirect effects were found linking qualitative job insecurity to turnover intentions through basic need satisfaction.
Furthermore, the results showed that the lack of basic need satisfaction, albeit being a significant intermediate factor, had a slightly
different role upon turnover intentions in public versus private sectors.

Limitations

The study was based on cross-sectional data, which somewhat limits the interpretation of findings.

Research/Practical Implications

The findings suggest that the needs framework can offer an explanation for the link between qualitative job insecurity and turnover
intentions. In addition, sector differences seem to be important for understanding how employees react to job-insecure situations.
Originality/Value

The study combines the analysis of subjective factors and objective work environments in investigating qualitative job insecurity.
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A threat to job security - a threat to the self? Exploring the relationship between job insecurity and its outcomes from
a social identity perspective

E. Selenko’, H. De Witte

Main Abstract Content: Pu7pose

Work and identity are closely related. What happens now to ones self-concept if work is threatened by job insecurity? Drawing from
social identity theory we propose that job insecurity is related to (1) a lower identification with the working population and at the
same time (2) an increased similarity with unemployed people. This in turn will affect general well-being, the willingness to invest
effort in the current job, as well as general political attitudes.

Design/Methodology

To test the hypotheses n = 1.000 British employees are being surveyed for four times over the period 2016/2017 on their quantitative
job insecurity, their identification with the working population and with unemployed people, their mental well-being, persistence at
work and right wing authoritarianism.

Results

The results from a SEM conducted on the data at T1 illustrated that job insecurity was negatively related to the identification with the
working population but positively with the identification as an unemployed person. Through those two different aspects of the self,
job insecurity was associated with reduced well-being, less persistency but (surprisingly) fewer conservative attitudes.

Limitations

Only T1 data is available as yet, a longitudinal test of the mechanisms will be presented at the conference.

Research/Practical Implications

The study indicates that job insecurity is related different aspects of the self in different ways. Through its connection with identity,
job insecurity’s effects span far beyond work related behaviour into general well-being and even political attitudes.
Originality/Value

This is study presents a new framework to connect job insecurity with well-being, work behaviour and political attitudes.
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Perceived job insecurity and use of technology for work-related reasons during leisure-time: consequences on
workers' well-being.

M. Giunchi'*, F. Emanuel !, C. Ghislieri "

'Department of Psychology, University of Turin, Turin, ltaly

Main Abstract Content: Pu7pose — Perceived Job insecurity (PJI, De Witte, 2005) and the use of technology to manage work
demands beyond working hours seem to have negative consequences on workers’ well-being: insecure workers reported higher
emotional exhaustion (Giunchi et al., 2016) and the use of technology may increase the interferences between work and family (Derks
& Bakker, 2014). Our study, using the JD-R model theoretical framework, hypothesizes that the use of technology is in relation to PJI
and other work demands, some work resources and to job exhaustion.

Design/Methodology — Our hypotheses were tested with a convenience sample of 696 workers. Data were collected with a self-report
questionnaire and analyzed with multi-group analysis (MPLUS7).

Results — The estimated structural equation model (2(353)=655.032, p<.00; CFI=.94; TLI=.93; RMSEA=.05; SRMR=.06) showed
that PJI and the use of technology are positively related to job exhaustion and the use of technology partially mediates the relationship
between PJI and job exhaustion.

Limitations — Cross-sectional design, the use of a self-report questionnaire and the convenience sampling method are limitations of
this study.

Research/Practical Implications — Our findings suggest to pay attention to the impact of organisational demands, especially PJI, in
managing work requests through the use of technology beyond working hours.

Originality/Value — This study contributes to the literature on job insecurity analyzing the association between PJI and the use of
technology on workers’ well-being.
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The moderating role of procedural justice and social support in the job insecurity-well-being relationship: A multi-

level analysis among teachers

T. Vander Elst 2", E. Vekeman 3, H. De Witte 24, E. Baillien®, A. Van den Broeck 45, L. Godderis '©

"Knowledge, Information and Research center (KIR), IDEWE, 20ccupational & Organisational Psychology and
Professional Learning, KU Leuven, Leuven, 3Department of Educational Studies, Ghent University, Ghent, Belgium, 4
Optentia Research Focus Area, North-West University, Vanderbijlpark, South Africa, SHuman Relations Research Group,
KU Leuven, Brussel, 8Environment and Health, KU Leuven, Leuven, Belgium

Main Abstract Content: Purpose: Scholars agree on the negative impact of job insecurity on employee well-being. While
quantitative job insecurity refers to the perceived threat of losing the job as such, qualitative job insecurity is the fear to lose valued
aspects of the job in the future. Several contextual variables, such as social support and organizational justice, have been investigated
as moderators in the job insecurity—outcome relationship. However, while changing those factors often implies interventions at a
higher team or occupational level, scholars have mainly examined such moderators on the individual level. In reply, this study aims to
investigate the moderating role of procedural justice and social support from the supervisor (at the organizational level) in the
relationship between quantitate and qualitative job insecurity, and burnout and work engagement (at the individual level) using a
multi-level framework.

Design/Methodology: Multilevel path analyses will be conducted to analyze cross-sectional survey data from 14,162 employees
clustered within 541 Belgian educational institutions.

Results: Preliminary analyses look promising. The results and implications will be presented at the symposium.

Limitations: Because of the cross-sectional design, we cannot make inferences about causal relationships.

Research/Practical Implications: The results might enhance our knowledge of contextual factors at the organizational level that may
decrease the relationship between job insecurity and employee health, and may offer guidance to practitioners to set up interventions
at the occupational level.

Originality/Value: This study is among the first to test for the moderating role of contextual factors at the organizational level in the
job insecurity—well-being relationship.
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The Nature and Measurement of Career Insecurity: Development and Initial Validation of a New Scale

A. Hofer ", D. Spurk ', A. Hirschi ', N. De Cuyper?, H. De Witte 2

"Work and Organizational Psychology, University of Bern, Bern, Switzerland, 2Research Group Work, Organizational and
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Main Abstract Content: Purpose

Career mnsecurrty (CI) has become a variable of growing interest because of the changes in the broader environmental context in
which careers unfold. However, there exists an ambiguity about the conceptualization of CI itself. Therefore, we aimed to clarify the
concept of CI and develop a comprehensive and sound measure.

Design/methodology

We applied a mixed-method approach that combined an analysis of past research about insecurity in careers, qualitative interviews (N
= 30), and quantitative data to develop a multi-dimensional conceptualization and measure of CI. An item examination and first test
of construct validity will be conducted within a sample of 400 individuals working in diverse fields within the private industry.

Results

The results of the study showed that CI can be theoretically discriminated from related constructs like, for instance, job insecurity or
perceived employability. Moreover, the qualitative interviews supported the multidimensional (e.g., career opportunities, work-
nonwork interactions) nature of CI. Results of an initial validation of a new scale that captures these dimensions will be presented.
Limitations

This is an initial study about the conceptualization and measurement of CI. Follow-up studies are needed.

Research/practical implications

One theoretical implication is that CI can be conceptualized as multidimensional construct that can be discriminated against other
related concepts. A systematically developed CI measure will be available. Career counselors might apply that scale in their daily
work.

Originality/value

To our knowledge, the study provides the most comprehensive and systematic investigation of CI, an important construct for career
development that needs further clarification.
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Social support and feedback- important organizational strategies to prevent job insecurity and its effects
A. Richter’

Main Abstract Content: Purpose

In previous studies, job insecurity has mainly been studied from an individual perspective, and the focus was the investigation of
outcomes. One next step is to place more focus on the social context e.g. the work group when studying job insecurity. This is in line
with calls in work and organizational psychology to increase our understanding on work stressors. In this study, two important
organizational factors-social support and feedback are investigated to understand how they relate to job insecurity and its outcomes.
However, not only the indivudal perspective is taken into consideration but both factors are also investigated on team level as
feedback and support climate.

Design/Methodology

A sample of 579 Swedish accountants is used. 53% were male and the average age was 42 years. The majority of employees had a
university education.

Results

Preliminary analyses show promising results.

Limitations

Measurements were based on self-reports and need to be replicated with other samples to assure generalizability.

Implications and Originality/Value

This study makes two contributions. First, important organizational factors are investigated that can be modified by organizations to
improve their work environment and to decrease job insecurity and its consequences. Second, the team level is accounted for in this
study, which has received comparatively little research attention yet, even though we know that the social context at work has major
effects on the individual employee.
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Importance of employment assessment interventions to enable young people to find, sustain and perform well in
employment

S. Gould *”

'Department for Work and Pensions , London, United Kingdom

Main Abstract Content: The Department for Work and Pensions (DWP) has a UK government brief to support young people to
find work and one of the ways is by creating a more flexible, personalised package of support. Young people are helped by Work
Coaches to make the transition into employment through personalised job search, support to apply for vacancies, work experience
opportunities and work focused training provision.

Work Psychologists contribute by providing support to several priority groups to include customers, advisers and employers. This
might include enabling individual’s progression into work or retention in employment by identifying work solutions, developing
effective job seeking behaviour to become more effective in the labour market and enabling individuals to look ahead and manage
their work performance, relationships and health or disability in the workplace. Interventions can include one-to-one work with
individual customers or group work sessions.

This paper focuses on case studies of young people using the employment assessment approach (Carew at al., 2010) as a labour
market intervention to help young people find, sustain and flourish in employment. Employment assessment is relevant to young

people who have limited or no work experience, or where no job goal has been identified, or the individual has a negative self-image

feeling that employers will not hire them. Employment assessment helps young people to develop job search skills, identify and

comprehend sources of information about jobs and helps them to plan through and follow through on activities to support job search.
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What can employers do to help young people gain entry to the workplace?
A. Carter"”

'Sheffield University Management School, Sheffield, United Kingdom

Main Abstract Content; With youth unemployment remaining a significant problem in many developed countries we need to take
alternative perspectives to address persistent issues that will result in significant future skills shortages. Currently, labour market
research is mainly shaped by a supply-led view focusing on job seekers with few studies examining the demand-led perspective that
focuses on employers (Spoonley, 2008). For example, it is not widely known that only 25% of UK organizations employ young
people (18 to 24 years, UKES, 2011). Therefore, a majority of UK organizations are choosing to employ older workers and we do not
know why employers are taking these decisions. A recent study of 21 employers highlighted that young people have a great deal to
contribute to the contemporary workplace. Employers in this study described organizations not employing young people as lacking
experience of young workers; believing in stereotypes and assumptions about their behaviours and the effort needed to support the
young workers. This paper will describe valuable advice employers’ gave in relation to organizational strategy and development of
entry-level roles. Findings will be described in relation to theories of work psychology that may assist further study benefiting youth
employment.
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Action learning to build soft skills for graduate work transitioning: a review of ‘get mobile’ in the UK, Netherlands and
Iceland

E. Parry '’

"INOVA, Sheffield University Management School, Sheffield, United Kingdom

Main Abstract Content: Fifty-four percent of UK employers believe graduates are not work-ready (British Chambers of
Commerce, 2014) with a lack of soft skills cited as the main reason by 57% of these employers. Ways to support recent graduates to
build soft skills to enhance their work-readiness and therefore increase chances of employment are important to develop, particularly
for young people attempting to enter the workplace with employers who are not strategically placed towards young people (Carter,
2016). This paper reviews the EC project ‘Get Mobile’ which developed an Action Learning programme for 35 young, female, recent
graduates from Business and Science (under/unemployed) in the UK, Netherlands and Iceland to build soft skills for work readiness.
Qualitative analysis of participants’ evaluation questionnaires elicited themes from group sessions and compared differences between
countries. Results suggested that the blended programme of Action Learning, coaching and mentoring were useful methods to
develop soft skills. Developing positivity and openness was seen as the most important outcome in the Netherlands and Iceland but in
the UK self-reflection and soft skills were considered more important. Limitations of these findings include a limited sample size
from three countries, only including females from certain subjects. Rolling out the programme to see if results transferred to other
countries, male graduates and other participants warrants further study. Practical implications are that universities could consider
Action Learning programmes as a valid medium to develop soft skills prior to graduation to better equip graduates with these skills
for transitioning to the world of work.
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Supporting young peoples’ journey from education to work; Discussion
B. Kozusznik '*

"University of Silesia, Katowice, Poland

Main Abstract Content: The first discussant is an academic from Poland and they will engage the audience in a broad debate about

youth employment across Europe.

Introduced by the symposium chair the discussant will offer short presentations building on the symposium material and describing
the issues facing young people transitioning into work in Poland and areas of Eastern Europe. They will then invite the audience to
engage in a debate and interchange of potential solutions and interventions that will assist young people to gain suitable employment.
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Supporting young peoples’ journey from education to work - Discussion Part 2
J. McCafferty 1"

"Ballymun Job Centre, Dublin, Ireland

Main Abstract Content: The discussant in a practitioner working with young people in Dublin, Ireland. Introduced by the
symposium chair discussant will offer a short presentation building on the symposium material and describing the issues facing young
people transitioning into work in Ireland. They will then invite the audience to engage in a debate and interchange of potential
solutions and interventions that will assist young people to gain suitable employment.

The symposium will end with a plenary drawing together the areas of discussion from the audience and the papers suggesting future
support, intervention and research.
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Leadership and Health: Perspectives of leaders and employees
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Bruning’, S. Hershcovis 2, S. Fung-Chang?8, C.-Y. Li°®

"University of Surrey, Guildford, 2University of Calgary, Calgary, Canada, 3University of Mainz, Mainz, *University of
Hagen, Hagen, Germany, University of Surrey, Guildford, United Kingdom, 8University of Chemnitz, Chemnitz, Germany,
"University of New Brunswick at Fredericton, Fredericton, Canada, 8China Medical University, °National Taipei College of
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Main Abstract Content:

Leadership and Health: Perspectives of leaders and employees

Chair: Ilke Inceoglu, Surrey Business School, University of Surrey
State of the art
Leadership behaviour has a significant impact on the behaviour, performance and wellbeing of employees. While a large body of
research has focused on the effect of leadership on wellbeing in the form of job satisfaction and job strains, little research has
examined the specific psychological processes that result in negative employee health outcomes and the effect of leadership health on
employee health.
New Perspectives/Contributions
This symposium provides fresh insights into leadership and health by considering both the perspectives of leaders and employees in
the leadership process.
The paper by Turner, Bruning, Hershcovis, Sung Li and Chen examines the extent to which interpersonal stressors from different
organizational sources (co-workers, supervisors, senior managers) influence the job-related physical health of non-injured and injured
employees who had returned to work. Weigelt and Zill’s study investigates the link between employee conflict with supervisors and
employee rumination, and the extent to which reconciliation can restore well-being.
Two literature reviews specifically focus on the health of leaders (Wirtz & Rigotti) and the psychological mechanisms at play through
which the health of leaders affects the health of employees (Inceoglu, Thomas, Chu, Plans & Gerbasi): What factors predict leaders’
psychological and physical wellbeing? How does the health of leaders affect the health of followers? What evidence can we draw on
to develop interventions to improve the wellbeing of leaders?
Research/Practical Implications
Findings have theoretical implications for better managing leaders’ and employee health and developing a future research agenda that
explicitly considers both perspectives.
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Leaders and Followers: New Perspectives on Positive Experiences at Work

A. C. Leite '", G. Randsley de Moura?

"Department of Psychology, University of Roehampton, London, 2School of Psychology, University of Kent, Canterbury,
United Kingdom

Main Abstract Content: State of Art

Given that people spend most of their adult lives at work, rewarding experiences at the workplace gain increased importance. It is
well-established that leaders and followers have an interdependent relationship and that leadership styles differentially impact
organizational outcomes. In this symposium we present topical research that focuses on the links between leadership and positive
experiences at work. We propose a wide discussion of the topic by including internationally diverse contributions, combining
different theoretical perspectives and varied methodologies. This will enrich the discussion of key aspects that link leadership to both
(dis)satisfaction and (poor)well-being at work.

New Perspectives/Contributions

In four talks, we present cutting edge research discussing (1) identity leadership and well-being, (2) relative quality of Leader-
Member Exchange and experiences at work, (3) organizational conspiracies and satisfaction at work, and (4) leadership, gender, and
fairness in performance ratings and pay. Each work presents an innovative theoretical perspective. The discussion (by Georgina
Ransdley de Moura) will highlight how this research helps to understand how leaders can facilitate or hinder employees’ positive
experiences in the workplace.

Research/Practical Implications

This symposium suggests that research needs to focus on the dynamics between individuals, groups, and their leaders. It also suggests
that organisations should be particularly mindful of (1) the quality of relationships between leaders and followers and the ability to
foster a sense of oneness, (2) the impact of conspiracies at the workplace, and (3) the fairness of procedures, if they are to foster
environments that allow for positive experiences at work.
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Breaking employee's silence: A cross-level investigation of the role of socio-moral
climate and negative affect at work

S. Silva’, S. Tavares !, C. Unterrainer2, W. Weber 2
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Main Abstract Content: Purpose

This study examined the process underlying the relationship between socio-moral climate (SMC) and employees' silence behaviors.
Using conservation of resources theory, we propose that negative affect at work mediates the effects of SMC on employees' quiescent
and acquiescent silence.

Design/Methodology

We tested the model with a cross-level structural equation model based on a questionnaire data collected from 429 employees in 51
organizational contexts.

Results

The results revealed that SMC (at organizational level) is negatively related with both negative affect at work and employee's
quiescent and acquiescent silence (both at individual level). Moreover, negative affect at work is positively associated with both
employee's quiescent and acquiescent silence (at the within individual level). At the between (organization) level, negative affect was
significantly related to acquiescence silence but not to quiescence silence. Therefore, our mediation hypotheses were only partially
supported.

Limitations

The cross-sectional design and the correlational nature of the actual data prevent us from drawing causal and temporal inferences,
making it difficult to rule out alternative explanations for the observed relationships.

Research/Practical Implications

Our results suggest that organizations may prevent employee silence by managing SMC in the workplace.

Originality/Value

This paper sheds some light on the affective processes that emerge from SMC and their role in explaining SMC’s potential impact on
employee’s silence, thus expanding both the literature of SMC and silence.
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The relationship between team leadership and team working, and their impact on engagement, wellbeing and
innovation: An empirical study

B. Alimo-Metcalfe ', J. Alban-Metcalfe 2

"University of Leeds, 2Real World Group, Leeds, United Kingdom

Main Abstract Content: PurposeThis study related engaging transformational leadership, team working, and their impact to
engagement, wellbeing, and innovation. Design/MethodologyMultiple measures assessed leaders and members of multi-disciplinary
healthcare teams (n = 590). The measures were: Team leadership and team working: Engaging Team 360, and other research methods
(Alimo-Metcalfe et al., 2011), and the IMOI model (Ilgen et al., 2005). Four scales measured team leadership (o > 0.84). Five scales
measured Team working, Inter-team relations and Inter-team collaboration (o > 0.82). Outcome measures were: Three aspects
(scales) of Impact on Team Performance: Innovation; Focus on quality; and Improvement; and two aspects (scales) of Impact on
Team Members: Team Engagement; and Wellbeing at Work. A significance SEM model related team leadership and team working to
the impacts on team members and team performance. Results Affective, behavioural, and cognitive aspects of team functioning
contribute independently to intra-team working. Four discernible team-leadership aspects added meaning, and acted indirectly
through team work, to positively impact team output, engagement and wellbeing.Limitations Sample limited to UK NHS healthcare
teams, generalisability.Research/Practical Implications Increased validity of team leadership and team working model improved on
the commonly used IPO model and supports IMOI (Ilgen et al., 2005). Practitioners can now confidently apply specific leadership
dynamics, through team working, to grow team effectiveness, quality and innovation.Originality/Value Four significant and reliable
aspects of team dynamics, and specific leader selection criteria, that nurture and grow team productivity, can now be related to
teamwork and leadership.
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Contextualizing the Think Crisis-Think Female Stereotype:
When are female leaders really preferred?

L. Gartzia®, C. Kullich, M. Komarraju

Main Abstract Content: EAWOP17-SYMPOSIUM-1581
Leadership in times of crisis: What motivates glass cliff appointments?
Paper 5:

Contextualizing the Think Crisis-Think Female Stereotype:
When are female leaders really preferred?

Purpose - The purpose of this paper is to challenge the idea that women, rather than men, are seen as good leaders for crisis
management by identifying specific crisis situations in which male leaders and stereotypically masculine qualities are preferred.
Design/Methodology —Two experimental studies were implemented. In Study 1, 64 U.S. and 92 Spanish university students read
descriptions about companies facing different crisis situations and indicated which attributes made a person suited for leadership. In
Study 2, 326 Spanish BA students were randomly assigned to different crisis scenarios and indicated their preference for male/female
and agentic/communal leaders.

Results - The studies provide evidence that the think crisis-think female stereotype only occurs in specific types of crises that are
communal in nature (e.g., a crisis was due to a company’s internal disharmony). An in-group gender bias emerged whereby both male
and female participants preferred male and female candidates, respectively.

Limitations — The causal claims derived from experimental research come at the expense of external validity.

Research/Practical Implications — The observed preference for male leaders in most crisis situations suggests that the “Think Crisis-
Think Female” phenomenon cannot be generalized to all crisis situations and invites further research to continue understanding
people’s positive reactions to women in the “glass cliff” research.

