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Welcome

Dear Colleagues and Friends,

I am pleased that you all have come to Maastricht to
attend the 15th EAWOP conference.

The organizers of this conference are the Dutch con-
stituents of EAWOP (NIP-A&O and WAOP). To-
gether with Maastricht University they have formed
a local team that has worked hard and enthusiastically
to develop an interesting conference program.

This conference is the 15th conference in this series.
What started in 1983 as the “North—West European
conference on W&O psychology” in Nijmegen (The
Netherlands) became in 1985 in Aachen (Germany)
the “Western European Conference on Work and Or-
ganizational psychology”. After the Aachen confer-
ence it was decided that the conference should be a
bi-annual event, and the predicates “North-West” and
“West” disappeared and since EAWOP was founded the
conference series is generally known as “EAWOP con-
ference”.

The organizers have worked hard to present an inter-
esting conference program which has many interesting
features to offer, both for Practitioners and for Aca-
demics. In the spirit of EAWOP’s mission the inter-

action between academia and professionalism will be
one of the central aims of this conference. Moreover,
the conference has a thematic structure We have sched-
uled more than 1500 contributions, symposia, presen-
tations, posters, and interactive poster presentations
from all over the world, with conference delegates from
about 50 countries attending the conference. Therefore
we think that there is something there to everybody’s
taste.

Furthermore, a conference party is planned in a very
unique location: the “Caves of Caverne de Geulhem”
to enlighten the spirits, and to show that W&O psy-
chology can also be a lot of fun.

As you will experience, Maastricht is a lovely place to
visit, with an old historic town centre and many places
to recover from a long day in the conference centre,
or meet friends in a sociable environment. And when
visiting Maastricht, you will discover that The Nether-
lands actually is not as flat as most people think.

Therefore, I hope you enjoy the conference, and your
stay in Maastricht.

On behalf of the organizers,
Fred Zijlstra

Welcome
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Conference Theme and Committees

Theme: “Decent work and Beyond™—W&O
psychologists’ contribution to society

Our society has come at a cross road. The financial and
economic crisis calls for radical decisions that will affect
our lives, also in the workplace. The challenge will be
to steer out of this crisis and to establish a sustainable
society, in which everybody can participate. To achieve
this many changes are required. However, the question
is what kind of choices are we going to make? It is
clear that labor participation needs to be increased to
sustain prosperity. Making organizations and the labor
market more flexible has become a key issue. But how
can we renew our organizations, making them more in-
novative and competitive, while improving the health
and well-being of the working population and protect-
ing the environment? This translates into important
questions that call for an answer: What does increased
flexibility mean for the people in organizations? How
does it affect job security? What does it mean for
the opportunities for development of employees? How
will it affect health and well-being? Where politicians
and economists strive to create decent work for all, it
is clear that the expertise of Work & Organizational
Psychology is indispensable to make employees and or-
ganizations flourish and grow. With the theme of this
conference we urge to look beyond economic rational-
ity, because radical decisions often imply paradoxes.
Such decisions have to be made constantly, day by day,
and Work & Organizational Psychologists should con-
tribute to make the right choices and to ensure that
not only economic motives count, but that employees
matter as well. Because, by the end of the day, the
people in the organizations make the difference.
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Fred Zijlstra, Maastricht University, NIP, chair
Arnold Bakker, Erasmus University, Rotterdam, EA-
WOP

Neil Anderson, Brunel University, London

Robert Roe, Maastricht University

Michiel Kompier, Radboud University, Nijmegen
Nico van Yperen, Groningen University

Tinka van Vuuren, Open University, Loyalis, NIP
Evert Hummelen, Schouten & Nelissen, NIP
Wilmar Schaufeli, Utrecht University

Jan de Jonge, Eindhoven University of Technology

Local Organizing Committee

Fred Zijlstra, chair

Robert van Doorn

Ute Hiilsheger

Jonas Lang

Sandra Lasek

Mariella Muermans

Philippe Nelissen

Margje van der Wiel

Conference Office: Annemie Capellen

Scientific Committee

Fred Zijlstra, Maastricht University, chair
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Neil Anderson, Brunel University, London
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Reviewers

The following people have been involved in reviewing
the submitted abstracts to the 15th EAWOP confer-
ence 2011:

N. Anderson, F. Anseel, C. Antoni, P. Argentero, A.
Bakker, P. Bal, D. Beckers, C. Bell, J. Bell Crawford,
L. Bernhardt, M. Bertolino, C Binnewies, R. Bledow,
J. Bosak, 1. Brebels, W. van Breukelen, S. Brouwer, L.
ten Brummelhuis, A. Chughtai, E. Conway, C. Cortese,
AC. Costa, A. Crescentini, A. D’Amato, KJ. Daniels,
JF. Dawson, N. De Cuyper, E. Demerouti, D. Derks, K.
Dewitte, J. Dikkers, M. Dollard, R. van Doorn, C. Dor-
mann, P. Eisele, BJM. Emans, J. Felfe, A. Fischbach,
C. Fredette, S. Geurts, JMP. Gevers, D. Gijbels, G.
Grote, H. Guenter, Z. Gurabardhi, J. Hakanen, S. Har-
inck, W. Helms, AC. Homan, LML. Hooff, EAJ. van
Hooft, AHB. de Hoogh, L. ten Horn, I. Houkes, I. Hout-
man, L. Hovath, X. Hu, U. Hiilsheger, M. Infanger, P.
Jansen, O. Janssen, J. de Jonge, S. Kaplan, M. Ker-
sting, U. Kinnunen, E. Kirchler, M. Kirrane, U. Kle-

her, A. Koenig, C. Konig, TAM. Kooij, M. Kouchaki,
J. Kramer, S. Krumm, J. Lang, JWB. Lang, AH. De
Lange, K. LaPort, PM. Le Blanc, P. Lichtenthaler, Lin-
den, G. Maier, A. Mikikangas, D. Martinez-Iiigo, S.
Mauno, L. Maxin, J. McCarthy, P. Muck, A. Miiller,
L. Munduate, F. Munir, A. Mursula, KM. Nielsen,
F. Nijhuis, BA. Nijstad, K. Niven, A. Notelaers, A.
Niibold, W. Oerlemans, S. Ohly, M. Peeters, G. Pheiff-
fer, A. Pitariu, PM. Poortvliet, J. Randall, F. Riet-
zschel, T. Rigotti, FA. Rink, DC. Rus, M. Salanova, F.
Salvador, W. Schaufeli, A. Schewe, M. Schippers, C.
Schoel, B. Schreurs, B. Schyns, S. Sczesny, R. Searle, J.
Seelandt, FW. Siero, S. Siu, G. Sohrab, S. Sonnentag,
EMB. Spoor, D. Stam, Standifer, J. Stouten, Tasa, R.
Thomas, Toubiana, K. Truss, D. Truxillo, F. Tschan, S.
Uitdewilligen, T. Vanderelst, T. Vogus, H. Voigt, RE.
de Vries, M. Waller, F. Walter, M. Weigl, M. Westman,
M. van de Wiel, BM. Wisse, H. de Witte, G. Witten-
baum, M. van Woerkom, HG. Wolff, D. Xanthopoulou,
JF. Ybema, I. Zettler, FRH Zijlstra,

Conference Theme and Committees



iv

EAWOP Conference 2011

General Information

Registration Desk

The Registration Desk will be open at the following
times:

Wednesday, May 25, 08:30—20:00

Thursday, May 26, 7:30-17:30

Friday, May 27, 7:30-17:30

Saturday, May 28, 7:30-13:30

Name badges & Tickets

Name badges and conference bags will be provided at
the registration Desk. Delegates are requested to wear
the name badge visibly at all times, as this is your entry
ticket to the conference venue.

Tickets for the conference party (Friday evening) are
available at the registration desk for the price of Euro
75,~ (including food and drinks).

Catering

Morning and afternoon coffee/tea and lunch are in-
cluded in the registration fee. A lunch buffet will be
available from 12:00 to 15:00 in the Expo Foyer.

Public transport

In the city centre of Maastricht public transport (with
Veolia bus) is free for conference delegates on display
of EAWOP 2011 conference name badge (this includes
the rides to and from the MECC).

Wireless internet

Wireless internet is available throughout the conference
location. In addition a few computers with internet
access will be available. Delegates are requested to
limit the use of these computers to 10 minutes when
there is waiting line.

Mobile telephones

As a courtesy to presenters and other participants,
please ensure that your mobile telephone is switched
off or in “silent” mode during all presentations.