Originality/Value — Findings contribute to a deeper understanding of contextual variations in implicit theories about crisis
management and so support a more thorough decision-making in gender-related organizational practices.
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Injury Experience, Sources of Interpersonal Support, and Mental Health

S. Granger ', N. Turner, P. F. Bruning 2, M. S. Hershcovis '
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Main Abstract Content: Purpose: To estimate the extent to which interpersonal stressors from different organizational sources (co-
workers, supervisors, senior managers) affected the job-related physical health of non-injured and injured employees who had
returned to workDesign/Methodology: Organizational records of lost-time work injuries over a six-year period were matched with
employee perceptions of interpersonal stressors and job-related physical health at the end of the six-year period. The study sample
consisted of two types of employees: employees who reported a lost-time work-related injury and returned to work during this six-
year period (n = 433 cases; “injured employees”) and employees who neither reported a work-related injury nor lost work time
because of an injury during this same period (n = 954 controls; “non-injured employees”).Results: Compared to non-injured
employees, injured employees reported a stronger relationship between co-workers as stressors and job-related physical health. There
were no differential relationships between injured and non-injured employees on either supervisors as stressors or senior managers as
stressors on job-related physical health.Research Implications: We use social impact theory to explain these findings, and discuss the
consequences of the results for post-injury interventions and return-to-work programs in organizations.Originality/Value: To our
knowledge this is the first study to consider how different sources of interpersonal stressors after return-to-work interact with injury
status to predict job-related physical health. In a literature that traditionally looks only at leadership as a social influence on employee
safety, we set up a fair tournament among the social influences of co-workers, supervisors, and senior managers in influencing
physical health of injured workers.
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What makes healthy leaders? A Systematic Review and Research Agenda
N. Wirtz, T. Rigotti "

"University of Mainz, Mainz, Germany

Main Abstract Content: We present the results of a systematic review of three decades of research on leaders’ health. The
identification of relevant predictors for leaders’ health from 202 empirical articles and the subsequent categorization in different
clusters (e.g. personal-dispositional, organizational, and interpersonal) provide valuable insights to guide future research, theory, and
organizational health management practice. The majority of articles included in this review were cross-sectional and examined
leaders’ mental and physical well-being. We discuss our findings in terms of methodological and theoretical shortcomings of existing
work, and outline a comprehensive agenda to inspire future research. Main findings include the relative lack of followers’ role in the
leadership process, as well as interpersonal factors that impact leaders’ health and wellbeing. Further, there is a clear need to
distinguish more explicitly between stress and antecedents of stress, as well as to conduct more longitudinal and multi-source studies
in order to uncover causal relationships and examine changes in leader health over time.
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Let’s talk it over one more time — How conflicts between leaders and followers and episodes of reconciliation relate

to employee rumination over time

I. Inceoglu, O. Weigelt 12", A. Zill 3

"University of Rostock, Rostock, 2University of Hagen, Hagen, 3Technische Universitat Chemnitz, Chemnitz, Germany

Main Abstract Content: Purpose Although current leadership approaches stress consideration and follower empowerment
employees may still face disagreements or more serious episodes of conflict with their supervisors from time to time. Based on
intraindividual models of employee well-being we take an event-based approach to leadership and health. We examine how task and
relationship conflict relate to employee rumination over time. Further we distinguish between immediate and sustainable effects. In
line with current theorizing in the employee-organization-relationship literature we consider post-violation coping and explore the
role of reconciliation as a means to restore well-being and health again.Design/MethodologyWe conducted a five-wave longitudinal
survey study over a period of 12 months among 88 employees from different organizations yielding 267 observations..ResultsOur
multilevel analyses yielded a significant positive short-term link between task conflict and affective rumination, but no sustainable
interindividual level differences due to the accumulation of conflict over time. We found the inverse pattern for relationship conflict
which suggests sustainable long-term effects in the absence of short-term fluctuation in rumination attributable purely to relationship
conflict. Reconciliation yielded additive beneficial effects.LimitationsModest sample size and low prevalence of severe argument and
hence opportunity for reconciliation may limit statistical power.Research/Practical ImplicationsConciliatory behaviour might be a
powerful leverage point for leaders to neutralise adverse effects of conflict and hence promote employee health.
Originality/ValueThis study is among the first to differentiate and empirically examine short-term and long-term effects of leader-
follower interaction on employee health applying rigorous methodology.
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Leadership and health: The effects of leaders’ behaviours in organizations
l. Inceoglu'’, G. Thomas ', C. Chu', D. Plans ', A. Gerbasi '
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Main Abstract Content: State of the ArtLeaders play a pivotal role in organizations; poor leader health impacts performance of the
leaders themselves but also that of their employees and teams. Very little research, however, has specifically focused on leadership
health and its effect on employees and organizations. Compared to most employees in organizations, leaders enjoy higher levels of
autonomy but at the same time have higher work demands. Leaders are generally more satisfied with their jobs and job engaged than
employees, yet the risk for stress-related health problems especially in senior leaders is an area of growing concern in organizations.
Interventions for improving employee wellbeing are developing rapidly. Research to date has not considered how these could be
specifically applied to improve the wellbeing of leaders.New Perspectives/ContributionsDrawing on research from several disciplines
(e.g. work, health and sport psychology, physiology and psychophysiology) this literature review identifies the antecedents and
psychological processes that affect the health of leaders psychologically and physiologically. Results also consider consequences of
leader health such as leadership behaviour and follower behaviours.Research/Practical ImplicationsThe results of this literature
review have theoretical and practical implications for better managing the wellbeing of leaders. We also propose a multi-disciplinary
research agenda to develop interventions to improve leader health and employee health in organizations.Originality/ValueOur
literature review synthesises findings from different disciplines and proposes a research agenda that considers psychological and
physiological aspects of health and using evidence for developing interventions.
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The cure of identity leadership: Leaders’ creation of a group identity promotes group members’ health and well-being
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Main Abstract Content: Purpose: The present research examines the lagged effects of identity leadership — in particular, leaders’
development of a sense of “we” and “us” among team members — on team members’ health and well-being.

Design/Methodology: We report results from a two-wave field study from a large energy organization in China conducted over a 10-
month period in which employees respond to the leader of their work team.

Results: Results show that perceived leader identity development predict greater subsequent work engagement among team
members, as well as lower burnout and turnover intentions. Furthermore, findings indicate that effects on reduced turnover intentions
are mediated by reduced burnout and increased work engagement.

Limitations: The limitations of the study are its examination of only (a) two waves (rather than three or more waves) and (b) a single
group identity (rather than multiple identities). Addressing these issues would allow for more comprehensive insights into the
unfolding impact of identity leadership on employee health.

Research/Practical Implications: Given the downstream effects that leaders have on organizational members’ health and well-being,
results show that organizations can promote health in the workplace by building leaders’ capability to engage in identity development.
Originality/Value: The present research paves the ways for a new understanding of employee health which sees this as flowing from
group-oriented forms of leadership. Results show that leaders’ creation of a shared sense of “we-ness” can be a gateway not only to
influence and followership but also to fulfillment and well-being.
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Suspicion in the workplace: Organizational conspiracy theories and work-related outcomes

A. C. Leite '", K. M. Douglas 2
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Main Abstract Content: Purpose: Belief in conspiracy theories about societal events is extremely common and has important
consequences for political, health and environmental behavior. Little is known, however, about how conspiracy theories that involve
powerful groups (e.g., managers) at the workplace affect people’s everyday working lives. We argue that conspiracy theories may
have detrimental consequences to employees’ experiences. We predicted that belief in organizational conspiracy theories would be
associated with intentions to leave the organization. We further predicted that belief in these organizational conspiracy theories would
predict decreased organizational commitment and job satisfaction. Finally, we hypothesized that these factors would mediate the
relationship between organizational conspiracy belief and turnover intentions.

Design/Methodology: We conducted three online studies (one correlational and two experiments, A5 =209, 119, 202).

Results: Results show that organizational conspiracy belief (both measured and manipulated) predict turnover intentions, a
relationship sequentially mediated by organizational commitment and job satisfaction.

Limitations: We note that all of our participants were recruited from crowdsourcing websites and therefore it would be important to
replicate our findings in a field study.

Research/Practical implications: The current studies demonstrate the potential harm of conspiracy theorizing for the workplace and
suggest that managers should be mindful of the potential negative consequences on employees’ experiences of and psychological ties
to the workplace.

Originality/Value: This research was the first to establish a causal relationship between organizational conspiracy belief and
dissatisfaction with the organization and, to explicitly show how conspiracy theories that involve management teams may affect
psychological ties to the organization.

Disclosure of Interest: None Declared
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Psychological and societal consequences of working in democratic firms: A meta-analysis including empirical
studies from 1970-2015.

W. G. Weber’, C. Unterrainer ', T. Hoge

"University of Innsbruck, Institute of Psychology, Innsbruck, Austria

Main Abstract Content: Purpose

Our meta-analytic study analyses the relation between democratic company structures, individually perceived influence on
tactical/strategic decisions and employees’ work-related, prosocial, as well as civic orientations, and behaviours.
Design/Methodology

We included 76 quantitative studies (conducted from 1970 until 2015) and used Hedges and Vevea’s (1998) method of random-
effects analysis for computing population effects.

Results

The results indicate that structurally anchored democracy is positively associated with employees’ direct participation in
tactical/strategic decision-making. Mere employee ownership does not guarantee that workers experience high levels of direct
participation in decision-making. Direct participation is more strongly related to employees’ work satisfaction, job involvement, and
organizational commitment than a democratic structure per se or the pure collective ownership status. Additionally, direct
participation influences more positively workers’ prosocial behaviours and civic orientations than a democratic structure alone.
Limitations

Only very few studies investigated democratic companies longitudinally. Therefore, our results are based on cross-sectional studies
(causality problem). Moreover, some of the older studies in this field suffer from poor methods.

Research implications

Our meta-analytical results show evidence that organizational democracy has positive consequences that affect not only the individual
but also society and therefore should be politically and economically fostered.

Originality

Past research reviews or meta-analyses focussed upon only weak or moderate forms of employees’ participation (e.g. workplace
autonomy, self-managed work groups) and widely ignored the effects of substantive democratic structures. Our contribution is the
first meta-analytic study that investigates the effects of substantive organizational democracy on individual and societal outcomes
within the last 45 years.
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LMX relative position and work-related outcomes: The role of LMX comparison processes

G. Thomas '*, R. Martin2, S. Dello Russo 3, A. Legood 4

"University of Surrey, Surrey, 2University of Manchester, Manchester, United Kingdom, 3ISCTE University Institute of
Lisbon, Lisbon, Portugal, 4Aston University, Birmingham, United Kingdom

Main Abstract Content: Purpose: This paper extends research on LMX differentiation by focusing on the way people compare
their LMX quality with others in their work team (LMX comparison) in terms of being above or below average for their team, and its
impact on work-related outcomes. Drawing on theories of social comparisons, we predict (i) that percesved LMX comparison will be
a better predictor of work-related outcomes compared to aczza/LMX relative standing in the team and (ii)) LMX quality will
moderate the relation between perceived LMX comparison and work-related outcomes (i.e., job satisfaction, well-being and task
performance) such that the relationship will be stronger for those with a low (vs. high) LMX quality.

Design/Methodology: Predictions were tested across three studies (two cross-sectional and a diary).

Results: Consistent support was found for both hypotheses.

Limitations: One potential limitation, with the exception of leader-rated performance (Study 1) and objective performance (Study 2),
was the single source nature of the data.

Research/Practical Implications: Our findings imply that low LMX followers are likely to be particularly responsive to social
exchanges suggesting a change in their relative status with the leader (better or worse).

Originality/Value: This research provides two novel contributions. First, we show that subjective perceptions of relative position are
better predictors of outcomes than actual relative position showing the role of social processes in understanding the effects of LMX.
Second, the research moves beyond considering LMX relative position as a perspective of the team but rather as a subjective
interpretation by each team member.

Disclosure of Interest: None Declared
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Self-determined leadership and motivation: Relating two European constructs of engaging leadership and six
dimensions of employee work motivation

D. Smith ™", M. A. Machin ', W. Schaufeli 23, J. Alban-Metcalfe 4

'School of Psychology and Counselling, University of Southern Queensland, Darling Heights, Australia, 2Department of
Psychology, University College Utrecht, Utrecht, Netherlands, 3University of Leuven, Leuven, Belgium, “Real World
Group, Leeds, United Kingdom

Main Abstract Content: Purpose Test two independent engaging leadership (EL) construct’s prediction of work motivation.

Design Quantitative methods sampled Australian healthcare employees, twice (T,-T,=6 months, A;,=131, response rate 53.2%, 62.4%
male; /, =113, response rate 34.0%, 57.5% male). Measures: Engaging Transformational Leadership Questionnaire® with
intercorrellated (+=.56-.76) multidimensional subscales, showing genuine concern, enabling, being honest and consistent, networking
and achieving, and being decisive, that highly interrelate (ETLQ, Alban-Metcalfe & Alimo-Metcalfe, 2000). Engaged Leadership
Scale® with intercorrelated items (/=.64-.85), and potentially multidimensional subscales, s#engthening, connecting, empowering and
msprring (ELS, Schaufeli, personal correspondence, 2016). Multidimensional Work Motivation Scale has six reliable subscales, a
=.71-.90 (Gagné, et al., 2015). Analyses: SPSS24 sub-scale optimisation was highly-reliable, a=.74-.98. AMOS24 SEM confirmed a
superior-fitting, replicable and representative model nested within longitudinal data (CFI=.994, TFI=.991, RMSEA=.017).

Results Measurement residuals modelling found a consistent model in T, and T, data. EL, including both EL constructs, significantly

negatively predicted Amotivation (/=-.31, p<.001), non-significantly predicted Social Extrinsic Regulation (/=.06, 7s), Material
Extrinsic Regulation (/=-.07, zs), and Introjected Regulation (/=.06, 7s), and significantly positively predicted Identified Regulation (
/=30, p<.001), and Intrinsic Motivation (4=.49, p<.001), over time.

Limitations State-trait aggregation, self-report, one source.

Implications Se/f-determined leaders/hip works in collaboration with work motivation. Leaders motivate using self-determined EL
behaviours. Employees work using self-determined motivational patterns nurtured by the leader.

Value ETLQ and ELS are complimentary, independently viable, and valid, internationally. Constructs predict patterns of highly-
intrinsic motivation.
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Don’t turn away, in silence. Who will lead for participation?

M. Knoll '*, C. Unterrainer 2

"Psychology, Technische Universitat Chemnitz, Chemnitz, Germany, 2Psychology, University of Innsbruck, Innsbruck,
Austria

Main Abstract Content: State of the Art

Words are powerful in organizations as they are the medium through which employees can express their opinions, ideas, and
concerns. By doing so, they may improve their work environments, prevent organizations and external stakeholders from harm, and
ward off dangers to themselves (Wegge et al., 2016). Recent economic, political, and social developments provoking organizational
change and endangering industrial relations seem to inhibit genuine expression at work (see Eurofound, 2012) and thus threaten
preconditions for the development of sustainable organizations and societies that protect and enhance individual and collective well-
being (Weber et al., 2009).

New Perspectives/Contributions

Aiming at understanding the conditions under which employees do or do not initiate change, the symposium comprises 1) a cross-
cultural study on differentially motivated employee silence, 2) meta-analytic results of working in democratic organizations, 3) a
cross-level investigation on the link between socio-moral climate and silence, 4) a study on distributed leadership and employee
participation, 5) research on leadership styles as determinants of moral-based silence, and 6) an experimental and field study on leader
silence in the face of threat.

Research/Practical Implications

We invite symposium attendees to engage in a discourse about what is withheld and what is expressed in contemporary organizations.
Such a discourse holds the potential to reorient work practices and procedures given what democracy, equality and diversity truly
means if substantive portions of the workforce withhold their views or (has to) mute their expressions. The presentations focus on
context variables will stimulate research-practice discussions on ways to create organizational environments that invite and encourage
voice.

Disclosure of Interest: None Declared
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A cross-cultural study on differentially motivated silence, its antecedents, and consequences

M. Knoll’, S. L. M. Chui ', C. Ghislieri2, R. Hall !, T. Jansson 3, L. Monzani#4, S. Retowski5, R. Van Dick©

'Business School, Durham University, Durham, United Kingdom, 2Psychology, Turin University, Turin, Italy, 3Psychology,
Aarhus University, Aarhus, Denmark, “School of Management, University Of Plymouth, Plymouth, United Kingdom, °
Psychology, SWPS University of Social Sciences and Humanities, Sopot, Poland, 8Psychology, Goethe University,
Frankfurt, Germany

Main Abstract Content: Purpose: In a cross-cultural study, we examined employees’ tendency to remain silent along with selected
potential antecedents and consequences (e.g., health). With respect to the antecedents, we were particularly interested in the
relationship between differentially motivated silence (i.e., silence based on fear, resignation, prosocial and opportunistic motives) and
the cultural dimensions defined in the Globe study (House et al., 1999).

Methodology

We translated the four motives for employee silence scale (Knoll & van Dick, 2013) and distributed questionnaires in 10 countries
representing the cultural clusters as defined in the Globe study.

Results

The silence scale shows good psychometric properties and allows for detecting differences in silence tendencies across countries.
Relationship strength differed between silence and health across countries. More proximal cultural influences (i.e., organizational
culture) emerged as a stronger predictor than more distal culture (i.e., national culture).

Limitations

In this first approach to examine silence tendencies in a large number of countries, we had to start with convenience samples. Cultural
clusters are represented by one country, only. Differences within countries are not assessed.

Practical Implications

The available scales and findings regarding the relevance of specific cultural dimensions will be of use for internationally engaged
companies who want to know about the prevalence of the silence motives either in their diverse workforce or in the countries they do
business in.

Value

We validated measures for differentially motivated types of employee silence in 10 samples. This is the first study to examine which
distal and proximal cultural dimensions relate to which forms of silence.
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Opposing Leadership Styles as Determinants of Silence of Employees on Moral Issues
D. Frommer’, L. Franke-Bartholdt, A. Strobel, J. Wegge

Main Abstract Content: Purpose

In order to promote ethical behavior in organizations open communication about moral concerns is crucial. However, people often
keep silent. The behavior of leaders is considered as a driving factor in this context. For a comprehensive understanding of potential
influences positive and negative supervisor behaviors need to be included. We will outline a model describing effects of authentic and
abusive leadership on silence and voice when it comes to morally problematic issues.

Design/Methodology

We conducted 3 cross sectional studies using online surveys (710 participants overall). In addition, we now begin a cross sectional
multilevel field study in 3 different organizations of the healthcare sector (> 2000 employees).

Results

Online studies: Preliminary analyses support the basic assumptions of our theoretical model. There is a strong negative relationship
between authentic leadership and abusive supervision; authentic leadership is negatively related to quiescent and acquiescent silence
and positively to promotive and prohibitive voice. Moreover, abusive supervision is positively related to several silence motives
including prosocial and opportunistic silence.

The field study is in the process of data collection and first results will be presented at the conference.

Limitations

Cross sectional studies do not provide evidence for causal connections. Generalization of results is limited to healthcare sector.
Research/Practical Implications

Studies including opposing leadership styles are scarce in the silence/voice field. The same holds for our approach to focus on moral
issues as a specific content of being silent. Practitioners will gain insights about driving factors of ethical behavior and feedback
culture in organizations.
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Keywords: None

356



Leadership and management

Leadership and followership

Fr-SYM-1497-3

Distributed Leadership: A New Child in the Employee Participation Family?
T. F. Jansson’, H. J. Jeppesen '

"Department of Psychology, Aarhus University, Aarhus, Denmark

Main Abstract Content: Methodology

A cross sectional survey of hospital employees from a large Danish hospital was conducted. 1406 employees answered all (or almost
all) of the questionnaire and 586 answered some of the questionnaire (replies from 1992 out of 4880, i.e. 41%).

Results

Preliminary analyses show that employee Distributed Leadership Agency is significantly related with experienced organizational
influence, job autonomy, and Work Council influence, as well as efficacy beliefs and trust in leadership. These results suggest that
DL may supplement existing employee participation constructs, not least in that DL is positively related with employee influence.
Limitations

The design allows identification of relations but not causality inference. Generalization of the results to other organizations and
notably to other industries should be done with cautiousness.

Research/Practical Implications

The results may imply that DL supplements our theoretical understanding of employee involvement in general, and from a practical
viewpoint, we may advice and facilitate leaders to distribute leadership tasks to employees.

Originality/Value

To our knowledge, this study is amongst the first to explore the theoretical and empirical connections between DL and more
traditional employee participation constructs.

Disclosure of Interest: None Declared
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Too scared to lead? Exploring links between self-threats, legitimacy perceptions, and leader silence and health
A. ZilI', B. Meyer

'Organisation and Economic Psychology, TU Chemnitz, Chemnitz, Germany

Main Abstract Content: Purpose:

Leadership includes constructively dealing with difficult situations. Our research draws on the assumption that leaders’ ability to deal
with such situations depends on their self-evaluation as a leader. More specifically, we propose that an experienced discrepancy
between leaders’ self-evaluation and societal expectations regarding the leader role affect their tendency to engage in silence behavior
which may eventually impair their health. We furthermore propose that this process is mediated by the leader’s experienced self-
legitimacy and uncertainty.

Methodology

We examined parts of the proposed effects in a scenario-based experiment and the complete proposed serial mediation effect with a
field study using applied measures.

Results

The experiment shows that leaders who perceive a discrepancy between their leadership behavior and societal expectations assess
their behavior as less legitimate which, in turn, elicits anxious-uncertainty. In the field study, we replicate these findings and extend
this sequence to proof its practical implications (i.e., a higher tendency to engage in quiescent silence and higher scores in emotional
exhaustion).

Limitations

The field studies should be replicated with a longitudinal design.

Practical Implications

We show specific consequences of leader self-evaluations on an antecedent of leadership effectiveness and leader health which may
function as starting point for intervention strategies.

Value

We increase theoretical and empirical insight into the psychological processes and behavioral consequences of leaders who perceive
themselves as failing on the social convictions of leadership.

Disclosure of Interest: None Declared
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The process of abusive supervision: Leaders, their leaders, and followers
B. Schyns '’

"Durham University Business School, Durham, United Kingdom

Main Abstract Content: State of the Art: This symposium includes four presentations around the topic of abusive supervision. We
are specifically interested in the process of abusive supervision, that is, how abusive supervision is shaped. So far, most research into
abusive supervision focuses on its outcomes rather than a more holistic view. Here, we are investigating how behaviour of the leader
(as well as his / her leader’s behaviour) interacts with follower personality in the perception of abusive supervision.

New Perspectives/Contributions: Followers are part of the process that is abusive supervision but little is known as to how they
contribute to the existence of abusive supervision. The perspective of followers is important when considering follower-related
outcomes but this has not been acknowledge sufficiently in previous research. While it is clear that abusive supervision exists and has
detrimental consequences for followers, the question is why some followers perceive abusive supervision stronger than others.
Abusive supervision is, in our view, a combination of leaders, their leaders, and followers.

Research/Practical Implications: Knowing more about abusive supervision as a process can help understand the phenomenon better.
This is important when considering interventions but also for future research when outcomes are considered as they might be more
individually different than currently acknowledged. In addition, looking into the process of abusive supervision and acknowledging
the different actors in this process will allow targeted interventions that are more likely to really improve the leadership in an
organisation.
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Transactional leadership and safety performance in Special Forces. The case of paratrooper divisions.
M. Martinez-Cércoles ', K. Stephanou **

"Department of Industrial Psychology, Tallinn University of Technology, Tallinn, Estonia

Main Abstract Content: Purpose

The aim of the present research project was to assess the impact of transactional leadership in paratroopers’s safety performance.
Safety climate was hypothesized to be a mediator on the relationship between transactional leadership and safety performance,
concretely safety compliance (Hypothesis 1), safety participation (Hypothesis 2) and risky behaviours (Hypothesis 3)

Methodology

The sample was composed of 161 parachutists of the Hellenic Armed Forces. With the purpose of providing our hypotheses with
empirical support and test the proposed model, a structural equation analysis based on Lisrel 8.8 was performed.

Results

The three hypotheses were confirmed, and the proposed model was empirically supported (x° = 2,18, df = 2, p < .01; RMSEA = .028;
CFI = .999; NNFI = .996, AGFI = .937). When commanders act as transactional leaders, they establish a strong safety climate, which
increases subordinates’ safety compliance (Hypothesis 1) and safety participation behaviours, which was also directly and positively
influenced by transactional leadership (Hypothesis 2). Furthermore, the existence of transactional guidance diminished the
appearance of risky behaviours, by means of safety climate as well (Hypothesis 3).

Limitations

The cross-sectional design does not allow conclusions about causality.

Research/Practical implications

If causes of safety performance are empirically determined, safety performance improvements can be implemented.

Originality

Transactional leadership has received fairly little attention despite having the potential to influence performance in High Reliability
Organizations such as Military Special Forces. This research sheds empirical light to the role of transactional leadership in these
settings.
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Safety performance in high reliability organizations (I): The role of leadership.

M. Martinez-Cércoles ', G. Luria 2

"Department of Industrial Psychology, Tallinn University of Technology, Tallinn, Estonia, 2Faculty of Welfare and Health
Sciences, Department of Human Services, University of Haifa, Haifa, Israel

Main Abstract Content: State of the Art: Leadership has been demonstrated to be one of the most relevant factors influencing
safety performance in high risk industries. Although this link is quite clear, many broader questions remain still unanswered. For
instance, it is unclear how the collaboration between companies and government affects the overall performance of facilities, what
leadership style is suitable under high standardization versus highly volatile environments, or how certain leadership style influences
performance factors over time. Our symposium will be focused on closing these gaps.

New Perspectives/Contributions: Schobel (abstract 1) will contribute to enhance our knowledge about the risk of stimulating
endgame behavior and reducing safety levels at German nuclear power plants during phase out. Karanikas (abstract 2) will contribute
presenting a tool which includes important communication variables in order to enhance safety performance in aviation. Martinez-
Corceoles (abstract 3) will contribute to our knowledge with a longitudinal design studying empowering leadership as predictor of job
satisfaction, one of the well-known antecedents of safety performance. Stephanou (abstract 4) will present an empirical study about
how transactional leadership fosters safety performance in Greek Special Forces. Finally, Guediri (abstract 5) will shed light on the
importance of the leadership moderation.

Research/Practical Implications: Our symposium collects new empirical insights answering unexplored research questions about
leadership and safety performance, as well as its link. It also encompasses new methodologies (game theory, LGCM) in their study,
as well as intervention practices to increase safety performance in high risk industries.
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Potential effects of empowering leadership over time: A longitudinal study in nuclear power plants.

M. Martinez-Cércoles ', I. Tomas 2, F. Gracia 2

"Department of Industrial Psychology, Tallinn University of Technology, Tallinn, Estonia, 2IDOCAL, University of Valencia,
Valencia, Spain

Main Abstract Content: Purpose

Empirical research has found that job satisfaction is positively related to safety performance and negatively to accidents and injuries.
However, job satisfaction and its correlates have been hardly studied in High Reliability Industries. The aim of this research was to
assess the longitudinal effects of empowering leadership (EL) in teams’ job satisfaction. Concretely, we expect EL to show a positive
relationship with initial levels of job satisfaction (H1) and that change in EL will positively predict the change in job satisfaction (H2).
Methodology

Hypotheses were tested in a sample of 54 teams from two Spanish nuclear facilities, evaluated by means of questionnaires in three
different waves (2008, 2011 and 2014). Latent Growth Curve Analyses were performed with SPSS 20.0.

Results

The results showed a positive and statistically significant average slope for teams’ job satisfaction over time (g,, = .13, p<.01), with
no significant variability in the rate of change across teams (slope: -.03, p>.05). For EL, the average slope over time was also positive
and statistically significant (g,, = .15, p<.01), with no significant variability in the rate of change across teams (slope: .01, p>.05).
There was a positive significant relationship between empowering leadership and initial levels of teams’ satisfaction (g, = .55,
p<.01), supporting H1; and changes in empowering leadership predicted significantly and positively changes in teams’ satisfaction
(b=.56, p<.01), supporting H2.

Research/Practical implications

Empowering leadership is revealed as a predictor of job satisfaction in HRO’s over time. The stronger empowering leadership style,
the higher the teams’ satisfaction levels.

Originality

As far as we know, no study has used the LGCM methodology in order to study leadership styles in HRO’s.
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Is more always better? Safety Leadership from a person-centric approach

S. Guediri ", S. Clarke ', E. O'Connor

'Alliance Manchester Business School, University of Manchester, Manchester, United Kingdom

Main Abstract Content: Purpose

Current leadership thinking tends to focus on prescribing one, ideal leadership style. Person-centric approaches recognise that
leadership styles are used in conjunction, and uncover profiles of how managers systematically combine leadership styles. We assess
the relationship between leadership profiles (i.e., different combinations of high/low/moderate levels of transformational (TFL),
transactional (TAL) and passive leadership (PAL)) with safety incident rates (study 1) and safety performance (study 2).
Design/Methodology

Study 1: Managers (N = 390 managers) rated their leadership and reported safety incidents rates. Study 2: Subordinates rated their
manager’s leadership. Managers rated team members’ safety performance (N = 160 subordinates, 21 leaders).

Results

Four leader profiles emerged from Latent Profile Analysis: a) szable-moderate leaders (moderate TFL, TAL; low PAL), b) aczive
leaders (high TFL, TAL; low PAL), ¢) passive-avoidant leaders (low TFL, TAL; high PAL), and d) znconsistent leaders (moderate
TFL, TAL; high PAL). Safety incidents were lowest in the stable-moderate profile (study 1). Safety performance was highest in the
stable-moderate leader profile (study 2).

Limitations

Managers’ ratings of safety incidents might be subject to inaccurate recall. The cross-sectional design does not allow conclusions
about causality.

Research/Practical Implications

Safety leaders should be developed in their entire approach rather than focusing on training isolated practices. The optimal leader
profile for safety was characterised through moderate TFL and TAL. Very frequently engaging in TFL and TAL may not deliver
additional benefits.

Originality/Value

Considering constellations of leadership styles represents real-life management more closely, and goes beyond linear relationships
between individual leadership styles with safety.
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Which Communication Variables Affect Aviation Safety Performance?

N. Karanikas ', H. Luiks '

"Faculty of Technology, Amsterdam University of Applied Sciences, Amsterdam, Netherlands

Main Abstract Content: Purpose

In the aviation sector, studies suggest that communication problems contribute into 70% to 80% of safety occurrences. Such studies
do not provide further information about the types and frequencies of the corresponding communication variables. Our purpose was
to develop a tool that includes such variables and can be used for post analyses of safety investigation reports.

Design/Methodology

Following a literature review we developed a tool which includes communication variables related to actors, distance, timing, flow of
information, form, senses involved and media. After achieving a sufficient inter-rate reliability, the tool was used to analyse 30
investigation reports of safety events that occurred between 1997 and 2012 and in which 103 communication problems were recorded
as contributing factors.

Results

The results suggest that human-machine, synchronous, verbal, and interactive or pull communication contributed most frequently into
safety events. Chi-square tests showed that those frequencies have not significantly changed over time and they are not associated
with the severity of the occurrences. Further statistical tests revealed various significant associations amongst the communication
variables.

Limitations

More reports published by various aviation authorities have been analysed in order to claim generalization of the results. The overall
results will be reported in the paper.

Research/Practical Implications

The tool can be used by any industry sector as a means to gain insights into the nature of the communicational flaws affecting safety
performance and drive respective improvement initiatives.

Originality/Value

To our knowledge, no similar analysis tool has been introduced in literature or used in practice.
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Phasing out a risky technology: A case for endgame effects in German nuclear power plants?

M. Schobel **, R. Hertwig 2, J. Rieskamp *

"Department of Psychology, University of Basel, Basel, Switzerland, 2Center for Adaptive Rationality, Max Planck Institute
for Human Development, Berlin, Germany

Main Abstract Content: Purpose

In the wake of the Fukushima Daiichi nuclear accident in March 2011, the German government decided to fully abandon nuclear
energy within the next 11 years. The corresponding phase-out policy set a final date for each plant’s shutdown. Game theory predicts
a decline of cooperation in finite games (i.e., endgame behavior). Accordingly, we predict that the fixed shutdown dates carry the risk
of stimulating endgame behavior and reducing safety levels at still running German nuclear power plants.

Methodology

Assumptions were tested by (1) drawing on the public record and pertinent past research (inter-organizational level), (2) scrutinizing
frequencies of reportable events (plant level), and (3) manipulating the impact of different phase-out strategies on individual decision
making by means of experimental studies (individual level).

Results

The results showed that trust and collaboration between companies and government increasingly deteriorate. The analysis of
reportable events revealed evidence for endgame behavior on a plant level. The experimental studies indicated endgame behavior on
the level of individual players in a finite-horizon game, relative to an infinite-horizon game that does not specify a definite end of the
game.

Practical Implications

Based on our results, we will discuss potential designs of phase-out policies that keep the risk of endgame behavior at a minimum.
Originality

To the best of our knowledge, no previous research has yet examined the potential risks of endgame behavior in high-reliability
industries faced with closure.

Disclosure of Interest: None Declared

Keywords: None

365



Leadership and management

Leadership Development

Th-SYM-2769-2

Leadership Development (yes, again!): From Measures to Intervention Effectiveness
K. Nelson ', M. Malo®

1Université de Sherbrooke, Sherbrooke, Canada

Main Abstract Content: State of the Art. With the growth in work complexity (Chand & Tung, 2014), organizations are relying
more than ever on their leaders, who in turn are faced with increasing work demands and work pressure (Grant, 2014). Even though
considerable amounts are invested each year in activities to increase leaders’ capabilities to manage effectively in a turbulent work
context, few evidence-based practices are available (Baron & Baron, 2015).

New Perspectives/Contributions. The present symposium includes fives papers, each of which provides new insights on leadership
development strategies. First, Larouche and Malo present the development of a 360° instrument aimed at assessing management
performance. Second, Meilleur and colleagues discuss how collaborative research methodologies can contribute to leadership
development and innovation. Third, Dima and Gilbert present the results of a systematic review on factors related to the effectiveness
of executive coaching. Fourth, Nelson and Malo compare the effectiveness of traditional coaching and e-coaching. Finally, Castel-
Girard and colleagues discuss the development process and the validation of a competencies inventory of effective coaches.
Research/Practical Implications. Building on quantitative and qualitative methods and on longitudinal and quasi-experimental
studies, the symposium presents an advancement in leadership development knowledge, from its measurement to the effectiveness of
interventions. The five papers will guide practitioners and organizations in the development of coaching programs and collaborative
research.
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We need a match: the impact of leader-follower (in)congruence of moral foundations on ethical leadership
perception and ethical leadership development

M. Egorov ', K. Kalshoven 2, A. Pircher Verdorfer !, E. Schmid ' on behalf of EAWOP17-SYMPOSIUM-2688 and
EAWOP17-SYMPOSIUM-2688

"Technische Universitat Miinchen, Miinchen, Germany, 2Amsterdam Center for Integrity and Leadership:ACIL,
Amsterdam, Netherlands

Main Abstract Content: State of the Art

Traditional theories on ethical leadership strongly rely on rational deliberation approaches to ethical decision-making. Recently,
behavioral ethicists have challenged this perspective and reframed ethical judgments around automatic and intuitive reactions.
Consequently, alternative constructs such as Moral Intuition and Moral Foundations (MF) are discussed as potential antecedents of
ethical leadership.

Purpose

In this study, we shed light on the relationship between leader MF and actual ethical leadership behaviors. Moreover, we investigate
the effects of MF (in)congruence between leader and follower on ethical leadership perceptions. On this basis, implications for a new
perspective on ethical leadership development are derived.

Design/methodology
Data was collected via online surveys from leaders and their followers in different organizational contexts. Results from 2 separate
data sets will be presented.

Results
Data indicates that leader MF have differential relationships with specific (un)ethical leadership behaviors. Furthermore, a significant
effect of leader-follower fit in terms of MF on ethical leadership perception was confirmed.

Research/Practical Implications
By investigating a new antecedent of ethical leadership, theoretical and practical implications for the field of ethical leadership and

ethical leadership development are derived.

Limitations
Limitations refer to the cross-sectional design and the measurement of MF.

Originality/Value
This work refines and complements existing perspectives on processes of ethical leadership and ethical leadership development by
considering the critical role of moral intuitions.

Disclosure of Interest: None Declared
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Face to face or virtual interaction: Does it make a difference in coaching?
K. Nelson ', M. Malo®

1Université de Sherbrooke, Sherbrooke, Canada

Main Abstract Content: Purpose: Even though coaching has gained in popularity in organizations, little empirical literature

supports its success (Theeboom, Beersma, & van Vianen, 2014) as well as its impact on leadership development (Grant, 2014). In
addition, researchers (e.g., Jones, Woods, & William, 2015) have recently highlighted the clear need for evidence on the comparison
between the effectiveness of executive coaching conducted face to face versus alternative modalities such as e-coaching. This paper
will address this need.

Design/Methodology: A total of 240 leaders in a manufacturing company were randomly divided into three groups: (a) traditional
coaching (7 hours face to face), (b) e-coaching (7 hours via the Zoom platform), and (c) control group (waiting list). A 360°
measurement tool was administered before and after the end of the coaching sessions, and then three months following the end of the
intervention.

Results: For the first measurement, 240 coachees and 1511 members of the coachee’s professional entourage completed the 360°
assessment (response rate of 87.94%). Two other measures will be taken during the winter. Multilevel and variance analyses will be
performed.

Limitations: Replication of this study in various organizations and sectors would broaden the generalization of the findings.
Research/Practical Implications: The results should provide useful information which may help researchers and practitioners to
ensure effectiveness.

Originality: To our knowledge, this is one of the first studies to compare the effectiveness of face to face versus e-coaching.

Disclosure of Interest: None Declared
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Me, myself and | in leadership development: Narcissists’ implicit leadership theories and their leadership behaviour.
E. Schmid ' and EAWOP17-SYMPOSIUM-2688

"Technische Universitat Miinchen, Miinchen, Germany

Main Abstract Content: Purpose: An important factor in developing leaders is to understand implicit leadership theories, their
beliefs about what constitutes effective leadership. Narcissists, with their grandiose self-views are an interesting case in this regard
and the topic of narcissists in leadership positions, their behaviours and attitudes, has received much attention lately. The aim of this
study is to examine the implicit leadership theories narcissists’ hold, and how these translate into self and other observed leadership
behaviour.

Design/Methodology: In a qualitative analysis of essays, the implicit leadership theories of 60 leaders taking part in a 15-month
leadership development program were assessed prior to the program. During the program, their self-rated and other rated leadership

behaviour (based on transactional, transformational and authentic leadership theories) was assessed.

Results: Results on the different beliefs about what makes an effective leader held by participants with high versus low levels of
narcissism will be presented and related to self and other- ratings of leadership behaviours.

Limitations: Future research should further assess changes in narcissists’ beliefs about effective leadership and how these relate to
actual leadership performance.

Implications: This study empirically bridges the gap between the literature on leadership development and the literature on leader
narcissism.

Originality/Value: This study is among the first that highlights the importance of narcissist’s beliefs about effective leadership for
targeted and effective leadership development interventions.

Disclosure of Interest: None Declared
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Challenges of Developing Collective Leadership from a Critical Feminist Perspective

R. Kark ", R. Preser 2, E. Schmid 3 on behalf of EAWOP17-SYMPOSIUM-2688 and EAWOP17-SYMPOSIUM-2688
'Bar-llan University, Ramat Gan, Israel, 2ICl Berlin Institute for Cultural Inquiry, Berlin, 3Technische Universitat Miinchen,
Minchen, Germany

Main Abstract Content: -Purpose:

Leadership has traditionally been widely understood as an individual-level skill. Within this tradition, leadership is conceptualized as
an influence process between the 'leaders' and the 'followers' or as an inner experience of the individual. Recently, leadership theories
focus on collective leadership, approaching leadership as a function that is not held by the individual member, but rather one that is
shared among group members. However there is limited knowledge to how such leadership develops. In the current paper we focus
on the development of collective leadership, drawing on a critical feminist perspectives.

-Design/methodology

This is a conceptual paper, that is based on a unique case study that was organized: the 'Gender in the Field Conference' in Israel.
Reflecting on the conference, that was constructed as a temporary organization, led by an ad-hoc collective which shared leadership
among a large team of women (over 25), we offer a better understanding of the challenges of the development of collective leaders.
-Results

By linking organizational theories of collective leadership with critical feminist scholarship, we explore and uncover challenges that
arise from the concept of ‘collective leadership’, as the leadership of the team develops.

-Limitations

-Research/Practical Implications

Practical implications and limitations of the case study and the specific context are discussed.

-Originality/Value

This paper is among the first to look at the development of collective leadership. The use of critical feminist theory allows us to
unpack various myths and complex dynamics of diversity and exclusion in the process of the development of collective leadership.
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The dynamic (in)congruence between leader and follower moralization

O. Solinger ', P. Jansen 2 on behalf of EAWOP17-SYMPOSIUM-2688, K. Kalshoven 3, E. Schmid 4 on behalf of
EAWOP17-SYMPOSIUM-2688 and EAWOP17-SYMPOSIUM-2688

VU University Amsterdam, Amsterdam, Netherlands, 2VU University Amsterdam, Amsterdam, Germany, 3Amsterdam
Center for Integrity and Leadership:ACIL, Amsterdam, Netherlands, 4Technische Universitat Miinchen, Miinchen,
Germany

Main Abstract Content: - State of the Art

The current ethical leadership literature has the focus on the role of followers in ‘moralizing’ leader behaviors by defining ethical
leadership as the demonstration and promotion of behavior that is positively ‘moralized’ by fo/lowers — in that it is perceived or
framed as morally “right”. The problem is that leaders and followers do not necessarily align in what is moralized, that is, whether
they apply moral vs. amoral frames to situations.

- New Perspectives/Contributions
To better understand the dynamic interactions between leader-follower moralization, we develop a life cycle theory of ethical
leadership. First, four types of situations in the leader-follower relationship with regard to ethical leadership are distinguished: moral
courage, affirmed ethical leadership, moral hypocrisy, and amorality. Next, the follower-leader moralization process changes over
time, therefore we apply a sequence of four dynamic shifts where leaders are expected to transition from one state to the other.

- Research/Practical Implications
This insight is especially relevant in the case of ethical leadership, since much of the problems we are currently facing as a result of a
lack of ethical leadership in organizations have systemic and dynamic (rather than individual or dyadic) origins and effects.

- Originality/Value

By emphasizing framing as a key mechanism in ethical leadership, life cycle theory provides a logic that explains how micro level
leadership processes and macro level processes of institutional change are intertwined.

Disclosure of Interest: None Declared
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Focusing on the We: Creating value(s) through leader development

E. Schmid ", K. Knipfer !, M. Egorov ', R. Kark ?, J. Netzel 3, O. Solinger 4 and EAWOP17-SYMPOSIUM-2688
"Technische Universitat Minchen, Miinchen, Germany, 2Bar-llan University, Ramat Gan, Israel, 3Ludwig Maximilians
Universitat Minchen, Miinchen, Germany, VU University Amsterdam, Amsterdam, Netherlands

Main Abstract Content: StateOfTheArt:Research on leader development aims at facilitating the development of leadership
capabilities and to promote the transfer of learning into effective leadership (Day & Dragoni, 2015). Peus and colleagues (2010)
outlined that ethically-oriented leadership is an important part of effective leadership. This symposium aims at integrating research
streams on leadership development and value-oriented approaches to leadership.

NewPerspectives/Contributions:In line with recent discussions, this symposium will focus on both a) the /eaders and the values and
beliefs they bring and b) development approactes to facilitate value-oriented approaches to leadership:

a)

Egorov and colleagues examine leaders’ and followers’ moral foundations and the importance of their (in)congruence in relation to
ethical leadership.

Similarly, Solinger and colleagues focus on the dynamic leader-follower (in)congruence between what is framed and perceived as
morally right.

Schmid will present findings on the dark side of this: narcissists in leadership positions and their implicit leadership theories.

b)

In their case study, Kark and Preser discuss the challenges of developing collective leadership from a critical feminist perspective.
Netzel and colleagues present the design and outcomes of a training to enable leaders to “see beyond their own nose” and focus on
interdisciplinary perspective taking.

Knipfer and colleagues uncover the learning process through which leaders make sense of challenging leadership situations in order
to derive lesson learned for the future.

ResearchPracticallmplications:We seek to capture different approaches to leader development in this symposium, while focusing
on the common threat: Developing leaders with values. In doing so, we hope to stimulate critical and constructive debates.

Disclosure of Interest: None Declared

Keywords: None

372



Leadership and management

Leadership Development

Th-SYM-2688-6

Learning how to see beyond one’s nose

A simulation-based training on interdisciplinary perspective taking

J. Netzel **, M. Schmidt-Huber !, D. Frey ', E. Schmid 2 on behalf of EAWOP17-SYMPOSIUM-2688 and EAWOP17-
SYMPOSIUM-2688
"Ludwig Maximilians Universitat Miinchen, 2Technische Universitat Miinchen, Miinchen, Germany

Main Abstract Content: Purposelnterdisciplinarity is essential to current work life. However, facing different work-styles
provokes conflicts as they are often perceived as threats. As a rising number of conflicts come along with high costs for many
organizations, we believe in perspective taking as to

to seek synergy by inviting to new perceptions. Thus, the overall purpose of our research is to analyze the trainability of perspective
taking and its opportunities for professional cooperation in general, and interdisciplinary cooperation and leadership in particular.
Based on the theoretical distinction of active and effective perspective taking by Parker, Atkins, and Axtell (2008) we develop and
conducted a perspective taking training focusing on the simulation and experience of critical events and behaviors. We rely our
analyses on a sample of young physicians whose interdisciplinary functioning with nurses is central to patient care and safety.

Design/MethodologyWe used two approches to test training effectiveness: An intervention-control-group design based on self-
reflective data of 46 training participants and 126 control group participants (= 172), and a between-subjects design using
behavioral data of training participants (= 38).

ResultsResults proved trainability of perspective taking and its positive impact on interdisciplinary attutides and perceptions as well
as on related communication and conflict behaviors.

LimitationsBy focusing solely on one discipline future research may profit a multi-angle demonstration of intervention effects
captured by self- and other-assessments.
Research/Practical ImplicationsWe have demonstrated that a simulation-based training can enhance the complex multidimensional

competency of perspective taking.

Originality/ValueTo our best knowledge, we were the first to empirically test and confirm the advantages of differentiating between
active and effective perspective taking.
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The reflective leader: Leadership learning from developmental job challenges.

K. Knipfer *, N. Ertel !, N. Kutschenko ', E. Schmid ' on behalf of EAWOP17-SYMPOSIUM-2688 and EAWOP17-
SYMPOSIUM-2688

"Technische Universitat Miinchen, Miinchen, Germany

Main Abstract Content: Purpose: Developmental challenges can promote leadership learning and leader effectiveness (DeRue,
Nahrgang, Hollenbeck, & Workman, 2012). But why would some leaders learn from a challenge and others would not? While
previous research focused on the significance of self-efficacy and learning orientation for learning (Courtright, Colbert, & Choi,
2014; DeRue & Wellman, 2009), we focus on the cognitive learning processes that facilitate (or diminish) learning from job
challenges.

Design/Methodology: We conducted a two-study field investigation to test the hypothesis that reflection—the systematic and rational
analysis of a situation (e.g., Sparr, Knipfer, & Willems, 2016)—will facilitate leadership learning and leader effectiveness.

Results: A first, cross-sectional study (/= 63) revealed that the relationship between developmental challenge and leader
effectiveness was mediated by reflection. In a second, longitudinal study (V= 27, 71 challenges), multilevel modelling revealed a
positive effect of developmental challenge on leadership skill development. Reflection mediated this relationship when self-efficacy
and feedback-seeking were included as moderators.

Limitations: Future research should include other-ratings of leadership skill development and leader effectiveness.

Implications: This study contributes to research on leadership development and informal workplace learning. The findings imply that
organizations should encourage and guide leaders’ reflective learning from developmental job challenges.

Originality/Value: Our study highlights the significance of reflection as a catalyst for leader learning.

Disclosure of Interest: None Declared
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Development process and validation of the Coach Competency Inventory.

M. G. Castel-Girard’, L. Baron

TESG-UQAM, Business School, Université du Québec a Montréal, Montréal, Canada

Main Abstract Content: An imbalance exists between the popularity of leadership coaching in organizations and the body of
scientific knowledge on the outcomes associated with executive coaching as well as the factors that contribute to an effective
coaching process (Gray and Goregaokar, 2010). According to these authors, this leaves organizations without clear guidelines for
selecting competent coaches. Thus, my thesis project aims to identify coach competencies associated with positive outcomes through
the development and validation of the Coach Competency Inventory.