No smoking policy

Smoking is banned in public buildings, restaurants and
cafés throughout The Netherlands, including the con-
ference venue.

Medical information
Academic Hospital Maastricht “First Aid medical in-
formation”, Phone + 31 (0) 43-387 67 00

Police office

Address:
0900-8844

Prins Bisschopsingel 53, Maastricht, Tel.

Tourist office

The tourist office is in the Dinghuis, Kleine Staat 1
(www.vvv-maastricht.eu) Phone +31 (0)43 3252121

Conference Venue

MECC Maastricht

Forum 100

6229 GV Maastricht, The Netherlands
http://www.mecc.nl/en/Pages/default.aspx

Conference Office

Ms. Annemie Capellen

Phone: +31 (0)43 3885978

Email: EAWOP2011@maastrichtuniversity.nl
Website: www.eawop2011.org

Useful links

www.92920v.nl — latest information on public trans-
port in The Netherlands (bus, train,
tram and metro)

www.ns.nl/reisplanner — Journey planner from Neder-
landse Spoorwegen (Dutch railways).

General Information
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Program Highlights and Social Program

Welcome Reception

The welcome reception takes place in the conference
venue, MECC Maastricht, Wednesday, May 25, 19:00—
20:30

Keynote Speakers

Thursday, 10:00: Fred Morgeson (Professor of Man-
agement, Valade Research Scholar, Michigan State
University) on “Who is responsible for good work?”

Friday, 10:00: David Guest, Professor in Organiza-
tional Psychology and HRM, Kings College London,
on “Human Resource Management and the Continuing
Search for the Happy Productive Worker”

Saturday, 13:30: Greet Vermeylen, research manager
- Surveys and Trends Unit, European Foundation for
the Improvement of Living and Working Conditions
(eurofound), on “Quality of Work and Employment in
Europe: findings from the European Working Condi-
tions Survey”

Interactive Debate Sessions

Thursday, 16:30: Psychology of decent work. Where
we are, where we ought to be, how we can get there?
With Robert Roe and Fred Morgeson

Friday, 16:30: Do we need an evidence based W&O
psychology? With David Guest and Ber Damen
EAWOP General Assembly

The EAWOP general assembly will be held in Audito-
rium 2 on Thursday, May 26, 17:00-19:00. All mem-
bers of EAWOP are invited. Membership in EAWOP
is included in the regular conference fee.

Practitioners’ Day

Friday, May 27, will also be of particular interest for
professionals working in the field of W&O psychology.

Seminars and roundtable discussions on issues of prac-
tical relevance and usability will be scheduled on that
particular day.

Social Activity/Partner Program

City Walking Tour with guide, Thursday, May 26,
10:30-12:00 Guided Running Tour, Thursday, May 26,
18:30-19:30 and Friday, May 27, 7:15-8:15. Additional
information is available at the registration desk.

Receptions and Social Hours

Reception and social hours will be held on Friday, May
27, 18:00-19:30, prior to the conference dinner. Open
receptions can be found in the program at this time
slot.

Conference Party

The conference party will take place in La Caverne de
Geulhem. La Caverne de Geulhem is an ancient under-
ground limestone quarry in the South Limburg Hills,
which is completely floor-heated and tastefully deco-
rated. Over 400 shimmering candles create a unique
and very intimate atmosphere, which you will not eas-
ily forget.

Adpress: Wolfsdriesweg 8a, 6325 PM Berg en

Terblijt. Telephone: +31 43 604 10 00

Dress: Casual

Transport: Transport to the party location and back
to Maastricht will be arranged. There are
two boarding locations. The first board-
ing location is near the MECC Maastricht
at the entrance of NH Hoteles; the sec-
ond boarding location is Maaspromenade
58, 6211 HS Maastricht, in the town cen-
ter. The busses will depart at 19:30. It
is a 10-15 minutes drive to La Caverne de

Geulhem.

1:00 hours (Busses will leave from 00:00
till 1:00.)