First, a systematic review of the literature was conducted and 12 articles discussing competencies that are required for effective
coaching were uncovered. A list of 25 competencies was identified and organized in five categories; create and follow an intervention
framework, create a working alliance, foster self-awareness, guide toward action and learning, and, introspection and self-
development. Items for each of the 21 competencies of the first four categories were generated. Following the item-writing step, five
interviews were conducted with subject matter experts. Thereafter, 200 coaches and coachees completed the Inventory. Established
measures were added to assess the tool’s concurrent and predictive validity. Confirmatory factor analyses were then performed to
validate the sub-scales.

A literature review of available coaching scales had revealed an absence of validated and empirically based tools for measuring the
factors that influence the coaching process (Hagen and Peterson, 2014). The creation of this tool founded on scientific evidence will
lend greater reliability and accuracy to the study of coaching competencies as well as enhance our ability to support coaches’
development.
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Assessing Management Performance: Towards the Development of a Multi-source Measurement Tool for an
Organization

L. Larouche’, M. Malo

"Psychology, Université de Sherbrooke, Sherbrooke, Canada

Main Abstract Content: Purpose:

Instruments providing 360° feedback would assess management performance more reliably than self-reported instruments. (Brutus &
Brassard, 2005). Although many 360° tools are on the market, having a tool customized to an organization’s needs would maximize
both usefulness and benefits (Tornow & Tornow, 2001). The objective of this research project is to develop a 360° instrument to
assess management competencies for an organization in order to identify levers that foster management performance as part of
subsequent research.

Methodology:

Thirteen competencies were temporarily defined by a group of experts. Based on Flanagan’s critical incidents technique (1954), 24
semi-structured interviews were analyzed based on a thematic analysis by Paillé and Muchielli (2012) to reveal behavioral indicators
that were then subject to ecological validation (Marshall & Rossman, 2010).

Results:
One 360° tool was created to measure 13 management competencies by way of 165 behavioral indicators.

Limitations:
The tool will need to be tested statistically in various organizations to continue to validate it.

Research/Practical Implications:
A reference framework to define certain competencies and a 360° competency assessment tool may be used in research and practice.

Originality/Value:
While the competencies are omnipresent in organizational practices, there are few tools that can measure the degree to which they are

mastered. This research provides an instrument that serves to remedy the difficulties associated with measuring performance
management.
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An examination of HEXACO personality and leader emergence in teams
Y.W.Tan', G. Park'’, S. Wee '

"Psychology, Singapore Management University, Singapore, Singapore

Main Abstract Content: Purpose

The relation between team members’ personality and leader emergence (LE) in a team project was examined using the HEXACO,
which is different from the commonly used Big-5. Hence, this study focused on looking at the honesty-humility (HH) aspect of
personality and its relation to LE.

Design/methodology

77 participants were grouped into 14 teams for project work in Singapore Management University. The study was conducted at two
time points — when teams were just formed (T1), and when team deliverables were due (T2). For both time points, participants self-
reported about their HEXACO personality. During T2, participants also peer-rated their team members’ HEXACO personality and LE.

Results

While participants’ self-reports of HH at T1 did not predict their peer-rated levels of LE (T2), participants’ self-reports of HH at T2
had a positive correlation with their peer-rated levels of LE (T2). Participants’ peer-reports of HH at T2 also had a positive
relationship with their peer-rated levels of LE (T2).

Limitations
Sample size was relatively small and peer-rated LE could be examined at T1.

Research/practical implications

The findings suggest that, over time, team members’ levels of HH contribute to their levels of LE. This aspect of personality has been
overlooked in researchers’ attempts to find out the factors affecting people’s LE. This study also highlights that the relationship
between personality and LE changes across time.

Originality/value
This study is the first exploratory study using the HEXACO personality dimensions to examine the relationship between personality
and leader emergence across 2 time points.
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Exploring the relationships between leadership training, organisational practices, and employee control
R. Gervais **

"Independent Practitioner, Goole, United Kingdom

Main Abstract Content: - Purpose
The benefits of training to individuals and organisations is well documented (Aguinis & Kraiger, 2009), especially with respect to
leaders. Researchers have highlighted the positive links between leadership skills and performance, as it pertains to effective
functioning within 215 century organisations (Mumford et al., 2000). Effective leadership ensures good workplace practices and
supports employees’ health and overall well-being. This paper explores the difference in impact on organisations between employees
who have and have not received leadership skills training.

- Design/Methodology
The design was cross-sectional and used management survey data (/= 2680) from the 2011 British Workplace Employment
Relations Survey (WERS). The respondents completed questions on work practices, the training provided to employees,
communication and perception of the organisation. Independent t-test analysis compared those who had received leadership skills
training against those who had not.

- Results
Organisations with employees who received leadership skills training were more likely to have better workplace practices, improved
communication, and allowed employees greater control.

- Limitations
While the data set was large, the sample focused on employees from British businesses, which could restrict its generalisability to
other populations.

- Research/Practical Implications
The findings reflect the importance of providing leadership training for employees within organisations to enhance the work
environment. Effective leadership training can provide a return on investment for organisations (Hernez-Broome, & Hughes, 2004),
thereby supporting its continued use.

- Originality/Value
This present study highlights the impact of leadership training on organisations. Leadership skills training benefits organisations by
enhancing employees’ skill sets, thereby supporting best practice therein.
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Exploring academic leadership: Definition and development

D. Grajfoner ', C. Rojon 2

'School of Life Sciences, Heriot Watt University, 2Business School, University of Edinburgh, Edinburgh, United Kingdom

Main Abstract Content: - Purpose

Despite effective leadership being key to academic excellence (e.g., Rowley, 1997), leadership vacancies are frequently filled with
scholars lacking necessary leadership skills (e.g., Hoppe, 2003). To help address this issue, we explored what constitutes academic
leadership and how to develop it.

- Design/Methodology
We gathered in-depth, qualitative data on academic leadership (i.e., role definition and expectations; skills/competencies) and means
of developing leaders’ effectiveness via eleven interviews and one focus group. Participants were from different academic disciplines
and had varying levels of management responsibility.

- Results
Findings indicate that academic leaders’ responsibilities are split between teaching, research and administration (‘leadership’ azd
‘management’). Participants reported that expectations are often overwhelming and unclear and that they rarely receive appropriate
training. Desirable academic leadership competences are honesty, strategic thinking, communication and people skills, time
management, creativity and resilience. Mentoring, the use of role models and (in)formal support were suggested as effective
approaches of academic leadership development.

- Limitations
Our sample was limited to UK academic leaders, therefore generalisations to leader populations in other occupational or cultural
contexts may be limited.

- Research/Practical Implications
Our findings contribute to the extant evidence base on (academic) leadership conceptualisations. We further identify
skills/competencies required by academic leaders, as well as approaches to foster leaders’ effectiveness in practice.

- Originality/Value
Our study is amongst the first to explore the conceptualisation of academic leadership; it differs from other studies (e.g., Breakwell &

Tytherleigh, 2008) by considering not only top-level academic leaders, but rather leaders with a variety of leadership experiences
within academia.
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Leadership development in a volunteer context: Lessons learned

G. Johnson '’, D. Atewologun 2, R. Driver3, E. lyortim 4

"Working Matters Ltd, Hove, 2School of Business & Management, Queen Mary University, London, 3Myriad Training &
Consulting, Bramham, “Alliance Manchester Business School, Manchester, United Kingdom

Main Abstract Content: - Purpose

Effective leadership of volunteers is not commonly researched, yet tenuous volunteer commitment can be weakened by poor
leadership. This paper presents data spanning five cohorts of a year-long volunteer leadership development programme for applied
psychologists. Formal evaluations were conducted in years Y1-Y2 and Y4-Y5, which are the focus of this paper.

- Design/Methodology
Delegate numbers were 8-10 each year. Self-report ratings for each year and rater feedback for Y1 & Y5 were collected at
programme start and end. Kraiger, Ford, and Salas’ (1993) evaluation model focusing on cognition/knowledge, skills/behaviour, and
affective/emotional development was used. We hypothesised development of delegates in all areas.

- Results
We compared pre- and post-intervention item means, with no statistical testing due to small samples. Results consistently indicated
enhanced knowledge of the organisation and strategies/tools for groupwork and leading in a voluntary context; ‘polished’ leadership
skills, increased awareness of impact on others, and more active involvement; and increased confidence, commitment, and clarity.

- Limitations
Our samples are small. Our results may not generalise to other professions, forms of volunteering, or other types of non-profit
organisations.

- Research/Practical Implications
Volunteer leaders’ effectiveness may vary from their paid counterparts, due to volunteers’ motivations. Our programme indicates

volunteers can be developed to more effectively and confidently lead other volunteers.

- Originality/Value
The development of volunteer leaders is under-researched; our programme introduces an approach into existing literature.
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Leadership and pro environmental behaviour in a collaborative community of small businesses
J. Maskell 1*

Training & Development Solutions, Lancaster, United Kingdom

Main Abstract Content: - Purpose
Leaders as role models can fulfil a social norming function facilitated across organisations to encourage pro-environmental
behaviours.

- Design/Methodology
Vision, Inspiration and Relationship Building are key in the emerging view of leadership. Using Appreciative Inquiry and
Appreciative Leadership, a programme was developed to motivate individuals and small businesses to commit to pro-environmental
behaviours across a range of activities — energy/resource/water use; travel; and food. The programme focused on discovering
strengths and values, building on these to inspire others, and celebrating successes.

- Results
The outputs included relevant Policy and Strategy statements with realistic targets for the Management Company and tenants. Other
beneficial outcomes expressed were ‘greater sense of community,” ‘more knowledge of green options and impacts,” and ‘saved money
and time.” The resulting programme can be applied to a range of organisational contexts.

- Limitations
The programme was developed for an organisation with a recognised need to evidence its green policies.

- Research/Practical Implications
Case study - within an office and workspace used by individuals and small businesses there was a need for the Management Company
(a cooperative which claimed green credentials) to develop its Environmental Sustainability Policy and Strategy to comply with its
landlord’s requirements. The benefits would be useful as evidence for other SMEs to implement a similar programme.

- Originality/Value
Building on the work of other positive psychologists (Fredrickson, 2009; Whitney, Trosten-Bloom, & Rader, 2010; Lewis, Passmore,

& Cantore, 2011), this programme integrated appreciative models, leadership thinking, and social norming processes to meet an
organisational need for an Environmental Sustainability Policy and Strategy.
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Millennial leadership: How to maximise professional performance and stay healthy in the digital era

H. Law '", M. Lindinger 2
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Main Abstract Content: - Purpose

The recent advancement of mobile technology provides real-time information to connect people virtually anywhere. The new
generation of talented millennials work and perform differently from their parents with different motivations and skill sets. The key
question is - How can millennials maximise their professional performance and stay healthy in the digital era? This presentation aims
to provide an answer and offer a formula to help millennials become leaders in the digital era.

- Design/Methodology
A cross-sectional on-line survey is used with the Kentucky Inventory of Mindfulness Skills, Basic Psychological Needs Survey and
Oxford Happiness Index to measure three key variables: Happiness, Mindfulness and Motivation, respectively. Their interrelationship
and experience of having a coach/mentor are also explored together with the demographic data, including age, gender, family status,
and occupation.

- Results
The respondents’ happiness scores were significantly correlated to their motivation and mindfulness scores. The relationship can be
quantified by a linear regression equation.

- Limitations
Our sample was limited to European countries with a small sample size (120 participants), therefore the result may not be generalised
to other millennial populations from other cultures.

- Research/Practical Implications
Our findings contribute to the development leadership formula (known as NOWING®) to help millennials maximise their
professional performance and stay healthy in the digital era.

- Originality/Value

Our study is the first evidence-based research that enables knowledge transfer to develop practical know-how in leadership
development for millennials in the digital era.
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Leadership Development in Context: Developing Leaders for a Purpose
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"Working Matters Ltd, Hove, 2Independent Practitioner, Goole, 3School of Life Sciences, Heriot Watt University, 4
Business School, University of Edinburgh, Edinburgh, 5School of Business & Management, Queen Mary University,
London, 8Myriad Training & Consulting, Bramham, 7Alliance Manchester Business School, Manchester, 8Empsy®
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Development Solutions, Lancaster, United Kingdom

Main Abstract Content: - State of the Art

Leadership has long been a popular field of study, yet much of the focus is on leadership in general, such as what makes an effective
leader (e.g., nature versus nurture) and how to develop effective leaders (e.g., what experiences best develop leaders) (see Day &
Dragoni, 2015, for a comprehensive review). Less commonly researched are the specific contexts in which leaders operate. For
example, what constitutes effectiveness in specific professions or industries? Are different forms of leadership development
appropriate for different contexts? This symposium looks at leadership development in different contexts.

- New Perspectives/Contributions
Three of our presenters explore the development of leaders in unique contexts that have been little empirically researched: academia,
volunteer roles, and pro-environmental organisations. Another presenter examines millennials and their motivation, mindfulness, and
performance, with the aim to develop healthy leaders for the digital era. The final presenter looks at the impact of leadership
development on working practices, communication, and employee control. All of the papers present empirical research, with a
minimum of survey data.

- Research/Practical Implications
Each paper’s implications vary, but a central underlying theme was that leadership training plays both practical (skills and knowledge

development) and symbolic (confidence-building) roles. Other common themes were the identification of competencies for leaders in
specific professions and contexts, and proposed development formats and approaches.

Disclosure of Interest: None Declared

Keywords: None

383



Leadership and management

Leadership Development

Fr-SYM-1189-4

Self-determination theory-based leadership training for occupational health: A quasi-experimental study
A. Stenling’, S. Tafvelin !

"Psychology, Umea University, Umea, Sweden

Main Abstract Content: Pu7pose. This study examined if a self-determination theory (SDT)-based leadership training intervention
focused on developing leaders ability to provide need support and fulfill employees need satisfaction could improve employee health.
Design/Methodology: Participants were 37 first-line managers and 523 of their employees divided into an intervention group and
control group. The leadership training consisted of two two-day workshops six weeks apart and a third workshop three months later.
The workshops focused on skill-based activities such as active listening, communication, and feedback and between the workshops
booster activities were provided. Data on need support, need satisfaction, performance, and well-being were collected from managers
and employees at baseline and two follow-up measurements. Focus-group interviews were performed with the managers in the
intervention group after the leadership training.

Results. No meaningful changes were observed in managers self-rated need support or in the employee-rated outcome variables. The
focus-group interviews showed that a lack of contextualization, individualization, and transfer tools may account for the absence of
intervention effects.

Limitations. Beside the factors identified in the focus-group interviews, the lack of fidelity assessment and the reliance on self-report
measures were limitations of this study.

Research/Practical Implications.: These results suggest several factors to consider when implementing a leadership training
intervention, such as contextualization, individualization, and transfer tools.

Originality/Value. This study gives a unique opportunity to examine if SDT-based leadership training is useful in occupational health
interventions. It also provides an opportunity to examine for whom, when, and why the intervention worked by examining moderating
and mediating variables.

Disclosure of Interest: None Declared
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Are Formal Managers the Only Ones Benefitting From Leadership Training? A Shared Leadership Perspective

S. Tafvelin’, H. Hasson ', U. von Tiele Schwarz '
TKarolinska Institutet, Stockholm, Sweden

Main Abstract Content: Background and Purpose

Leadership training most often involves training of formal managers, and little is known about the potential benefits of leadership
training for other members in the organisation. Using theories of shared leadership, the current study examined outcomes of
transformational leadership training targeting both formal and informal managers (i.e., both vertical and shared leadership).

Method and Results

The training was set in a Swedish paper pulp factory and included 47 formal and 27 informal managers participating in 20 days of
training over a period of 16 months. Based on longitudinal employee survey data (A=211), our analyses revealed that both formal and
informal managers significantly improved their transformational leadership behaviours. Interestingly, the improvement in
transformational leadership behaviours of formal and informal managers tended to predict employee efficiency and well-being in
different ways. Improvements in formal managers’ transformational leadership were related to employee well-being, while informal
managers’ increases in transformational leadership were associated with efficiency.

Limitations and Implications

There was no control group that did not participate in the leadership training, therefore causal inferences cannot be made. However,
our study suggests that it may be fruitful for organisations to send not only formal managers to training, but also other employees,
such as those with responsibility for production.

Orginality/Value

The study point towards the benefit of a shared leadership perspective on leadership training, and that improvements in
transformational leadership may affect employees differently depending on who in the organisation that displays them.
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Ready or Not? Leaders readiness for change as a predictor of leadership training outcomes

R. Lundmark 2", S. Tafvelin?

"Department of Psychology, Umea University, Umea, 2LIME, Karolinska Institutet, Stockholm, Sweden

Main Abstract Content:
In this study we explore the influence of leaders’ readiness for change on outcomes of a leadership training program. A program that
is part of an ongoing organizational development intervention at a paper industry.

Multilevel modeling with three measurement points was used to analyze the data. Measures of outcomes - employee perceptions of
leaders’ transformational and laissez-faire leadership were taken at T1 (baseline of intervention) and T3 (15 month follow-up).
Measures of leaders’ perception of their readiness for change at T2 (7 months after baseline, corresponding to start-up phase of
leadership training).

Preliminary results of our study shows that leaders’ readiness for change (T2) is negatively related to employees’ perceptions of
leaders’ laissez-faire leadership (T3) when controlled for baseline (T1). The relationship between leaders’ readiness for change (T2)

and employee perceptions of leaders’ transformational leadership (T3) were non-significant when controlled for baseline levels (T1).

The results of our study suggests that leaders’ readiness for change during the implementation of the leadership training program
primarily influences the extent to which they perform laissez-faire leadership behaviors. Low readiness for change corresponds to
high levels of laissez-faire leadership, and high levels of readiness for change with low levels of laissez-fair leadership. The results
implicate that for leaders with low readiness for change, leadership training could have adverse effects than was planned.

This study is the first to explore the influence of readiness for change on the intended outcomes of a leadership training program
using a multilevel design with three measure-points.
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New developments in leadership training-when, why, and for whom is leadership training effective?
A. Richter’, S. Tafvelin

Main Abstract Content:

State of the art

Research suggests that leadership training has a positive impact on leadership behavior and performance (e.g., Barling et al., 1996;
Hardy et al., 2010) across a wide range of theories, outcomes, leadership levels, and organization types. However, the range of effects
has been found to be inconsistent and large variability in effect size has been found. This calls for more research on factors that might
explain when and why leadership training is effective (Avolio et al., 2009). Hence, the purpose of the current symposium is to present
new and innovative approaches to leadership training that may shed light on this issue.

New perspectives/ contributions

The four presentations in this symposium contribute to the leadership literature by incorporating a shared leadership perspective by
including both formal and informal leaders in the training, by examining the usability of phone- or online-based leadership trainings,
exploring new theoretical foundations for leadership training by using self-determination theory as well as identifying factors that
hinder transfer of leadership training (i.e., the application of new knowledge and skills back at work).

Research/practical implications

The symposium enhances our understanding of how to approach leadership training in different ways, which will deepen our
understanding concerning when, why, and for whom leadership training is effective. Three important lessons can be learned; 1) whom
shall organizations send to leadership trainings, 2) how shall these trainings be delivered and 3) how can the maximization of the use
of new knowledge and skills be achieved when leaders return to work.
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Leading the Leaders: Training effective leadership behaviours

N. Hartling ', A. Day 2’

"Psychology, 2CN Centre for Occupational Health & Safety, Saint Mary's University, Halifax, Canada

Main Abstract Content: EAWOP17-SYM POSIUM-1189

Purpose. A significant body of research has documented that transformational leadership skills can be trained (e.g., Antonakis et al.,
2011; Barling et al., 1996). Developing effective leaders is critical, but it is often expensive and time-consuming, and may be viewed
as less flexible, and are often inaccessible to leaders in small and mid-sized organizations, those who frequently travel, or work in
more remote areas. Therefore, we evaluated a 10-week phone- and web-based transformational leadership development program
(LEAD program) in terms of its ability to impact reactions to training, knowledge, and behaviours.

Methodology. L eaders were assigned to either the LEAD training group or wait-list control group. Participants received feedback
from subordinates, and they completed surveys at 3 times.

A 2 (intervention & wait-list control group) x 3 (time) repeated measures MANOVA was used to examine the effectiveness of the
LEAD program.

Results. Although the expected pattern of results was found for leader efficacy and transformational behaviours, efficacy was
significant only at time 2.

Limitations. Low response rates at time 3 reduced power to detect changes. Some of the leaders’ initial self-reports may not have been
in line with subordinates’ perceptions, thus creating a reduction in their longer term self-reported behaviours.

Research/ Practical Implications. This research has important implications for organizations wanting to implement coaching-based
training for leaders.

Originality/ Value. This intervention study is important in that it adds to our current understanding of components of leadership
coaching programs.
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eCoach for health-oriented leadership and team development
G. Jenny’, R. Brauchli', D. Filllemann ', G. Bauer'
"University of Zurich, POH EBPI, Zurich, Switzerland

Main Abstract Content:

Purpose

The recent years have seen a rise of digital intervention methods. Intervention researchers have been applying apps, websites, or
wearable devices to influence individual health behaviour. This project develops a web application (eCoach) to empower leaders for
health-oriented team development, that is, to optimize working conditions and team climate.

Design/Methodology

The eCoach is based on evidence from both individual capacity building and organisational change, combined with specific
knowledge from worksite health promotion. It is developed by an interdisciplinary team of psychologists and IT-experts. Together
with coaching practitioners and leaders from different branches of business, the eCoach is built and tested in the field.

Results

The eCoach guides leaders through several modules, by means of a virtual dialogue. It is a generic tool that empowers diverse leaders
to engage in health-oriented team development. Further, it implements machine-learning principles: Based on feedbacks and change
in working conditions over time, the underlying coaching rules are adapted.

Limitations
First usability tests show that leaders engage in the virtual dialogue and perceive its usefulness. Further systematic tests will be

conducted in the field, involving the leaders’ teams. Process and outcome evaluation research will be needed to validate these findings.

Research/Practical Implications
The eCoach enables researchers to conduct clustered RCTs on health-oriented capacity building and change. It has high dissemination
potential at low intervention costs.

Originality/Value
This is a highly interdisciplinary project to develop a health-oriented intervention aiming at both individuals and the organisation.
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Developments in engaging leadership: Workplace motivation, dynamic team leadership and teamwork that improves
effectiveness, quality and innovation

D. Smith ™", M. A. Machin ', W. Schaufeli 23, J. Alban-Metcalfe 4, B. Alimo-Metcalfe 5

'School of Psychology and Counselling, University of Southern Queensland, Darling Heights, Australia, 2University of
Leuven, Leuven, Belgium, 3Department of Psychology, University College Utrech, Utrech, Netherlands, “*Real World
Group, 3University of Leeds, Leeds, United Kingdom

Main Abstract Content: State of the Art

Over the past decade of increasingly-rapid change, engaging leadership has emerged out of the need for organisations to be less
hierarchical, management more agile, and employees more intrinsically motivated. Currently, evidenced-based research is
strengthening theoretical bases of engaging leadership.

New Perspectives/Contributions

In this forum, a newly established international collaboration of scientist-partitioners bring insight to new developments:

Two constructs of engaging leadership and six dimensions of employee work motivation are related in a multilevel longitudinal
workplace study. This study tested the Engaging Transformational Leadership Questionnaire (Alban-Metcalfe & Alimo-Metcalfe,
2000), and Engaging Leadership Scale (Schaufeli, personal correspondence, 2016), outside their countries of origin, and found them
complimentary, independently viable, and international valid predictors of a similar unique pattern of highly-intrinsic motivation.
Team leadership and team working, and their impact on engagement, are related to wellbeing and innovation. Four significant and
reliable aspects of team dynamics, and specific leader selection criteria were found that grow team productivity, and relate to
teamwork and engaging leadership

Research/Practical Implications

Self-determined leaders/hip works in collaboration with work motivation - leaders motivate using self-determined EL behaviours,
whereas, employees work using self-determined motivational patterns nurtured by the leader.

Increased validity of team leadership and team working model improved on the commonly used IPO model and supports IMOI (Ilgen
et al., 2005). Practitioners can now confidently apply specific engaging transformational leadership dynamics, through team working,
to grow team effectiveness, quality and innovation.
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20 years of research on emotional contagion in service encounters: where did we come from, and where can we go?

R. Rueff’, J. Navarro !, A. Caetano?2

"Department of Social Psychology, Universitat de Barcelona, Barcelona, Spain, 2HRM and Organizational Behavior,

ISCTE-IUL, Lisbon, Portugal

Main Abstract Content: 20 years of research on emotional contagion in service encounters: where did we

come from, and where can we go?
State of the art.

The last 20 years have witnessed an increased interest from OB researchers on
emotional contagion. From service encounters to health contexts, the phenomenon was
consistently found to occur and to significantly predict different outcomes, from job
satisfaction to performance. The gradual decrease of studies including this phenomenon
triggered us to conduct a comprehensive review that links different research lines and
identifies simultaneously important gaps and opportunities for future research.

New Perspectives/Contributions.
Following the recent advances in complexity science, multi-level modeling, virtual

reality designs, among others, we propose that studying emotional contagion from a
uni-directional, self-reported standpoint is not enough to draw robust conclusions
anymore. In this sense, previous studies are discussed, combined with new perspectives
and potential designs to achieve the validity level that ensures quality of results.
Research/Practical Implications.

In the light of the new knowledge and methods available nowadays, it is imperative that
researchers re-evaluate past research to consider new designs and even new questions.
A new research era is installed, one that takes into account the importance of time, of
studying real work situations, complexity and unstable dynamics. In this sense it is safe
to say that we cannot resign to established knowledge and simply abandon a topic.
Revisiting emotional contagion is opening a world of opportunities for knowledge

advantage with strong practical application.
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Originality/Value.
To our knowledge this is the first study that reviews emotional contagion in OB. Its

value is linked to the creation of new research lines and knowledge advance.
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When the phone rings: The impact of emotional intelligence on an interpersonal emotion regulation task
K. A. Pekaar'’, A. Bakker, D. Van der Linden ', M. Born '

'Erasmus University Rotterdam, Rotterdam, Netherlands

Main Abstract Content:; Purpose. Emotional intelligence (EI) contributes to performance and well-being in ‘social’ jobs. As EI is
composed of self- and other-focused dimensions, it remains unclear which dimensions are responsible for links with performance and
well-being. We hypothesize that particularly self-focused EI dimensions are negatively associated with employee well-being, whereas
other-focused EI dimensions are positively associated with performance.

Design/Methodology. Dutch secretaries (A=110) were exposed to five incoming calls. These calls captured different work-related
demands involving specific emotions (anger, sadness, enthusiasm, nervousness, and elatedness). Secretaries were asked to respond
professionally to the callers and to indicate their perceived stress after each response. Additionally, two independent coders rated the
number of emotion regulation strategies used and the overall effectiveness of each response.

Results. Results showed that self-focused emotion appraisal was negatively related to secretaries’ perceived stress after all calls.
Other-focused emotion-regulation was positively related to the number of emotion regulation strategies used and the effectiveness of
the responses for three of the five calls.

Limitations. Although the tasks were developed to closely mirror the real world, the experimental set-up of the study may have
diminished its ecological validity.

Research/Practical Implications. Results suggest that particularly self-focused EI dimensions affect the well-being domain, whereas
particularly other-focused EI dimensions affect the performance domain. A distinction between self- and other-focused dimensions
may be a promising avenue for future EI research and may have important implications for practice.

Originality/Value. This study is unique in its distinction between self- and other-focused EI dimensions and the investigation of
specific emotion types.
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Why do people try to manage others’ emotions at work?

K. Niven 2*

"University of Manchester, 2Alliance Manchester Business School, Manchester, United Kingdom

Main Abstract Content: State of the art. There has been increasing interest from organizational researchers in interpersonal
emotion regulation (IER): the process by which one person intentionally influences the feelings of another person(s). The resulting
body of research has largely focused on Zow people manage others’ feelings. Relatively less is known about w/y people engage in
IER.

New perspectives/contributions. In this presentation, I propose a new theory about why people engage in IER at work. I draw on
self-determination theory to identify three overarching dimensions of motivation (pertaining to the extent of autonomy, relatedness,
and competence, respectively) that allow us to organize and understand motivations for IER. Combining these dimensions suggests
eight distinct reasons for why people try to manage others’ emotions at work (e.g., to promote one’s reputation, to boost the
organization’s performance, to enhance one’s well-being).

Research/practical implications. The new theory provides a more nuanced understanding of IER in organizations, providing insight
into how the motives that underlie IER influence the strategies chosen to manage others’ emotions as well as the effects of those
strategies. The theory can be applied to domains such as customer service and leadership to make propositions about the different
consequences that IER might have.

Originality/value. This theory suggests that taking a purely behavioral approach may provide only limited insight into IER in the
workplace. By considering the motives that underlie people’s use of IER, we can generate new predictions in order to better
understand the use and effects of IER at work.
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Applying the process model of emotion regulation to interpersonal emotion regulation among a working population

Y. Nozaki '2", M. Mikolajczak?, J. Gross 3

'Japan society for the promotion of science, Tokyo, Japan, 2Université catholique de Louvain, Leuven, Belgium, 3Stanford
University, Stanford, United States

Main Abstract Content: Purpose. Recently, several research focuses on whether intrinsic and extrinsic emotion regulation can be
grasped as a unified model. The process model of emotion regulation is a most used framework for intrinsic emotion regulation. This
study investigates effective strategies for regulating others’ emotions and how job types affect its effectiveness by applying the
process model.

Design/Methodology. One hundred and eighty human service workers and 180 non-human service workers participated in an online
survey. Participants were paired up with three pen pals who already wrote introductory letters. These letters each described a recent
emotional event in their lives (sad, anxious, and happy). Participants wrote a response letter to each pen pal. Two pairs of coders
coded types of strategies and effectiveness at emotion regulation in the response letters.

Results. Human service workers’ letters were evaluated more effective to regulate receivers’ emotions than non human service
workers’ letters. Unlike intrinsic emotion regulation, response modulation was most effective for regulating others’ emotions.
Combining response modulation with situation modification or cognitive change was also effective.

Limitations. Because this study cannot assess daily behaviors, future research can investigate whether the current results can be
generalized to daily situations.

Research/Practical Implications. This study offers a research field of interpersonal emotion regulation and human service workers
novel findings suggesting effective strategies for regulating others’ emotions would be different from regulating one’s own emotions.
Originality/Value. This study uniquely contributes to building a unified model of intrinsic and extrinsic emotion regulation by first
revealing commonalities and differences between them.
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Dealing with emotions at work: The why and how of emotion appraisal and emotion regulation

K. A. Pekaar ', D. Van der Linden
'Erasmus University Rotterdam, Rotterdam, Netherlands

Main Abstract Content: State of the art. The idea that organizational life is influenced by the prevalence of emotions is widely
acknowledged. Emotional events (e.g., dealing with emotional co-workers or clients) place specific demands on employees ranging
from the appraisal to the regulation of emotions. The current symposium presents a collection of papers that illustrate why and how
people deal with emotions at work.

New perspectives/Contributions. This symposium captures various determinants that influence the way people handle emotional
events. Specifically, the contributions show the relevance (why), and the different strategies that people use to appraise and regulate
emotions (how). As such, individual differences, motivations, job types, and situational characteristics are addressed. Specifically, a
study by Marina Fiori and Andrew Ortony investigates the idea that highly emotional intelligent people tend to overemphasise
emotions and emotional information. Godelieve Hofstee and colleagues introduce a theoretical model in which they determine which
situations trigger the use of emotional labour strategies. Yuki Nozaki and colleagues present a study investigating the effectiveness of
several interpersonal emotion regulation strategies among different job types. Next, Karen Niven introduces a theoretical framework
on the reasons why people try to manage others’ emotions at work. Finally, Keri Pekaar and colleagues present a study examining
how emotional intelligence effects an interpersonal emotion regulation task.

Research/Practical Implications. Taken together, the papers point to the notion that the ways in which emotions are handled at work
are not isolated phenomena, but should be studied in tandem with individual differences and/or motivational and situational factors.
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Do high emotionally intelligent individuals overemphasize emotions and emotional information? Testing the
hypersensitivity hypothesis

M. Fiori*", A. Ortony 2

"University of Lausanne, Lausanne, Switzerland, 2Northwestern University, Evanston, United States

Main Abstract Content: Purpose. We test the hypothesis that Emotional Intelligence (EI) contributes to greater sensitivity to
emotions and emotion information in a way that may benefit or impair social perception depending on whether emotional reactivity
originated within or outside the task at hand.

Design/Methodology. In Study 1 (A=165) high EI individuals amplified the importance of valenced information, providing harsher
interpersonal judgments of a negatively-described individual and more favorable interpersonal judgments of a positively-described
individual (the hypersensitivity hypothesis). In study 2 (A=84) high EI individuals were more strongly affected by incidental anger
when forming negative impressions of an ambiguously described target (the curse hypothesis).

Results. Overall, the results support the hypothesis that high EI individuals are hypersensitive to emotions and emotion information,
and that this hypersensitivity can help or hinder social perception depending on where the source of emotional reaction is located
(e.g., tied to the social perception or unrelated).

Limitations. Study 2 would have benefited from a larger sample size that would have increased the power to detect complex
relationships among variables, including a moderated mediation.

Research/Practical Implications. We show that EI may have both positive as well as less positive consequences in social perception.

Originality/Value. We have provided the first empirical test of both the hypersensitivity hypothesis that individuals high in EI are
particularly sensitive to affective information and emotions, and of the curse of emotions hypothesis that this can sometimes result in
judgments that might not be in their best social interests (Antonakis, Ashkanasy, & Dasborough, 2009).
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Not the moment to be me: Discovering the situation-dependent nature of emotional labour

G. Hofstee 127, P. Jansen ', B. Spisak ', A. de Lange?

VU University Amsterdam, Amsterdam, 2HAN University of Applied Sciences, Arnhem, Netherlands

Main Abstract Content: State of the Art. The worldwide growth of employment in services has been accompanied by an increased
interest in emotional labour (EL). EL has primarily been approached as a job-dependent phenomenon with serious drawbacks in the
long-term, such as physical and psychological implications for employees. However, new insights into the situation-dependent
consequences of EL show that it also poses immediate risks for performance during service encounters. Yet, it remains unclear how
EL manifests itself during these decisive moments.

New Perspectives/Contributions. In the current presentation, I will introduce a new three-component model of situation-related EL.
This model shows that EL originates during situations in which employees experience misfits between expected emotions on the one
hand, and experienced and expressed emotions on the other hand. As long as these components coincide, EL will be absent. When
misfits arise, however, EL will occur and consequently will the associated side effects.

Research/Practical Implications. The model offers many opportunities to approach emotional labour experimentally. In particular, it
is suitable to reveal the true evildoers regarding the downside of EL. This does not alter the fact that the model can also be used by
managers and service employees to recognize, explain and minimize EL problems that appear during situations such as service
encounters.

Originality/Value. The model has a simple layout and does not contain professional jargon, but nevertheless includes the usual ideas
about EL. This makes the model also suitable for a broader audience than just scientists.
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Money’s (not) on my mind: A qualitative study of how staff and managers understand health care’s Triple Aim
M. Hdojriis Storkholm **, C. Savage !, M. Juriska !, P. Mazzocato

"KAROLINSKA INSTITUTET, Stockholm, Sweden

Main Abstract Content: Purpose

The “Triple Aim” — provision of a better care experience and improved population health at a lower cost — seems theoretically sound
but in practice it’s difficult to achieve. This study aimed to explore staff and manager’s understandings and underlying mental models,
which guide planning and change strategies to implement organizational interventions when facing efficiency requirements.
Design/methodology

We performed an inductive content analysis of thirty semi-structured interviews with managers and staff in a clinical department
successful in achieving the Triple Aim.

Results

Participants identified themselves with the Triple Aim along classic professional divides. Four mental models that underlie these
affinities suggest that while staff tended to see the Triple Aim as a dilemma between quality and cost, managers saw it as a paradox
that invited improvement efforts. To create alignment between external efficiency requirements and staff understandings of the need
for change, managers choose an action strategy that resonated with the professional ethos of staff.

Limitations

Contextual factors tied to the specific single case may have influenced which mental models were surfaced.

Research/Practical implication

Conflicting understandings of the quality-cost relationship exist and the mental models of change and economics can guide managers
to actively involving staff in redesigning clinical care. This case illustrates how managers can be guided by mental models in order to
create alignment between change efforts and the organizations overall purpose.

Originality/value

This study makes an empirical contribution to thus far conceptual papers on how mental models guide change strategies in healthcare.
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Realizing the potential of leadership training — can support to senior management make a difference?
H. Hasson '*, C. Lornudd ', U. von Thiele Schwarz ', A. Richter

"KAROLINSKA INSTITUTET, Stockholm, Sweden

Main Abstract Content: Purpose: Senior management is a group that can influence intervention implementation
and success. This presentation outlines the design and evaluation of an intervention aimed at senior

management teams to improve the implementation and outcome of a leadership training for line managers. In
this, we address the recommendation to create alignment between intervention and organizational objectives.

Methodology: The senior management intervention was part of a larger trial targeting line managers (n = 80).
The leadership training was evaluated using a controlled, non-randomized design. We compared whether
supporting senior managers in embedding the intervention in the organization would result in better line
manager and employee outcomes compared to a training that was not embedded in the organizational context.
We interviewed six senior managers after the intervention and line managers and employees answered
questionnaires at baseline, after the intervention and at six months post-intervention.

Result: Preliminary analysis indicated more improvements for the leader-training program where senior
managers were supported. The interviews illustrate that senior managers gained important insights about their
roles, how they work as a team, their influence on the implementation process and how they best can support
the line managers.

Limitations: The non-randomized design means that preintervention differences may bias the results.
Implications/value: A senior manager intervention in conjunction with a line manager intervention can improve
implementation and outcome of a leadership training. It exemplifies a way to increase senior management
understanding of the situation and how alignment of intervention efforts with the organization’s objectives can
be ensured.

Disclosure of Interest: None Declared

Keywords: None

400



Interventions

Managing change

Fr-SYM-544-6

eCoach for leaders and their teams for continuous health oriented team development
G. Bauer '’, R. Brauchli', G. J. Jenny '

"University of Zurich, Zurich, Switzerland

Main Abstract Content: Purpose

Numerous intervention studies identified successful overall intervention approaches and single intervention elements for improving
health on a team level. To assure a better dissemination and sustainable implementation of team level interventions, we developed an
eCoach for health-oriented development of leaders and their teams.

Design/Methodology

This eCoach assures the context-specific enactment of the key principles highlighted by the symposium as follows. It builds on a
program theory of capacity building of team leaders and of their teams as key change agents. The eCoach offers virtual coaching of
team leaders how to involve their entire team. It enables to consider the team-specific situation through a structured context analysis
by the team leader regarding capacities and motivation of the team leader, the team and the larger organization. The eCoach fosters
further alignment through setting team-specific goals, participatory development of tailored improvements and integration in daily
routines. The continuous team development process can be horizontally linked to other teams and vertically to the top management.
Results

The eCoach will be available online in Spring 2017 and will be actively disseminated through a spin-off company of the University
that has been developing it.

Limitations

Empirical data about the adoption, successful implementation by team-leaders and overall effectiveness still need to be collected and
analyzed.

Research/Practical Implications

The eCoach allows for broad dissemination of knowledge accumulated in occupational health psychology and for systematic
collection and analysis of context, process and outcome data.

Originality/Value

This is one of the first eCoachs developed for the team level.
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The frontiers of designing, conducting and evaluating improvements in organizations — A transdisciplinary
perspective

U. von Thiele Schwarz '", K. Nielsen 2

"Medical Management Centre, KAROLINSKA INSTITUTET, Stockholm, Sweden, 2University of Sheffield, Sheffield,
United Kingdom

Main Abstract Content: State of the Art:

The randomized controlled trial (RCT) has long been the gold standard for evaluating an intervention’s
outcomes. Yet, as the field of organizational interventions are growing, so is the awareness that this paradigm
raises as many challenges as it solves (Biron, 2012; Nielsen & Randall, 2012; Pawson, 2013). In organizational
interventions it is difficult to randomize individuals, and the emergence of participatory and integrated
approaches along with the dynamics of organizational change change how interventions are designed,
implemented and evaluated (Nielsen, in press; von Thiele Schwarz et al, 2016). Frameworks addressing this
complexity have been developed but largely remain intra-disciplinary, failing to integrate lessons learned
from one discipline to the other or from one setting to the other.

New Perspectives/Contributions

A group of implementation and evaluation researchers across a range of disciplines including occupational
health, organizational change, implementation science, quality improvement, operational management and
applied ergonomics have joined forces to develop a set of recommendations for how to plan, implement and
evaluate interventions in organizational settings. The aim of this symposium is to present these
recommendations and empirical studies that relate to these recommendations, and discuss the implications
with the audience.

Research/practical Implications

This symposium aims to push the boundaries for how to design, implement and evaluate organizational
interventions by taking a multi-disciplinary approach. Implications include a reinvention of how these
processes are conducted to ensure research that is both fit for purpose and rigorous, so that knowledge can
be accumulated across disciplines, settings and objectives.

Disclosure of Interest: None Declared
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The impact of a Job Crafting Intervention on person job fit and work engagement: preliminary results.

M. Brouwer *’, M. Van der Velde, M. Peeters 2

'School of Governance, 2Department of Social and Organizational Psychology, Utrecht University, Utrecht, Netherlands

Main Abstract Content: Purpose: Previous research shows that the relatively new concept of job crafting promises a valuable
mind-set for employees to act more proactively at work. In order to enhance the positive results of job crafting, we developed and
implemented a Job Crafting Intervention (JCI), which aims to improve person-job fit and work engagement.

Design/methodology: In order to analyze both short- and long-term effects of the JCI in a financial institution, we conducted a
longitudinal web-based survey study with two follow-up measurements: 1) after four consecutive weeks in which participants (N =
136) experimented with crafting their jobs and 2) three months after the intervention.

Results: The prelimanary results show that the participants of the JCI show an increase in all dimensions of job crafting: increasing
structural resources, decreasing hindering demands, increasing social resources, increasing challenging job demands and cognitive
crafting. Moreover, participants report an increase in their work engagement and person-job fit in both the short- and long term.
Limitations: Common method bias may have influenced the results because the used measures were self-report measures. Moreover,
generalizability may be an issue because the sample comprises of employees who work within the same organization.
Research/Practical implications: It is worthwhile for organizations to facilitate job crafting behaviour because they appear to be
important drivers for some forms of job crafting.

Originality/value: This study provides insight in the longitudinal impact of a JCI among lower skilled employees, which shows to
strengthen person-job fit and work engagement among the participants.

Disclosure of Interest: None Declared
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Can a managerial intervention improve employees’ work situation?

E. C. Nylén ', P. Lindfors ', P. Le Blanc?, G. Aronsson !, M. Sverke

"Department of Psychology, Stockholm University, Stockholm, Sweden, 2Eindhoven University of Technology,
Eindhoven, Netherlands

Main Abstract Content: Purpose. Research on psychosocial factors at work has investigated demands, fewer studies have focused
on resources. Empirical findings regarding the effects of intervention programs targeting psychosocial factors (job demands, job
resources, and personal resources) among employees remain mixed. Little is known about the effects of managerial interventions on
employee outcomes. This study aimed to investigate changes in employees’ perceptions of these factors as an effect of an intervention
program targeting their managers within a Swedish municipality

Design/Methodology. Questionnaire data on employees’ perceptions of psychosocial job demands (workload, unnecessary tasks,
unreasonable tasks), job resources (feedback, control, goal clarity), and personal resources (signaling, limit-setting strategies) were
collected before and after the program (4x3 hours during a six-week period). Data from 40 employees, whose managers (N=4)
participated in the program, were compared with referents (N=58).

Results. Results from 2(group)x2(time) ANOVAs showed that all demands increased over time while job control decreased. There
were no significant group effects and only one interaction effect was significant. Unnecessary tasks increased more among referents
than in the intervention group between the two time points.

Limitations. The few results may relate to the short follow-up time, the implementation plan needing further refinement, and issues
inherent of the organization and the intervention program.

Research/Practical Implications. The program may contribute to organizations’ work environment strategies, dialogues in the
workshops contributed to turning abstract knowledge into concrete action plans.

Originality/Value. This study adds to the limited empirical literature regarding effects of worksite psychosocial interventions among
managers for employees’ demands and resources.

Disclosure of Interest: None Declared
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What do we all agree on? Trans-disciplinary recommendations for designing, conducting and evaluating

improvements in organizations

U. Von Thiele Schwarz '*, K. Nielsen 2, H. Hasson ', K. Edwards 3, P. Mazzocato ', J. Simonsen Abildgaard 4, A. Richter?,
C. lpsen3, C. Lornudd 8, C. Savage®, J. Reed”’

"Medical Management Centre, KAROLINSKA INSTITUTET, Stockholm, Sweden, 2University of Sheffield, Sheffield,
United Kingdom, 3Technical university of Denmark, “National Research Center for the Working Enviroment, Copenhagen,
Denmark, ®Department of Psychology, Stockholm university, SKAROLINSKA INSTITUTET, Stockholm, Sweden, “Imperial
college, London, United Kingdom

Main Abstract Content: Purpose: Across disciplines, new frameworks for how to design, conduct and evaluate
organizational interventions are emerging. This study set out to identify the communalities in how
researchers in field such as occupational health, organizational change, implementation science, quality
improvement, operational management and applied ergonomics approach researching improvements in
organizations.

Design/Methodology: An intra-disciplinary group of researchers (N = 12) met during a two-day workshop
conducted in March 2016. Individual best practices were identified, mapped and collapsed into tentative
recommendations that were discussed in a participatory, iterative process.

Results: Ten core recommendations emerged: 1. Ensure Active engagement among key stakeholders; 2.
Understand the situation (starting points and objectives); 3. Align with the organizations overall purposes,
objectives and constraints; 4. Draw on evidence and theory, create program theory; 5. Identify and prioritize
potential solutions based on effort / impact balance; 6. Integrate with practices and processes; 7. Iteratively
observe reflect and modify (on the appropriate scale) to achieve your improvement goal; 8. Evaluate process,
context, outcomes and how they interact continuously; 9. Continuously develop ability to learn how to learn;
10. Synthesize learning for others (policy, practice, and research community)

Limitations: The recommendations were produced by a limited, self-selected group of researchers.

Research/Practical Implications: The recommendations provide an accessible summery for researchers and
practitioners engaging in improvements in organizations.

Originality/Value: Researching improvements in organization means simultaneously facing the logics of
organisations as well as research. These recommendations offer suggestions on how this can be managed.