End:

Program Highlights and Social Program



vi

EAWOP Conference 2011

Program Overview

Wednesday, May 25

From 08.30:

09:30-17:00
10:00-19:00
19:00-20:30

Registration
: Pre-conference workshops
: Opening of the conference

: Welcome Reception

Thursday, May 26

From 08.00:

08:30-10:00
10:00-11:00

11:00-11:30
11:30-17:30
14:30-15:00
16:30-17:30
17:00-19:00
19:00-20:00

Registration
: Parallel sessions and poster sessions

: Keynote: “Who is responsible for good
work?” Fred Morgeson, Professor of Man-
agement, Valade Research Scholar, Michi-
gan State University

: Coffee/tea

: Parallel sessions and poster sessions
: Coffee/tea

: Interactive debate: “Decent work”

: EAWOP General Assembly

: EAWOP Reception

Friday, May 27

From 08.00:

08:30-10:00

Registration

: Parallel sessions and poster sessions

08:30-10:00:
10:00-11:00:

11:00-11:30:
11:30-17:30:
11:30-17:30:
14:30-15:00:
16:30-17:30:

18:00-19:30:

19:30-01:00

Practitioners’ Day

Keynote: “Human Resource Management
and the Continuing Search for the Happy
Productive Worker” David Guest: Pro-
fessor in Organizational Psychology and
HRM, Kings College London

Coffee/tea

Parallel sessions and poster sessions
Practitioners’ Day

Coffee/tea

Interactive debate: Evidence-based

W&O psychology

Receptions and Social Hours

: Conference Party

Saturday, May 28

08:30-13:30
10:00-10:30
13:30-14:15

14:15-14:30

: Parallel sessions and poster sessions
: Coffee/tea

: Keynote: “Quality of work and Employ-
ment in Europe: Findings from the Eu-
ropean working Conditions Survey” Greet
Vermeylen: Research manager—Surveys
and Trends Unit, Eurofound

: Closing of the Conference

Program Overview
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Floor Plans

The following pages show the floor plans. The MECC
has three levels. The entrance is at Level 1. With the
exception of the expo foyer, all presentation rooms are
either on Level 0 or on Level 2. The first part of the

room number always indicates the level. Rooms on the
0 Level start with 0 and rooms on Level 2 start with 2
(e.g., 0.5 Paris is a room on Level 0).

Floor Plans
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Wednesday

14:00-15:45

EAWOP Constituent Council Meeting

Location: 0.8 Rome (14:00-15:45)
Chair: EAWOP Executive Committee

18:00-19:30

The Opening Ceremony

Location: Auditorium 1 (18:00-19:30)

Wednesday

18:00-19:30
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Thursday
8:30-9:45

Symposium: The role of leadership,
change and empowerment in management

Main topic area: Leadership and Management
Location: 0.1 London (8:30-9:45)

Chairs: Holten, A.L., NRCWE, Copenhagen, Den-
mark; Neves, P., School of Economics and Manage-
ment, Nova University, Lisboa, Portugal

Abstract: The success of management has been related
to both individual and organizational outcomes. Man-
agement does not occur in a vacuum but is embed-
ded in a given context (organizational and relational).
Management should thus be studied as part of this
context. Based on three different empirical studies,
this symposium presents three perspectives on man-
agement: 1) Leadership style and change management
in the context of changing organizations 2) The role of
supervisors’ embodiment on the relationship between
leader-member exchange and work outcomes 3) The
role of empowerment and social support in managers’
work satisfaction.Presenter one gives evidence of a posi-
tive relationship between leadership style (transforma-
tional and transactional) and change related actions
and attitudes of middle managers. A direct relation-
ship between leadership style, middle managers’ ac-
tions and attitudes and followers’ perceived exposure
to change is found.Presenter two will discuss the rela-
tionship between the quality of the exchange relation-
ship between employees and supervisors (LMX) and
the degree of affective commitment to the organiza-
tion. The degree to which employees identify super-
visors with the organization is found to impact this
relationship and ultimately the performance of employ-
ees.Presenter three presents results on the role of sup-
port in empowerment of middle-managers. The re-
lationship between empowerment and work satisfac-
tion is discussed in relation with effectiveness, emo-
tional exhaustion and burnout.Presenter four discusses
whether leaders’ global mindset contribute to follower
rated trust, leader-member-exchange, and organiza-
tional commitment.By presenting empirical evidence
from three different European countries and one multi-
national organization the symposium contributes to

the ongoing debate on the role and impact of man-
agers. Both theoretical and practical implications will
be touched upon. An invited discussant concludes the
symposium session.