Disclosure of Interest: None Declared
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Conducting Participative Job Redesign in a Call Centre

C. Axtell ", D. Holman 2

'Sheffield University Management School, Sheffield, 2Manchester Business School, Manchester, United Kingdom

Main Abstract Content: Purpose

The purpose of the intervention was to improve call centre agents’ wellbeing via job redesign. This provided an opportunity to apply
job design theory to a call centre context (where there is typically low discretion and high turnover) and to engage in an active
participatory process of job redesign.

Design/Methodology

The study took place within a call centre within the UK Civil Service. A version of the Scenarios Planning Tool was adapted for use
within a call centre (Holman et al, 2009). Four teams were involved in the redesign.

Results

The case illustrates three key principles of participative interventions: ”Ensure Active Engagement” as there was participation of key
stakeholders at all stages; “Understand the Situation - where we start and where we want to go”, as stakeholders outline the current
scenario and image a preferred/improved situation, informed by an understanding of the context; and “Draw on Evidence and
Theory”, as the intervention was based on job design theory.

Limitations

The intervention only included 4 teams but needs to expand more widely in the organisation to ensure longevity.

Research/Practical Implications

The active engagement of stakeholders (from senior management to agents themselves) and developing solutions based on job design
principles and an understanding of the context enabled the intervention to proceed successfully. The implemented solution addressed
key obstacles and stressors experienced by agents whilst maintaining effectiveness.

Originality/Value

Demonstration of successful job-redesign in a context where jobs are typically simplified and there are limitations to the extent of job
design possible.

Disclosure of Interest: None Declared
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Interventions to enhance employee and organizational sustainability in our ever-changing world
I. Hulshof", P. Le Blanc

'Eindhoven University of Technology, Eindhoven, Netherlands

Main Abstract Content: State of the Art:

In many European countries, employees are dealing with organizational changes that challenge their adaptivity. Moreover, most of
them have to work harder and till a later age. Under these circumstances, it is of vital importance to explore ways to enhance
employee and organizational sustainability. How can we (still) optimize organizational performance, while at the same time
safeguarding employee health and well-being? In this symposium, the effects of five specific interventions to reach this aim will be
presented and discussed.

New Perspectives/Contributions:

This symposium offers a varied perspective on enhancing employee and organizational sustainability through targeted interventions.
We were able to include interventions that are aimed at employees at different organizational levels (employees, middle, and upper
management) and in different organizational contexts. Moreover, top-down as well as bottom-up approaches are presented. Finally,
two of the interventions specifically focus on dealing with organizational change (implementation) processes, which are the rule
rather than the exception in current day organizations.

Research/Practical Implications:

This symposium extends theoretical as well as practical knowledge on factors that contribute to the success of interventions aimed at
enhancing employee and organizational sustainability. Through this type of interventions, employees and their organizations can be
facilitated in functioning in a sustainable way, now and in the future.

Disclosure of Interest: None Declared
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A job crafting intervention during times of change

I. Hulshof", E. Demerouti ', P. Le Blanc’

'Eindhoven University of Technology, Eindhoven, Netherlands

Main Abstract Content: Purpose of the study:

We conducted a quasi-experimental field study in which we developed an examined a job crafting intervention. Aims of the
intervention were enhancing the providing of high quality services and preventing a decrease in empowerment and work engagement
due to organizational changes.

Methodology:

74 employees of a Dutch unemployment agency received a 1-day training in which they learned about job crafting. Participants set
four job crafting goals for the subsequent weeks. After six weeks they came back for a reflection session. The control group consisted
of 89 employees. Repeated measures ANOVA’s and T-tests were used to analyze the results. Moreover, to examine whether the
effects of the intervention were noticeable for others, customer-rated performance was taken into account.

Results:

Results showed that the intervention had a buffering effect on empowerment and work engagement. We did not find an effect for the
providing of high quality services. However, after one year, customers were more satisfied with employees in the intervention group
compared to employees in the control group.

Research/practical implications:

Our study shows that during times of organizational change, job crafting may be a promising tool to prevent a decrease in employee
work engagement and empowerment and enhance performance (as rated by others).

Limitations:

We mostly relied upon self-report measures. Moreover, the design was not completely random. Therefore, we cannot rule out that
only people who wanted to change, participated.

Originality/value:
This study adds to our understanding of job crafting interventions by examining its effects during organizational change.

Disclosure of Interest: None Declared
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The impact of a self-leadership training on vitality of healthcare professionals
P. Van Dorssen ", T. Van Vuuren ', M. Veld

'Open Universiteit Heerlen, Heerlen, Netherlands

Main Abstract Content:; Purpose: Contemporary Dutch health care organizations increasingly encourage employees to lead
themselves independently during their work. With this increased autonomy healthcare professionals are responsible for their own
wellbeing and performance at work. Self-leadership strategies might help them to sustain and improve these aspects.This study aims
to investigate whether healthcare professionals can improve their vitality by training self-leadership strategies.

Methods: We conducted a three-wave intervention study, with an experimental group (n=66) and a waitlist control group (n=77).
Healthcare professionals participated voluntarily in an 8-weeks blended learning training program for self-leadership to improve
vitality. Quantitative data were collected pre, post and two months after the intervention with existing scales for measuring self-
leadership and vitality. A one-way between groups analysis of covariance was conducted to assess the impact of the intervention on
vitality and on self-leadership skills.

Results: We found small significant effects of the intervention for vitality after controlling for vitality, which sustained 2 months
after finishing the training. Both the intervention and control group showed significant increases for vitality, as well as for all
measured self-leadership strategies. Moreover, we found for the intervention group significantly higher scores on the strategies for
goalsetting and self-rewards.

Limitations: Both the intervention group and the control group increased vitality and self-leadership strategies. This might be caused
by common method bias. Alternatively, it might be that filling in the self-leadership questionnaire has functioned as an intervention in

itself.

Originality/Value: Healthcare professionals benefit from a training intervention aimed at enhancing self-leadership, as it enhances
their vitality.

Disclosure of Interest: None Declared
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iLead- an three level organizational intervention to foster implementation in health care
A. Richter '*, C. Lornudd ', U. Von Thiele Schwarz ', H. Hasson

1Karolinska Institute, Stockholm, Sweden

Main Abstract Content: Purpose: Implementing change is a challenge, which often fails. In particular in healthcare this can have
dramatic consequences because such a failure can endanger patient safety but has also negative effects on a broader level such as for
employees and organizational efficiency. Implementing e.g. new working methods is something that needs to be carried by different
stakeholders in the organizations. Therefor we developed an organizational intervention that targets senior management, first line
managers and employees to foster implementation success.

Design/Methodology: Based on the literature and the input of research experts and practitioners the iLead intervention has been
developed. It is a participatory intervention where participants work on an actual change that is introduced in their organization now.
Longitudinal qualitative and quantitative process and effect data is collected during 2016 to evaluate the intervention.

Results: Preliminary analyses show that the intervention seems to be effective on senior and first line manager level. Managers rate
their knowledge and skills higher after the intervention. Further analyses will be conducted to get a more holistic picture of the effects.
Research/Practical Implications: This intervention provides us with important insight how we can help organizations work more
efficiently and systematically with implementations. The intervention provides participants with generic skills that are important for
all kinds of implementations.

Originality/Value: This is an intervention that creates alignment between the different stakeholders (senior management, first line
managers and employees) in an organization and provides them with different tools relevant for their position to foster
implementation success.

Disclosure of Interest: None Declared
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Pushing Female Leaders over the Edge: The Impact of Evaluators’ Sexist Attitudes on Glass Cliff Emergence
P. Acar ', C. Simer ' and EAWOP17-SYMPOSIUM-1581

"Middle East Technical University, Ankara, Turkey

Main Abstract Content: Purpose

To contribute to a better understanding of the factors that are associated with glass cliff occurrence. We aim to identify who is more
likely to engage in glass cliff by examining sexist attitudes of decision-makers. We propose that individuals with high hostile (HS)
and benevolent sexism (BS) are more likely to perceive women to be suitable for leadership of a poorly-performing organization and
men to be suitable for leadership of a well-performing organization.

Design/methodology

2 (organization performance: increasing, declining) x 2 (candidate gender: male, female) between subjects design with a sample of
378 was used.

Results

HS and BS attitudes of individuals differentially impact how they evaluate male and female leaders under different performance
conditions. During decline, HS beliefs are critical. Decision-makers with low HS think manager think male. Those with high HS,
favorably evaluate the female candidate. During good performance, BS is the relevant attitude. Masculine leadership is evaluated
favorably only by those who have low BS. Those with high BS perceive the female leader as a better fit.

Limitations

Findings are limited in sample consisting of students, use of paper people, and between subjects design.

Originality/value

Leader gender and perceiver’s sexist attitudes are important in evaluations for leadership. Masculine leadership is seen as the norm
regardless of organizational performance. Glass cliff is created by those who hold high HS to protect men. Those with high BS
engage in shifting standards.

Disclosure of Interest: None Declared
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The Paradox of Being on the Glass Cliff: Why do Women Accept Risky Leadership Positions?

M. Darouei'’, M. Shemla2, B. Telkamp ', J.-P. van der Rest', H. Pluut ', J. Adriaanse
'Business Studies, Leiden University, Law School, Leiden, 20rganisation and Personnel Management, Erasmus
University, Rotterdam School of Management, Rotterdam, Netherlands

Main Abstract Content:

Purpose

While research suggests that women are more risk-averse than men, women are more likely to find themselves in risky leadership
positions, as suggested by Glass Cliff research. This study examines mechanisms that could account for this contradiction.
Design/Methodology

In study one, risk attitudes of 120 participants were surveyed to understand age and gender differences in risk-taking. In two
additional vignette studies, 119 university students (study two) and 90 working adults (study three) were presented with one of two
scenarios describing either a risky or successful company. Participants were offered a leadership position in this company and asked
to rate their willingness to accept the job.

Results

Our results confirm that age is negatively related to risk taking, and women are more risk-averse than men. We also find that,
although men and women view the job in the risky company scenario as equally precarious, women are more likely to accept this
leadership position. We show that this effect can be explained by women’s lower self-efficacy and promotional opportunity beliefs.
Limitations

The small sample sizes of our studies are a limitation.

Research/Practical Implications

We contribute to Glass Cliff theory by investigating psychological factors that explain females' tendency to accept precarious
leadership positions. By better understanding women's career decision-making processes, practitioners may enhance the probability of
a successful woman-as-leader appointment.

Originality/Value

Our paper is among the first to offer an explanation for the apparent paradox that women are more risk-averse than men but
nonetheless are more willing to accept risky leadership positions.

Disclosure of Interest: None Declared
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The political glass cliff: Evidence that ethnic minorities are chosen for their change potential

C. Kulich 1, Y. Assilaméhou-Kunz 2", V. lacoviello*
"University of Geneva, Geneva, Switzerland, 2Université Sorbonne Nouvelle Paris 3, Paris, France

Main Abstract Content: Purpose. Archival findings show that ethnic minorities are likely to be nominated as candidates in
constituencies where the likelihood to win the elections is poor for their party. The aim of this research is (1) to replicate such “glass
cliff” choices in an experimental setting, and (2) to investigate the underlying social psychological mechanisms by looking at
different motivations (e.g., hostility, change ambitions).

Design. We conducted a 2 candidate ethnicity (French vs. Algerian) between-participants experiment. French participants (A=72) had
to nominate their candidate for one of two regions: one where the candidate’s party had woz in the past (high winability), or one
where it had /osz (low winability, thus a glass cliff situation).

Results. The Algerian, compared to the French, was more likely to be chosen for the low winability region, and compared to the high
winability region. This, however, was only the case for left-wing voters. Mediational analysis further suggested that the Algerian was
preferred in a low winability region because he was associated with a higher change potential.

Limitations. Future research should use a sample with higher variations in political orientation.

Implications. This research illustrates that a bias in candidate selection, rather than a potential lack of competence, explains why
ethnic minorities have often lower electoral success.

Originality. To our knowledge, this is the first research to show the glass cliff for ethnic minority individuals in an experimental
setting, and the first in France. It is novel as it sheds light on some potential mechanism explaining glass cliff.
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Women as ideal leaders in times of crisis - Does organizational identification promote the glass cliff?
A. lhmels’, K.-L. Jungbauer ', J. Wegge ', M. Shemla 2

'TU Dresden, Dresden, Germany, 2Rotterdam School of Management, Rotterdam, Netherlands

Main Abstract Content: The Glass Cliff phenomenon depicts the appointment of women to leadership positions as being more
likely in times of organizational crisis. Our study focuses on one explanation for this effect: By appointing women as leaders in a
crisis companies often aim to signal fundamental strategic changes to stakeholders. Of course, this is only possible if the previous
leader was male. We seek to extend this approach by analyzing how organizational identification influences this process.
Organizational identification has been found to promote commitment to the organization’s goals, behavior that serves the group one
identifies with as well as organizational citizenship behavior. Therefore, strong organizational identification should strengthen the
Glass Cliff phenomenon.

Design

We conducted an experimental study (N = 192) in which we manipulated organizational identification as well as the company’s
performance and the gender of the previous leader.

Results

Data sampling is not completed yet (50%), however, the first findings support our general hypothesis.

Limitations

The study is conducted with a student sample (no students from Psychology programs). Thus, field studies are warranted to prove the
generalizability of our findings.

Implications

This research aims to reflect actual decision making processes more closely by simulating decision makers who strongly identify with
their company as organizational agents and hold the power to appoint candidates to top positions.

Originality/Value

The study adds to glass cliff research by combining the decision makers’ and the company’s perspectives and examining under which
conditions the company’s goals are put above typical personal beliefs favoring men as leaders.

Disclosure of Interest: None Declared
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Leadership in times of crisis:

What motivates glass cliff appointments?

A. lhmels ', J. Wegge !, M. Ryan 2*

'TU Dresden, Dresden, Germany, 2University of Exeter, Exeter, United Kingdom

Main Abstract Content: State of the Art

The Glass Cliff phenomenon refers to women being preferentially appointed to leadership positions in times of crisis. So far research
has focused on establishing the robustness of this phenomenon in different contexts such as business and politics, and on the
investigation of a variety of underlying mechanisms. This symposium includes five contributions that broaden our understanding of
the mechanisms driving the glass cliff.

New Perspectives/Contributions

Acar et al. investigated the influence of sexist attitudes on leader appointments. Whereas hostile sexism affected leader appointment
in poorly performing companies, benevolent sexism was more relevant in successful companies. Darouei et al. aimed to resolve the
paradox that women are more risk-averse than men but nonetheless seemed more willing to accept risky leadership positions. Kulich
et al. experimentally examined the preference of ethnic-minority political candidates for hopeless seats, and advance signal of change
intentions as explaining mechanism.

The last two contributions present evidence for contextual variations. Thmels et al. show experimentally that participants highly
identified with the company were more likely to make decisions in accordance with the company’s needs. Finally Gartzia et al. refine
the think crisis—think female association by illustrating that the glass cliff only occurred in crises characterized by a lack of communal
competences.

Research/Practical Implications

We invite symposium attendees to engage in a discourse about the integration of differing mechanisms and context variables offered
by glass cliff literature as well as setting a focus for future directions.

Discussant: Michelle Ryan
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Keywords: None

415



Organizational Change and Development

Managing organizational change

Sa-SYM-883-3

Creating the Conditions for Change: An Ontological Perspective

B. Singer 12’

"Insight University, Santa Fe, 2FHI 360, Washington DC, United States

Main Abstract Content: Purpose

Self-report about the lived experience of readiness for change of one leader working across Sub-Saharan Africa. Leadership
luminaries argue that living is a journey wzz4zn, even though it looks like it is taking place on the outside. Change, similarly, has outer
manifestations, such as change in a specific behavior; but these follow an internal change in perspective, point of view or
consciousness. Transformative Learning Theory and the concept of ‘resistance to change’ understood by traditional, organization-
based interventions reveal that many people do not understand, anticipate or contemplate change. It may be happening at the
individual, team or organizational/systems level—or in a dynamic or symbiotic pattern among all three. To be ready for change calls
for a willingness to overcome our internal voices that impose old and limiting patterns and that inhibit us. Resistance separates us
from our highest potential—and it comes from within.

Design/methodology

Critical self-reflection by one leader to explore his practice in fostering change for himself and others.

Results

Reporting with a particular focus on personal readiness for change.

Research/Practical implications

Whether change is externally triggered or eagerly sought, a practical framework for doing so will be presented that aids leaders in
creating the conditions for leadership self-development and in supporting the development of others.

Originality/Value

Value is perspective from a leader/change practitioner.
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Change readiness and change belief: Antecedents for German and Austrian employee attitudes
T. E. Scheel '*, R. Bachmann 2, R. Kerschreiter 2

'FernUniversitat in Hagen, Hagen, 2Freie Universitat Berlin, Berlin, Germany

Main Abstract Content: Purpose: Employee’s attitudes toward change are one of the main sources for failure of organizational
change. For instance, if change processes are perceived as a threat by employees they may react with resistance. Empirical work so
far included only a limited set of change attitudes as well as their antecedents. Thus, our aim was to comprehensively test the
preconditions of change attitudes in order to identify the most important ones.

Design/methodology: In an online study with 529 Austrian and German employees, supervisors, and entrepreneurs, we investigated
antecedents of four dimensions of change attitudes (intentional/affective readiness to change; efficacy/need change beliefs). We
collected potential antecedents of change attitudes through a literature search and qualitative interviews. An expert focus group
selected constructs for this study.

Results: Regression analyses showed the specific importance of factors for the four dimensions, for instance, autonomy (job design
level), curiosity (personal resource), leader role model (work relationship), strength of the organizational identity (organizational
level), and information about change (change context).

Limitations: Although this study has a sufficient sample size in order to serve as a first step of identifying important antecedents, at
present, this study is purely cross-sectional. However, a second measurement (after six months) will be presented.

Implications: Important antecedents specific for the four dimensions of change attitude were identified. These antecedents are
currently translated into a tool and tested for their value in predicting change attitudes.

Originality/Value: Antecedents from several domains were comprehensively assessed for their relationships with four dimensions of
change attitudes.
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Moving into a new office space: Disentangling the effects of change and office concept on health and well-being
S. S. Lutke Lanfer ', N. Pauls ", A. S. Goritz!

"Department of Occupational and Consumer Psychology, University of Freiburg, Freiburg, Germany

Main Abstract Content: Purpose

Over the last decade there has been a trend to implement open space offices and/or activity-based working. Digitalization, war for
talents and cost-efficacy have led more and more companies to rethink their office concepts. Surprisingly, so far there has been little
empirical evidence on effects of these office concepts on performance, health or job satisfaction (de Croon et al., 2005; Wohlers &
Hertel, 2016). Moreover, studies that investigate office designs hardly distinguish between effects of the office concept per se and
effects of change that accompany office redesign. The present study aimed at investigating the effects of office design and change on
satisfaction with the office environment and on mental health.

Design/Methodology
Online questionnaire data from 840 office workers (mean age = 46 years; 55% women) of different sectors and companies were
collected.

Results

Data analysis showed different patterns for office environment satisfaction and mental health. Office concept was a significant
predictor for satisfaction with office environment. Satisfaction was highest for cell office and lowest for open space office (> 10
workstations). Change in office environment significantly related to mental health, which was lower for participants who had
experienced change than those who had not.

Limitations
The study was cross-sectional. It would be valuable to explore the effects in longitudinal data.

Research/Practical Implications
When introducing new office concepts, possible (negative) effects of change need to be considered.

Originality/Value
This study adds to the scarce research on effects of office concepts and therein considers personal changes of the work environment.
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Enactment of justice during layoffs: The role of emotions

M.-R. Diehl **

'"Organizational Behavior & Human Resources, EBS Universitéat fur Wirtschaft und Recht, Oestrich-Winkel, Germany

Main Abstract Content: Purpose

A relatively neglected perspective in the justice literature is the role of managers, as organizational agents, who sometimes are
obliged by organizational authorities to implement decisions that cause injustice to employees. The purpose of this study is to
examine how managers emotionally cope with the task of laying off employees when this is required by their organizations when they
must witness the negative consequences and serve as the most immediate recipients of employee reactions.

Design/Methodology

Study 1 is a qualitative interview study of 15 managers who were charged with implementing major layoffs in their organization.
Study 2, starting in November 2016, is designed as a scenario experiment with respondents with managerial responsibilities who are
recruited via executive education programs and alumni networks.

Results

The results of Study 1 indicate that managers who terminated employee jobs suffered from ego depletion. Managers developed
different self-regulation strategies in order to cope with such depletion associated with layoffs. The results of Study 2 will provide a
quantitative test that extends the findings of Study 1.

Limitations

Study 1 is limited by the small sample and retrospective data.

Research/Practical Implications

An understanding of managers’ emotional strain and coping strategies in the context of layoff implementation is important for
organizations. The role of emotions in the enactment of organizational justice warrants further research.

Originality/Value

Managerial perspective is under-researched in the justice literature. The focus on emotions in the context of justice enactment
complements the increasing interest in the role of emotions in the justice literature.
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Past fairness, future fairness? Procedural justice expectations during times of change

D. Patient'", F. Sguera ', I. Cojuharenco ?

'Catdlica Lisbon School of Business & Economics, Universidade Catolica Portuguesa, Lisbon, Portugal, 2D’Amore-McKim
School of Business, Northeastern University, Boston, United States

Main Abstract Content: Purpose

Researchers have called for more work relating anticipatory justice to existing theories (Rodell & Colquitt, 2009). This research uses
uncertainty management theory to theorize the relationship between experienced justice and anticipatory justice (and OCB
intentions), and to propose a moderator of the mediated relationship: professional commitment.

Design/Methodology

Study 1 is a scenario experiment (A=183) to test the mediational effect of anticipatory procedural justice on the relationship between
experienced procedural justice and OCB intentions. Study 2 is a field study in a European organization undergoing major
restructuring (A/=315) to test the above mediation as well as the moderating effect of professional commitment on the relationship
between experienced and anticipatory procedural justice.

Results

In both studies, anticipatory procedural justice mediated the effect of experienced procedural justice on OCB intentions. In the field
study, experienced procedural justice related to anticipatory procedural justice only for employees low (versus high) in professional
commitment.

Limitations

Future research should investigate the role of other anticipatory justice facets, and investigate the model with other outcomes,
including actual versus self-reported or self-predicted behaviors.

Research/Practical Implications

Major change initiatives are often mistrusted and resisted by employees. It is important for organizations to address both experienced
and anticipated procedural justice, especially in the case of employees low in professional identification.

Originality/Value

Whereas previous research has shown that anticipatory justice can lead to experienced justice (e.g., Rodell & Colquitt, 2009), our
findings suggest that experienced procedural justice can also lead to anticipatory justice.
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New Perspectives on Organizational Change and its Consequences

M. Richter

"Industrial & Organizational Psychology, Universitat des Saarlandes, Saarbriicken, Germany

Main Abstract Content: State of the Art

Every year, thousands of employees around the world experience organizational change, often culminating in corporate downsizing.
In this regard, a layoff likely constitutes a threatening experience for those who lose their jobs and those who are involved in the
layoff processes. Several studies have demonstrated that justice can preserve positive employee attitudes during organizational
change; however, little is known about why justice works and how exactly it can be achieved in a layoff situation. Furthermore, the
question how managers and other occupational groups involved (e.g., consultants) cope with the challenge of adverse organizational
change remains under-researched.

New Perspectives/Contributions

This symposium expands psychological research on managing organizational change. Patient and colleagues examine how
experienced and anticipatory justice can influence employee attitudes during organizational change. Diehl explores coping strategies
of managers who have to conduct layoffs through the lens of organizational justice. Konig and colleagues investigate actions and
services of the employer that may contribute to the justice of a layoff and emphasize the importance of outplacement counseling.
Finally, Richter and colleagues address challenges of outplacement consultants charged to support laid-off employees to find a new
job.

Research/Practical Implications

The research presented emphasizes that justice develops and shapes employee attitudes in multiple ways and that multiple
perspectives (e.g., employees, managers, consultants) should be considered when exploring the consequences of organizational
change. Organizations should therefore be motivated to increase justice during times of change in order to facilitate the coping of
each affected party.
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How to be fair during layoffs: Exploring the effects of an authority’s actions and organizational support services
M. Richter ', C. J. Kénig '’, J. Gohlich

"Industrial & Organizational Psychology, Universitat des Saarlandes, Saarbriicken, Germany

Main Abstract Content: Purpose

Although several studies have demonstrated the positive impact of fairness on employees’ coping with job loss, it is still rather
unclear what exactly organizations and their authorities should do to make layoffs as fair as possible. We therefore contrasted the
effects of an authority’s individual actions during a layoff meeting with organizational support services offered in compensation for a
layoff.

Design/Methodology

We used a 2 (explanation: inadequate vs. adequate) x 2 (compensation: severance pay vs. outplacement counseling) between-subjects
design to manipulate the supervisor’s actions and organizational support services provided to layoff victims. Fairness perceptions and
negative attitudes toward the employer were measured as dependent variables (/=228).

Results

An adequate (vs. inadequate) explanation provided by the supervisor increased participants’ perceptions of informational and
procedural fairness of the layoff and also reduced intentions to complain about the employer. Furthermore, compensation that

included outplacement counseling (vs. severance pay) improved levels of distributive and procedural fairness and reduced

participants’ anger and complaints. Effect sizes indicated superiority of the explanation factor. Relationships were particularly
mediated by procedural fairness perceptions.

Limitations

This research used a scenario-design to realize the layoff situation.

Research/Practical Implications

The quality of a layoff interaction seems to be even more important than the provision of (monetary) organizational support.
Organizations should therefore invest in managers’ training to realize fair layoffs.

Originality/Value

The study compared both individual and organizational influences on employee reactions following a layoff and particularly

identified the benefits of (long-term) outplacement counseling as compared to (short-term) severance pay.
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Benefitting or suffering from organizational change? Antecedents and consequences of role stress in outplacement
consultants

M. Richter ", C. J. Kénig !, C. Herrmann ', J. Gaszka

"Industrial & Organizational Psychology, Universitat des Saarlandes, Saarbriicken, Germany

Main Abstract Content: Purpose

Losing one’s job often goes along with existential fears. To prevent unemployment, employers may offer outplacement counseling—a
service that includes career management and that is provided either by external (i.e., members of consulting firms hired by the
downsizing company) or internal consultants (i.e., members of the downsizing company itself retrained to counsel their former
colleagues). However, consultants’ work is likely to be emotionally challenging because it is based on others’ misery.
Design/Methodology

In a field study, external (#~=68) and internal (#~=30) outplacement consultants were compared with regard to their experiences of role
stress at work. Feelings of guilt, empathy, and identification with their clients were treated as possible antecedents and job
dissatisfaction and emotional exhaustion as possible consequences of role stress.

Results

Although both groups did not differ in terms of role ambiguity, internal (vs. external) consultants experienced stronger role conflict at
work, and this relationship was partially mediated by feelings of guilt. Furthermore, internal (vs. external) consultants reported
stronger job dissatisfaction and emotional exhaustion, and these relationships were fully mediated by role conflict. In addition,
consultants’ self-efficacy was identified as a significant moderator.

Limitations

This research used cross-sectional self-reported data.

Research/Practical Implications

Role conflict in outplacement consultants may impair the quality and success of their service. Findings have implications for the
aptitude and qualification of consultants for a highly demanding job.

Originality/Value

Given the prevalence of downsizing, there is increasing demand for outplacement counseling. This is one of the first studies
addressing the challenges of outplacement consultants.
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Two Sides of the Same Coin? Exploring Different Causes of Change Success and Failure

D. Bouckenooghe *’, G. Schwarz 2

'Goodman School of Business, Brock University, St. Catharines, Canada, 2School of Management, University of New
South Wales, Sydney, Australia

Main Abstract Content: State of the art

Every individual experiences change in a unique way. For some it implies a source of joy or benefit, whereas for others it is a source
of suffering, stress, and disadvantage. Scholars have had a tendency to describe these different reactions towards change in relation to
success and unsuccessful outcomes. Yet few attempts have been made at mapping the different processes and forces that explain
when change becomes a success or a failure. With this symposium we intend to extend this knowledge by offering insights into the
asymmetric effects several of these forces (e.g., error management culture, self-efficacy, politics, and type of change) have on change
success (i.e., contextual performance, task performance, change engagement, and positive well being) and failure (i.e., poor
performance, lack of engagement and emotional exhaustion).

New perspectives/contributions

The studies in this symposium offer support to the concept of asymmetric effects of different forces in enabling change success and
failure. That is, factors contributing to change failure can be very different from those connected to change success. Furthermore, two
studies adopted a configurational approach (by means of cluster analysis and latent profile analysis) because it allows to identify
complex relationships and interdependencies between multiple antecedents of change success and failure in the form of profiles,
which supplements insights inferred from data using traditional additive linear analyses.

Research/practical implications

A more profound understanding of the asymmetric effects of antecedents of change failure and change success should guide change
practitioners in implementing organizational changes more effectively.
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The impact of error management culture on the perception of organizational change

S. Helpap *’, S. Schiffmann 2

"Institute of Strategic and International Management, Hamburg University of Technology (TUHH), 2HR Controlling
Corporate, Jungheinrich AG, Hamburg, Germany

Main Abstract Content: Purpose: Information on organizational change provides cues to develop new mental models and is
directly associated with employees’ efficacy because a detailed understanding of implications is a prerequisite for action plans. During
this process, companies’ error management culture (EMC) is crucial. EMC includes values differentiating between errors viewed as
opportunities or threats. The disruption of existing mental models introduces novelty and uncertainty, which increases the likelihood
of errors. Incomplete information and increased error likelihood are more accepted and buffer the perceived self-efficacy when errors
are seen as learning opportunities. Thus, we propose an impact of EMC on employees’ perception of change information and their
change efficacy.

Design/ Methods: We surveyed 127 employees experiencing an organizational change and performed regression analyses.

Results: Our results indicate that the relationship between information quality and employees’ change efficacy is moderated by EMC,
suggesting higher levels of change efficacy in a distinct EMC compared to a weak EMC.

Limitations: Although the likelihood of common-method variance is low, it needs to be acknowledged that the collected data is
based on self-reports.

Practical Implications: Change managers should stimulate a positive environment for errors in their change communication to help
employees to cope with new tasks and requirements. We propose measures that facilitate a positive EMC.

Originality / Value: This study expands the current debate by considering EMC as an crucial influencing factor on change
perceptions and using a mental model approach to explain how EMC fosters or restrains employees’ change efficacy.
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Does experienced change affect task and contextual performance across time? Potential moderating effects of
managers’ self-efficacy

A.-L. Holten ", G. R. Hancock 2, A. Bgllingtoft3

'Department of Psychology, University of Copenhagen, Copenhagen, Denmark, 2Department of Human Development
and Quantitative Methodology, University of Maryland, Baltimore, United States, 3Department of Management, Aarhus
University, Aarhus, Denmark

Main Abstract Content: Purpose: The situational perspective on organisational change proposes that some aspects facilitate while
others hinder individual performance at work (Sonnentag & Frese, 2002). Viewed as a situational constraint/stressor, organisational
change holds potential for a negative impact on performance. We investigate relations between employees’ experienced change and
their task and contextual performance. We hypothesise that organisational change will relate negatively to task performance (H1) and
positively to contextual performance (H2), and that these relations will be moderated by their managers’ self-efficacy (H3).
Methods: Questionnaires were administered to 12,669 employees and their 470 managers in 2014 and again in 2015. We test two
conditional process second order latent difference structural equation models, one for task performance and one for contextual
performance.

Results: Models, which have acceptable data-model fit, show a direct negative effect of experienced change on 2015 task
performance (» < .001) and a direct positive effect on 2015 contextual performance (p < .01), but no significant main effect on 2014
to 2015 change in either. Self-efficacy negatively moderates the relation between experienced change and contextual performance (p
<.05) and change in contextual performance (p < .05).

Limitations: Potential limitations lie in data stemming from self-reports, although two data sources reduce this bias.

Implications: Understanding how organisational change has simultaneous negative and positive impacts on employee performance
and what moderates this relation (managerial self-efficacy) increases the potential for interventions.
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Exploring types of organizational change and differential effects on employee well-being and personal development

J. Van Ruysseveldt '’ K. van Dam ', |. Nikolova ?, H. De Witte 3

"Faculty of Psychology and Educational Sciences, Open Universiteit Nederland, Heerlen, Netherlands, 2NBS, University
of East Anglia, Norwich, United Kingdom, 3, Faculty of Psychology and Educational Sciences, KU Leuven, Leuven,
Belgium

Main Abstract Content: Purpose: Few studies have differentiated between types of organizational change (OC) which might
account for the mixed findings concerning OC’s impact on employee well-being and personal development. Our study aimed to
investigate whether employee responses to OC depend upon the type of OC. Srudy / explored different types of OC, using
quantitative and qualitative criteria: e.g. changes in staff level, organizational restructuring, production capacity growth, product and
process innovation. Szudy 2 investigated whether these OC types are differentially associated with active learning (acz/vazion axis)
and emotional exhaustion (s#az axis).

Design: Szudy /. In a longitudinal survey, private sector employees (T1: N =1010; T2: N = 656) described the OC that took place
over a 6-month period. S7«dy 2: The data from study | were supplemented with data on employee outcomes from a third
measurement half a year later.

Results: S7udy /: Cluster analyses identified 6 OC types mirroring our ‘theoretical’ classification: ‘expansion’, ‘shrinkage’, ‘lean
restructuring’, ‘thriving’, ‘innovative restructuring’ and ‘innovative expansion’. Szzay 2: ANOV As showed striking differences between
the OC types; e.g. the ‘thriving’ type resulted in high levels of active learning with relatively low levels of exhaustion, while the
‘innovative restructuring’ type showed very high exhaustion and medium active learning.

Limitations: Cluster analysis is inherently explorative.

Research/practical implications: The differential psychosocial dynamics associated with OC types should be taken into account
when researching employee responses or proactively managing change.

Originality/value: Differentiating between OC types advances a deeper insight into the different effects on well-being and personal
development.
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Change engagement: An empirical examination of the antecedents and effects

K. J. Jansen'’, J. W. Paine 2

'Research School of Management, Australian National University, Canberra, Australia, 2Department of Human
Resources & Organizational Behavior, IE Business School, Madrid, Spain

Main Abstract Content: Purpose: Although scholars have begun to make the case for employee engagement in the context of
organizational change (e.g., Sonenshein & Dholakia, 2012; van den Heuvel, et al., 2012), surprisingly little empirical research has
specifically examined the construct of change engagement. Drawing upon Rich, Lepine, and Crawford’s (2010) measure of job
engagement, we examine a new three-factor (cognitive, emotional, and physical) measure of change engagement, its antecedents, and
effects.

Design/Methodology: We examine these relationships using a three-wave longitudinal sample of employees within a global
professional services firm (N=181) undergoing large-scale change.

Results: Preliminary results suggest that change engagement is related to but distinct from commitment and job engagement, and that
different antecedents contribute to each factor.

Limitations: Although the longitudinal data is a distinct strength of this study, the results are based upon one organization.
Additional evidence is needed to ensure results are generalizable.

Research/Practical Implications: Harnessing employees’ personal energies within a change effort is an important consideration in
successful change implementation. These results provide insight into the factors contributing to change engagement.

Originality/Value: This study offers a new measure of change engagement and establishes it as a viable construct.
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Adopting a profile-based approach in exploring collective readiness to change

D. Bouckenooghe ', G. Schwarz?, C. Zhang?

'Goodman School of Business, Brock University, St. Catharines, Canada, 2School of Management, University of New
South Wales, Sydney, Australia, 3School of Human Resource Management, York University, Toronto, Canada

Main Abstract Content: Purpose: Readiness to change research has concentrated on the employee as a unit of analysis. In contrast
our understanding of how collective readiness emerges is far less developed. There have been some attempts at theorizing about the
processes that explain the formation of collective readiness to change, yet no studies have explored how the quality of social
exchange relationships (measured by organizational politics, trust in leadership, etc.) and perceived control over change (measured by
ability of management to deal with change, attitude of management toward change, involvement in change process) combine into
complex profiles that predict collective readiness to change.

Design: Data were collected from 88 companies that had undergone a major restructuring. Latent profile analysis was used to explore
how different profiles emerged from complex interactions between the quality of social exchange relationships and perceived control
over change.

Results: Four different profiles emerged from these analyses explaining significant differences in collective readiness for change.
Limitations: A possible drawback of latent profile analysis is that it does not always yield profiles that can be replicated in follow-up
studies.

Practical implications: By improving our knowledge of how collective readiness to change emerges from complex social dynamics
and perceived control over change, change practitioners are better equipped to select company wide interventions that will be
effective at implementing change successfully.

Originality: This is one of the first studies that explores how collective readiness to change is shaped responding to the call for more
multilevel research on readiness to change.

Disclosure of Interest: None Declared

Keywords: None

429



Organizational Change and Development

Managing organizational change

Th-SYM-1090-1

Change across levels: Health consequences and antecedents of change support (IFPOC)
T. E. Scheel’, K. Otto

Main Abstract Content: State of the art:

Organizational changes have profound consequences on the microlevel, while change and its antecedents may occur on all levels of
an organization. The studies in this IFPOC (international forum for psychology of organizational change) symposium account for
different levels of change, ranging from tasks, offices and teams to organizations and civil societies.

New perspectives/contributions:

Three studies deal with well-being as a consequence: Using three wave data of 1.013 Dutch wage earners, Nikolova et al. identified
task change level to be related to learning demands, job insecurity, exhaustion, and intentions to leave. Liitke Lanfer et al. found that
those of 840 office workers who experienced change in their office environment had lower mental health than those who had not. The
two wave study by Otto et al. with data from 94 teams showed that personnel changes are quite frequent and that supervisors’ turnover
intentions increase when newcomers join and thus team size increases. Two studies investigated antecedents: Scheel et al. found
specific antecedents (e.g., autonomy, leader role model, organizational identity strength) of four dimensions of 529 employees’
change attitudes (intentional and affective readiness to change, efficacy/need change belief). Born et al. found social identity to
mediate the relationship between procedural elements of the change process and change-supportive behaviour in civil groups.
Research/practical implications:

The studies indicate that change at different levels (from tasks to organizations) has severe consequences for employees. Change
support should thus be provided by leaders and organizations, for instance, in fostering a change-oriented organizational climate.
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Barriers and Enablers to Embedding Change in Organizations: Case Study Research on Changing Routine Clinical
Practice

A. J. Carter '’

"Institute for Employment Studies, Brighton, United Kingdom

Main Abstract Content: Purpose

Findings from completed case study research within UK public health system.

Patient self-management is increasingly important since detrimental behaviors cause 60% of deaths and patients often ignore
professional advice. This requires a mindset change and new way of working from clinicians trained to ‘tell and teach’. A health
coaching intervention targeted 800 clinicians from 43 healthcare organizations.

Design/methodology

A case study approach within five organizations sought the views of the clinicians (doctors, nurses, psychologists and other health
professionals) expected to change their practice and the views of team leaders, managers and others on the change processes
employed and outcomes/consequences from an organizational perspective.

Results

Results from this research will be presented and discussed.

Limitations

Further research on health outcomes, costs and patient views is needed.

Research/practical implications

A better understanding of change readiness at organizational level will help practitioners implementing behavioral and practice
change in organizations at scale and pace.

Originality/value

Most health coaching studies refer to small stand-alone services rather than a mindset for daily practice. This research focuses on
lessons learned from multiple organizations implementing the same initiative.

Disclosure of Interest: A. Carter Conflict with: Research commissioned by Health Education East of England
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Strategic Change Readiness: Proposing a New Multi-Level Construct

A. J. Carter ', J. Tobias 2, J. Bennett?3, B. Singer+5

"Institute for Employment Studies, Brighton, 2Centre for Performance Management, Cranfield University, Milton Keynes,
United Kingdom, 3McColl School of Business, Queens University, Charlotte, 4Insight University, Santa Fe, SFHI 360,
Washington DC, United States

Main Abstract Content: This multi-disciplinary symposium will discuss readiness for change as both an individual level
psychological concept and a systemic concept we term ‘strategic change readiness’. We define strategic change readiness at multiple
levels of analysis; in particular as an individual’s ability to embrace strategic change positively and proactively, and at team level as
specific mind-sets and behaviors that promote effective engagement with strategic change processes. We propose that this new
conceptualisation of engagement with organizational change often applies at individual, interpersonal, and collective levels in
organizations simultaneously. Based on recent empirical research in UK by two presenters and further insights from two US expert
practitioners, we suggest that this new concept can make a valuable contribution to the theory and practice of managing change
effectively. A collection of four presentations is proposed, each concerning an intervention present within organizations —
mindfulness, health coaching, leadership coaching and reflective practice - designed to enact change at either individual, systemic
and/or multiple levels. Through this work, we aim to help scientist-practitioners implementing large scale changes in ways of
working across their organizations. In particular we discuss change issues at the individual, interpersonal and organization or systemic
level: by those facing the new practice; where change interfaces with extant and emerging social practices, routines and norms; and in
change processes, outcomes and consequences. Presentations will be followed by an audience discussion session and then conclude
with an opportunity for forging research and practitioner links to foster a continued dialogue.
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Coaching as a Tool to Support Change and Change Readiness

J. L. Bennett "

"McColl School of Business, Queens University , Charlotte, United States

Main Abstract Content: Purpose

With the increasing volume, complexity, and speed of change, individuals, teams, and organizations must implement change while
simultaneously developing the capacity to change. This presentation will consider how coaching can support change and the
development of change readiness.

Approaches to change may be characterized in three ways: planned, emergent, and prescriptive. A well-regarded approach from
each—Transtheoretical Approach, Appreciative Inquiry, and Eight-Step Change Leadership —will be presented along with ways to
apply coaching in the context of each.

Design/Methodology

Draws on and brings together established theories and research on change and coaching.

Implications for Research/Practice

It is important for practitioners to increase their understanding about coaching as a technology to support change and the development
of change readiness, approaches to change and how the approach to change may influence the coaching for performance, skills,
development, transformation or transition.

Originality/Value

Perspective of an Master Coach practitioner and behavioral scientist.
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RCT of a mindfulness intervention to promote change readiness at multiple levels (individual and collective)
J. Tobias *”

'Centre for Performance Management, Cranfield University, Milton Keynes, United Kingdom

Main Abstract Content: Purpose

Findings from a field Randomised Controlled Trial (RCT) in a UK Government Department, evaluating a multi-level mindfulness
intervention targeting systemic-level strategic outcomes such as collective resilience among 200 individuals across 8 teams.
Design/methodology

Mindfulness is conceptualised as a multi-level construct comprising individual mindfulness and collective mindfulness-based
processes. A multi-level intervention was compared with a standard individual-level protocol, hypothesising that targeting strategic
outcomes simultaneously through both would be more effective.

Results

Results will be presented and discussed.

Implications for Research/Practice

Rigorous mindfulness studies with active control groups in organizations are extremely rare, especially those targeting systemic-level
outcomes.

Limitations

Follow-up studies involving additional conditions and contexts would be useful.

Originality/value

Mindfulness is widely hypothesised to be of strategic benefit to organizations. To our knowledge no other field interventions exist
that: proactively integrate leading mindfulness schools of thought; stretch beyond individual-level outcomes into strategic-level
outcomes; or target change readiness.
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Explorations in Vacancy Mining: Extracting Job information and Testing Hypotheses
S. Mol ', V. Kobayashi', Y. Engel', A. Berg', G. Kismihok'

"University of Amsterdam, Amsterdam, Netherlands

Main Abstract Content: Purpose. Having secured 30 million European job vacancy texts spanning the last decade, our aim is to
share some initial explorations that highlight how work and organization psychology might benefit from the automated extraction of
job information from vacancies.

Design/Methodology. The analysis of this unstructured text, requires i) data preprocessing (i.e., removal of html tags, misspellings,
and unnecessary punctuations); ii) data transformation (i.e. extracting features from text); iii) classification (i.e., sorting sentences or
phrases according to the type of job information they contain), and iv) evaluation and validation (e.g., by means of subject matter
experts and/or hypothesis testing).

Results. The results of two projects that are leveraging the aforementioned database will be presented. The first is about developing
and validating a classifier that differentiates between job information types such as work activities (i.e. job descriptive sentences) and
worker attributes (i.e. employee descriptive sentences). The second is about examining whether the database might be leveraged for
theory based hypothesis testing. Specifically, we present evidence that startups are more likely to exhibit gender biased words than
larger firms.

Limitations: Job vacancy texts may suffer from social desirability bias.

Research/Practical Implications. Job vacancy mining, may be expected to open new perspectives on jobs from the point of view of
employers and job incumbents.

Originality/Value. The ability to automatically glean new knowledge from vacancies may revitalize research in the stagnant field of
job analysis by providing a novel source of job information and enabling new ways of analyzing jobs.
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The Knowledge, Skills, and Abilities Required for Face-to-Face Versus
Computer-Mediated Communication: Similar or Distinct Constructs?

J. Schulze’, M. Schultze, S. G. West, S. Krumm

Main Abstract Content:

Purpose: There is little doubt that knowledge, skills, abilities, and other characteristics (KSAOs) are key for competent interpersonal
communication in the 215 century. Competent interpersonal communication, however, does not only include interacting face-to-face
(Ftf), but — with the rise of digital media — also in computer-mediated (CM) forms. So far, it remains unclear in how far the same
competencies are needed for FtF and CM communication.

Design/Methodology: FtF and CM communication KSAOs were collected in a pilot sample to develop adequate measurement
models for the constructs of interest (n = 150; self- and peer reports). In a larger sample of n = 450 (again self- and peer reports),
correlated-trait-correlated-method minus one models (CTCM-1) were used to examine the convergence of FtF and CM
communication KSAOs. Lastly, structural equation modeling was applied to investigate the predictive validity of communication
KSAOs for context-congruent (e.g., FtF KSAOs as predictors of FtF outcomes) and context-incongruent (e.g., FtF KSAOs as
predictors of CM outcomes) outcomes.

Results: FtF and CM communication KSAOs showed only low to moderate convergence, thus speaking to the distinctiveness of the
constructs. Communication KSAOs showed higher predictive validity for context-congruent as compared to context-incongruent
outcomes.

Limitations: Real-life data in addition to self-and peer reports are needed to substantiate the findings.

Research/Practical Implications: The results suggest that communication KSAOs should be measured contextualized to increase
predictive validity.

Originality/Value: No study investigated differences between communication KSAOs in a well-grounded theoretical framework and
as multi-faceted as in this study.
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21st Century Skills in a Changing Nature of Work

J. Mainert "’

"University of Luxembourg, Esch-Belval, Luxembourg

Main Abstract Content: State of the Art. In the course of technological and organizational change, human tasks at work have
shifted to become less routine and more complex - affecting human capital (HC) requirements, measurement and conceptualization.
To close the concomitant gap between the type of employee required by the market and the employees who are actually being
provided by higher education, the OECD (2012) and the National Research Council (2012) called for advancements to research on
HC via the integration, measurement, and conceptualization of research on 21st century skills (21CS).

New Perspectives/Contributions. We highlight why and how work and organizational psychologists can take advantage of research
on 21CS and their assessment. With a focus on assessment advances, we present vital theoretical perspectives, new frameworks for
assessment on an individual, organizational, and societal level, innovative instruments, and their validation. Specifically, we (1)
report how, if at all, leadership skills have changed over the past 25 years, (2) illustrate how new multilevel assessments of regional
skills can highlight and address skill trends, (3) show how job complexity relates to regional economic growth, (4) introduce vacancy
mining to describe 21CS-jobs, (5) validate an item-response theory-driven assessment of affective states during 21CS-processes, and
(6) examine the incremental link between 21CS and occupational success.

Research/Practical Implications. To ignite a discussion, we propose six ways to move beyond state-of-the-art HC assessments. We
provide empirical evidence suggesting that various approaches to studying 21CS can address, inform, and advise important HC
challenges amidst rapid technological and organizational change.
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Taking an Open-Systems Perspective on 21st Century Skills by Measuring Skills in Local Regions
A. Gloss '

"North Carolina State University, Raleigh, United States

Main Abstract Content: State of the art. The skills landscape in the 215 century is often appreciated in the organizational sciences
on individual-, group-, or organizational-levels of analysis. In contrast, 215 century skills are often conceptualized and measured on
national levels of analysis in the fields of labor or development economics. Helping to connect dynamics on these different levels of
analysis is interdisciplinary research on the skill makeup of local regions (e.g., cities).

New perspectives/contributions. This presentation discusses an innovative approach to measuring 215 century skills in the
workplace by appreciating skill prevalence on both an organizational and localized regional level of analysis. This method utilizes
indices of human capital (e.g., the number of people employed in certain professions) and organizational/regional productivity (e.g.,
number of units produced) as markers of skill prevalence. We introduce methods to validate this approach and discuss important next
steps for its integration into organizational psychology research and practice.

Research/practical implications. The theoretical importance and practical significance of skill trends for organizations (e.g., scarcity
of skills) is often dependent upon appreciating dynamics in local regions. By measuring skills within organizations and localized
regions, organizational psychologists can more accurately appreciate skill change from an open-systems perspective that admits to
geographically proximal influences on organizations (e.g, clusters of related organizations in a city).

Originality/value. We synthesize recent interdisciplinary innovations and places them within the context of research in
organizational psychology. Innovations in how skills are measured and conceptualized is important for organizational psychology’s
continued relevance to a changing world of work.
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Leader Behaviors and Outcomes: Age, Period, and Cohort Changes

B. J. Hoffman '", A. L. Hetrick ', N. T. Carter ', W. A. Gentry 2

"University of Georgia, Athens, 2Center for Creative Leadership, Greensboro, North Carolina, United States

Main Abstract Content: Purpose. Although progress has been made in understanding changes in the nature of work, little research
has attended to changes in leader behaviors over time. This study contributes to the literature by examining whether there is evidence
that five manager behaviors have changed over time and whether these changes are attributable to age, period, or generation-based
effects.

Design/Methodology. Data were collected using a leadership development program from 1992- 2015. Managers (V= 114,492) were
rated on relational leadership, task-oriented leadership, work-life balance, promotion potential, and derailment concern by their direct
supervisor. These measures were derived using items that had been consistently administered on the survey between 1992-2015. Age,
period, and cohort analysis was conducted using HLM 7 to determine whether leader behaviors changed over time.

Results. Relational, task, and work-life balance showed increases in more recent years, and these changes were associated with the
time period but not generational effects. Derailment showed a decreasing trend in more recent year and again, these findings were
associated with period but not generational differences.

Limitations. These data do not allow for inferences as to why leader behaviors changed.

Research/practical Implications. Changes are associated with period effects not generational effects, meaning leadership
development directed at members of a specific generation are not useful.

Originality/Value. This is the first study to empirically show that the nature of leader behaviors has changed and that these changes
are attributable to the time period in which we live but are not specific to leaders of any one generation.

Disclosure of Interest: None Declared
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21st Century Skills at Work: The Incremental Contribution of Complex Problem-Solving Skills to Occupational
Choice and Success

J. Mainert’, C. Niepel !, K. R. Murphy 2, S. Greiff !

"University of Luxembourg, Esch-Belval, Luxembourg, 2Colorado State University, Fort Collins, United States

Main Abstract Content: Purpose. As workplaces become increasingly complex with technology and change, the OECD considers
215t century skills critical for occupational choice and success. This study examines whether complex problem-solving (CPS) as a set
of 21st century skills is relevant for occupational choice and success, instead of being an artifact of general mental ability (GMA) and
education.

Design/Methodology. /=671 employees across jobs and educations in 21 EU-based organizations (47,,,=37.06 years, S/=12.46;
32.9% female) completed computerized tests of GMA and CPS and self-reports about job level, job complexity, and salary as
indicators of occupational choice and success. Using latent structural equation modeling, we calculated a regression model for H1:
CPS predicts job level, job complexity, and salary. Since CPS is conceptually and empirically related to GMA and education we
checked its incremental contribution beyond GMA and education in H2.

Results. CPS (H1) predicted job level (3=.23, S£=.13, p=.024, £2=.053), job complexity ($=.30, S£=.07, p<.001, £2=.09), and salary
(B=.34, S£=.06, p<.001, 22=.113), explaining 5%—11% variance. Beyond GMA and education (H2), CPS explained 4% and 8%
additional variance in job complexity and salary, but not in the job level (1%).

Limitations. A convenience sample and cross-sectional data restrict inferences and generalizability.

Research/practical Implications. Being relevant for occupational choice and success even beyond GMA and education, CPS could
be a valuable complement in personnel selection.

Originality/Value. This study shows for a first time an incremental contribution of a 215t century skill-set to explain choice and
success at work, where technology and organizational change race ahead.

Disclosure of Interest: J. Mainert: None Declared, C. Niepel: None Declared, K. R. Murphy: None Declared, S. Greiff
Conflict with: Samuel Greiff is one of two authors of the commercially available COMPRO-test that is based on the
multiple complex systems approach and that employs the same assessment principle as MicroDYN. MicroDYN was used
in the current study. However, for any research and educational purpose, a free version of MicroDYN is available.
Samuel Greiff receives royalty fees for COMPRO
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Assessing Episodic Affective States during 21st Century Skill Processes: A Confirmatory, Multidimensional Item
Response Theory (IRT) Model

G. N. Howardson ', R. G. Horn 2

"Hofstra University, Hempstead, New York, 2The George Washington University, Washington, DC, United States

Main Abstract Content: Purpose. The purpose of our paper is to advance a simple, relatively non-invasive affective checklist

capable of capturing the breadth of learner affective experiences, but to do so in a way that does not sacrifice measurement reliability.

Design/Methodology. We administered a comprehensive but parsimonious 17-item affective checklist before and after a short, self-
directed learning experience consistent with 215 Century Learning environments.

Results. Results from a confirmatory, two-dimensional 7zem response theory (IRT) model supports the existence of approac/ and
avord affective learning states covering the full breadth of learner affective experiences; both the approach and avoid affective states
change within learner over short learning experiences, as indicated by a statistically significant Wald test for within-learner changes
in affective states. Further, reliabilities for the approach and avoid pre- and post-learning experience were, respectively: .69, .69, .72,
and .74.

Limitations. Given the checklist’s structure, it is not possible to distinguish missing data from a negative or non-endorsing response.
The learning experience was extremely short, which is perhaps not representative of actual 215t Century Learning environments.

Research/practical Implications. IRT models do not require researchers to decide between construct domain coverage and
measurement reliability, which is a necessary tradeoff when using classical test theory.

Originality/Value. Ours is the first measurement method and model capable of capturing affective states during learning while
minimizing learners’ response burden to avoid interfering with the 7z s7722, more episodic processes of 215 Century Skills.

Disclosure of Interest: None Declared
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Career capital, support and barriers to refugees’ labor market integration to European labor market
S. Pajic ', G. Kismihok *

"University of Amsterdam, Amsterdam, Netherlands

Main Abstract Content: Purpose. Employment is one of the most successful strategies for migrants’ integration into a host country.
It provides social contacts, financial security and resources necessary for everyday life. However, unemployment rates are quite high
among refugee groups and those who do get employment typically work in secondary labor markets. Our current research program
aims to investigate to what extent individual career capital interact with institutional support and barriers in affecting employment
outcomes among refugees and asylum seekers. We focus the investigation on refugees in Greece, where high unemployment rates,
instable employment relationships, and increased prevalence of undeclared work might make access to work particularly challenging.
Design. At the time of writing, survey data is being collected in collaboration with a local refugee care organization. Surveys are
being administered in Arabic, Farsi, Tigrinya, and French, languages spoken in Syria, Eritrea, Iran, Afghanistan and Iraq, which are
the most common origin countries of approved asylum seekers within EU in 2015.

Limitations. To increase generalizability of the findings comparative studies in diverse labor market contexts are recommended.
Additionally, large scale longitudinal studies are needed to fully capture the process of labor market integration.

Practical implications. Based on the results, we intend to provide guidelines for evidence-based interventions tailored around career
capital variables and aimed at assisting refugees in navigating their way to employment.

Originality. This is one of the first attempts to empirically investigate the process and outcomes of labor market integration of
refugees simultaneously addressing roles of personal resources and institutional factors.

Disclosure of Interest: None Declared
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Integrating Immigrants and Refugees in the European Workplace:
Challenges, Threats, and Solutions

D. Urschler’, H. Heinrich, J. Kaltiainen, C. Helmrich, P. Fischer

Main Abstract Content: Purpose: Work plays a central role for individuals’ identity and mental health. Therefore, it is important to
develop strategies for integrating immigrants and refugees in the European workplace. The aim of our conference was threefold. First,
we aimed to identify immigrants and refugees have to face before becoming and while being employed. Second, we highlighted and
recognized the value of diversity in organizations. Third, we aimed to identify processes which advances effective integration in
organizations.

Design/Methodology: To achieve our goals (i.c., promote immigrants’ and refugees’ integration in the European workplace) we held
a one and half-day interdisciplinary (e.g., psychology, pedagogy, economics, political science, and law) conference.

Results: Our conference revealed barriers that immigrants and refugees have to face and showed opportunities how to overcome
them. Moreover, we identified ways to implement the advantage of diversity in organizations and how those can be fostered. Finally,
the conference shed light on processes which effectively advance integration in organizations.

Limitations: Although our conference provided deep insight into the addressed questions, we have to gain a deeper understanding of
how those findings can be applied. Especially, we have to investigate how the existing knowledge can be transferred to policy
makers.

Originality/Value: The conference was a forum for exchange of knowledge between practitioners and scholars in order to improve
the integration process for immigrants and refugees in the European workplaces. Beyond the exchange of knowledge, the conference
acted as a seed corn for further international and interdisciplinary research projects and co-operations between scholars and
practitioners.

Disclosure of Interest: None Declared

Keywords: None

443



Global Issues

Migration

Th-SYM-2473-1

Team level cultural intelligence: Scale development and validation

J. Bucker', H. Korzilius '

"Institute for Management Research, Radboud University, Nijmegen, Netherlands

Main Abstract Content: Purpose

This study builds on earlier research about cross-cultural team competencies in a framework of team fusion. The purpose of this paper
is to develop and validate a scale measuring Team level Cultural Intelligence.

Design/methodology

The study applies a stepwise mixed method approach for scale development, consisting of a literature review, a qualitative phase
using semi-structured interviews and observations, and a quantitative phase employing an online survey. The samples consisted of
111 students and 37 employees with international experience.

Results

The final scale contains 23 items and has one first-order factor, Team cultural intelligence, and the following eight second-order
factors: Fusion teamwork coexistence; Fusion teamwork meaningful participation; Creativity; Openness to diversity; Openness to
diversity linguistic; Multicultural team experience; Multicultural team motivation; and Team cultural metacognition. The scale has
adequate psychometric qualities.

Limitations

The scale properties need to be confirmed in larger and different samples and should also take team leadership into account.
Research/ Practical implications

The scale is a valuable tool for HRM managers to assess cultural intelligence of multicultural teams and as selection tool for
expatriates in international assignments.

Originality/value

This study builds on earlier research that is further developed and validated.

Disclosure of Interest: None Declared
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Contributions to the integration of immigrants and refugees in European workplaces
C. Balducci '" on behalf of EAWOP Executive Committee

"Political and Social Sciences, University of Bologna, Bologna, Italy

Main Abstract Content:

State of the art: Europe is experiencing an influx of migrants and refugees unprecedented in recent decades, most of them escaping
conflict zones such as Syria, [raq, Afghanistan. It is plausible to expect that in two to three years several million refugees will have
settled in Europe, seeking integration and employment. Finding a job is a gateway for immigrants and refugees to show their value
and capacities to a receiving country, to rebuild their lives with dignity and ensure that they are empowered to find long-term
solutions to their displacement.

Contribution: Psychological knowledge and interventions aimed at helping immigrants and refugees have so far mostly concentrated
on trauma and general mental health treatment. There is a need to broaden such knowledge and interventions to include work-related
issues. The work role is central to the identity and mental health of individuals, long known through the work of Marie Jahoda, and is
also crucial in the integration process of immigrants and refugees. To mark the EAWOP 25th anniversary the Executive Committee
(EC) has launched in November 2015 a special call for proposals aimed at “Contributions to the integration of immigrants and
refugees in European workplaces”. Six projects concerning research and practice oriented initiatives have been funded in the context
of the special call.

Implications: The symposium will document the results achieved by the six projects. In doing so, it will show how work and
organizational psychologists may directly contribute with their work to the integration of immigrants and refugees in Europe.

Disclosure of Interest: None Declared
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Left out or let in? Refugees’ inclusion in Dutch workplaces

L. Knappert’, H. van Dijk ', V. Ross ' and EAWOP17-SYMPOSIUM-327
"Tilburg University, Tilburg, Netherlands

Main Abstract Content: Purpose: Refugees’ inclusion at work is critical for the individual, for employers, and for the receiving
societies. Yet, refugees are often disadvantaged in working life or are being excluded from the labour market altogether. We focus on
the context of The Netherlands (with 82,494 registered refugees in 2015, UNHCR) and build on the concept of inclusion (Shore et al.,
2011) as well as the multi-level framework of diversity management (Syed & Ozbilgin, 2009) when analysing facilitators and barriers
of refugees’ inclusion at Dutch workplaces.

Design/Methodology: Fourteen semi-structured interviews with working refugees, employers, and experts are analysed by content-
analytic methods.

Results: We identify facilitators and barriers on the contextual, organizational, and individual level as well as the interplay and
dynamics amongst these levels.

Limitations: This is a qualitative study with a rather small sample. We will target bigger sample sizes and quantitative approaches in
the future.

Research/Practical Implications: Preliminary findings indicate future research avenues that bridge contextual, organizational, and
individual levels when analysing refugees’ inclusion. Further, our results illuminate implications for refugees, employers, and policy-
makers in and outside of The Netherlands.

Originality/Value: We contextualize the dimension ‘refugee status’ within the domain of diversity management and broaden the scope
of existing human resource diversity research by emphasizing individual experiences and country-specific influences. As such, this
project follows the repeated calls to provide country-sensitive analysis in the field.
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Social and Labor Adaptation of Syrian Refugees in Europe and Canada: A Multidisciplinary and Cross-Cultural
Project

R. Berger ", S. Safdar?, E. SpieR 3, A. Aneas *, R. Rueff?, O. Doéring &

"Department of Social Psychology and Quantitative Psychology, University of Barcelona, Barcelona, Spain, 2University of
Guelph, Guelph, Canada, 3Psychology, University Ludwig Maximilian of Munich, Munich, Germany, “University of
Barcelona, SESADE, Barcelona, Spain, 6Forschungsinstitut Betriebliche Bildung (f-bb) GmbH, Niirnberg, Germany

Main Abstract Content: Purpose: In 2015, about a million refugees came to Europe. It is imperative to analyze their integration
into work in host societies. To broaden existing knowledge a comparative study is necessary to understand refugees' work integration
in host societies. The objective is to examine and compare challenges in integration of refugees into work in three diverse countries to
provide politicians and employers with recommendations for successful integration.

Design/Methodology

We examined and compared services in Spain, Germany and Canada), countries with a different approach and policy in integration.
In particular we focused on services that were geared toward assisting refugees in obtaining jobs and integrating into work. We
conducted interviews using an adapted catalogue of the entrepreneurs association. Additionally we initiated a survey to test the
MIDA-model, completed with questions about integration into work.

Results

Qualitative analysis following Mayring showed four types of sources for challenges: difficulties within the working environment,
cultural distance, bureaucratic obstacles, and other hassles (e.g. lack of mobility). Organizational resources that facilitate integration
are an open culture, concrete integration programs at work and social support. The importance of language competency and personal
initiative were also highlighted. Additionally first results of the service comparison and the survey will be reported.

Implications

Results suggest at society level the need for special requirement-oriented vocational trainings and at organizational level employers'
sensibilization for tailored integration and social support at work.

Originality/Value

The study addresses a gap in the knowledge as it systematically compares barriers that refugees encounter in integrating into work.
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Keywords: None

447



Global Issues

Migration

Th-SYM-327-4

Employment Barriers of Refugees in Turkey: Identifying Potential Labor Force and Competencies

. Isik’, S. Yilmaz ', A. Fahmi 2, R. Kanca?3, E. Seven Bozcam*

TIstanbul Bilgi University, 2Istanbul Technical University, 3istanbul University, 4ESB Bilgi Egitim Planlama Danismanlik,
istanbul, Turkey

Main Abstract Content: Syrian refugee crisis is in its fifth year and according to United Nations High Commissioner for Refugees
(UNHCR, 2016), the largest number of registered Syrian refugees settled in Turkey’s borders. Turkey faces the challenge of refugees
integration to host communities by letting them access to labor market. However, there are hurdles in this process. This project
explores barriers especially in the recruitment process that inhibit placement of refugees to appropriate positions in accordance with
their before-war competencies. Currently, we investigate the perception of stakeholders on refugees’ integration to work. The
industries with labor shortage in Turkey is examined. These initial steps are realized to meet the objectives of project for
“understanding perspectives of stakeholders towards migration/refugees” and “analyzing labor shortage in Turkey”. Stakeholders are
seen as employers, representatives from Ministry of Interior, UNHCR Turkey, and Association for Solidarity with Asylum Seekers
and Migrants (ASAM). In order to explore sectors which have vacancies in Turkey, we investigate Eurostat statistics. Third phase
focuses on identifying potential labor force, i.e., competencies of Syrian refugees in order. The key variables include length/areas of
residence in Turkey, demographic characteristics, household composition, pre-migration qualifications like language, education,
occupation/employment at home country. Employment conditions and terms, industry, salary, job satisfaction, and employer attitudes
are explored with currently employed refugees. This study aims to contribute to refugees’ integration to labor market by applying
scientist-practitioner perspective of industrial/organizational psychology which will be the ground to discuss the findings of current
project as well.

>
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Canada vs. Germany: Is Canada a model immigration nation?
J. Zikic®

Main Abstract Content: Canada vs. Germany: Is Canada a model immigration nation?

State of the art: Canada and Germany are both host economies currently experiencing major influx of migrants and refugees and are

therefore often compared in terms of their ability to provide labour market opportunities and to attract these populations (Kolb, 2014).

Yet, both economies also struggle with integration of these newcomers and this leads to multiple questions for scholars and
practitioners alike (e.g., Bauder, Lenard, & Strachle, 2014)

New Perspectives/Contributions: Yet, cach of these countries is also experiencing a unique set of challenges related to issues such
as underemployment of these foreign job seekers (Zikic & Richardson, 2016). For example, “liability-of-foreignness” (Harvey,
Novicevic, Buckley, & Fung, 2005) experienced by foreigners in finding a job compared to their local counterparts is just one
concern (Constant, Kahanec, & Zimmermann, 2009). In order to foster discussion on potential solutions to these international
challenges, we will conduct a two day Knowledge Exchange Symposium between Canada and Germany organized in Bamberg
Germany (Dec. 15-16) with the following question: Canada vs. Germany: Is Canada a model immigration nation?

Research/Practical Implications & Originality/Value: Key note speakers from each country, academic and practical presentations
focusing on migrant and refugee integration and panel discussions will compare current successes as well as challenges in policies

and practices and related research findings coming from Canada and Germany. This exchange will present a fertile ground for
learning and knowledge exchange on best practices as well as development of future research and network collaborations.
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The Effects of Cultural Intelligence and Emotional Intelligence on Stress and Engagement among Expatriates in
South Korea

M. Born’, T. de Graaff, M.-U. Kim, A. Hiemstra

Main Abstract Content: Purpose
This study attempted to predict state-level stress and engagement among expatriates in South-Korea by their cultural intelligence and
emotional intelligence. Stress and engagement were measured as related to work and related to life in general in the host country.

The question was asked which of both intelligences would be a better predictor of stress and engagement in which of the two domains.

Design/ methodology

109 self-initiated expatriates in South Korea participated in a 5-weekly diary survey measuring weekly stress and engagement, after
having filled out a general survey measuring the predictors. Multilevel regression analyses were conducted.

Results

After controlling for personality, coping strategies and current level of adjustment, cultural intelligence predicted weekly stress
(negatively) in life and weekly engagement (positively) at work. Emotional intelligence did not predict weekly stress or engagement
in life or at work.

Limitations

Research/ Practical Implications

Cultural intelligence is more important than emotional intelligence in predicting state-level stress and engagement among expatriates.

Specifically, cultural intelligence is able to predict stress in life and engagement at work.

Originality/Value

The study highlights the importance of including engagement as a positive outcome for expatriates next to acculturative stress. It is
among the first quantitative diary studies among expatriates looking simultaneously into the effects of emotional and cultural
intelligence.
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The importance of social initiative for overseas success: A comparison of self-initiated and assigned expatriates
P. Van Der Laken’, M. van Engen, I. Van Tiel, C. Coenraads

Main Abstract Content: Purpose - This paper examines whether expatriates’ social initiative influences their overseas adjustment
and, in turn, their performance. Moreover, this study investigates the role of actual social interactions with host country nationals and
other expatriates in this process, and whether different relationships exist for self-initiated and assigned expatriates.
Design/Methodology - 895 expatriates from 77 countries responded to an online questionnaire distributed through expatriate social
networks. The majority was self-initiated (71%). Self-evaluations of, among others, general -, interaction- and work adjustment,
social initiative and job performance were collected.

Results - Social initiative improved all three dimensions of adjustment. Moreover, through expatriates’ work adjustment, initiative
indirectly influenced expatriates’ job performance. Regarding social interactions, preliminary results suggest that interaction with
HCN s will positively influence expatriates’ adjustment whereas interaction with other expatriates has no effect.

Limitations — Despite the large sample, the heterogeneity among the included expatriates along with the cross-sectional nature of the
data limit the extent to which general causal inferences can be drawn.

Implications - Social initiative as driver of expatriate success can be relevant for selection as well as preparation purposes. Future
expatriates may be facilitated in the extent to which they are able to show social initiative when abroad. This may be particularly
relevant for assigned expatriates, who often seek bond especially with other expatriates, whereas especially initiative towards host
country nationals improves adjustment.

Originality/Value — The importance of social initiative for multiple criteria of overseas success was examined and compared for self-
initiated and assigned expatriates.

Disclosure 