LEADERSHIP STYLES, MIDDLE MANAGERS’ CHANGE
RELATED ATTITUDES AND ACTIONS AND FOLLOWERS’
PERCEIVED EXPOSURE TO CHANGE

Holten, A.L., NRCWE, Copenhagen, Denmark; Bren-
ner, S.0., Associated NRCWE, Copenhagen, Den-
mark

Abstract: Aim: Change has become the rule rather
than the exception for many organizations. During
organizational change, managers influence followers’
perception of and commitment to change (Kieselbach,
2009). A recent study found that transformational
leadership style has a positive impact on employees’
commitment to change, while change management had
no effect (Herold, 2008). Our study investigates how
middle managers influence followers’ perceived expo-
sure to change (change in attitudes, procedures and
working methods/theories-in-use) through leadership
style and change related attitudes and actions (infor-
mation sharing, positive approach, active engagement,
etc.). Two leadership styles are considered: Transfor-
mational and transactional leadership.Method: Ques-
tionnaires were administered twice (baseline/T1 and
follow-up/T2) to employees in two organizations (one
public and one private) in the process of implementing
team organization. The analysis included answers from
771 employees. Structural Equation Modeling was used
for analyzing data.Results: Our final model demon-
strates an acceptable fit with the following fit indices;
AGFI = 0.96; CFI = 0.99, and RMSEA = 0.06. We
find that transformational (T2) and transactional (T2)
leadership styles are positively associated with middle
managers’ attitudes and actions during organizational
change. Middle managers’ change related attitudes and
actions and transformational leadership style (T1) are
positively associated with followers’ perceived exposure
to change. Transactional leadership style (T1) is neg-
atively associated with followers’ perceived exposure
to change.Aim: Change has become the rule rather
than the exception for many organizations. During
organizational change, managers influence followers’
perception of and commitment to change (Kieselbach,

8:30-9:45
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2009). A recent study found that transformational
leadership style has a positive impact on employees’
commitment to change, while change management had
no effect (Herold, 2008). Our study investigates how
middle managers influence followers’ perceived expo-
sure to change (change in attitudes, procedures and
working methods/theories-in-use) through leadership
style and change related attitudes and actions (infor-
mation sharing, positive approach, active engagement,
etc.). Two leadership styles are considered: Transfor-
mational and transactional leadership.Method: Ques-
tionnaires were administered twice (baseline/T1 and
follow-up/T2) to employees in two organizations (one
public and one private) in the process of implement-
ing team organization. The analysis included answers
from 771 employees. Structural Equation Modeling
was used for analyzing data.Results: Our final model
demonstrates an acceptable fit with the following fit
indices; AGFI = 0.96; CFI = 0.99, and RMSEA =
0.06. We find that transformational (T2) and transac-
tional (T2) leadership styles are positively associated
with middle managers’ attitudes and actions during or-
ganizational change. Middle managers’ change related
attitudes and actions and transformational leadership
style (T1) are positively associated with followers’ per-
ceived exposure to change. Transactional leadership
style (T1) is negatively associated with followers’ per-
ceived exposure to change.Conclusions: Our findings
demonstrate a positive relationship between leadership
style and middle managers’ attitudes and actions dur-
ing organizational change. Managers exercising a high
degree of transformational and transactional leadership
perform positively during change. We find that mid-
dle managers’ change related attitudes and actions and
leadership style relate directly to followers’ perceived
exposure to change. Our findings demonstrate the im-
portance of leadership style, actions and attitudes of
middle managers during organizational change.

BUILDING THE BRIDGE BETWEEN LEADERS AND THE
ORGANIZATION: THE ROLE OF SUPERVISOR’S ORGA-
NIZATIONAL EMBODIMENT

Neves, P., School of Economics and Management,
NOVA University, Lisboa, Portugal; Eisenberger, R.,
University of Houston, Houston, USA; Stinglhamber,
F., Universite Catholique de Louvain (UCL), Louvain-
La-Neuve, Belgium

Abstract: Aim: The magnitude of the relationship be-
tween leader-member exchange (LMX) and affective
commitment is heterogeneous, suggesting that uniden-
tified moderators influence this association (Gerstner
& Day, 1997). According to organizational support

theory, employees interpret the favorableness of their
exchange relationship with the supervisor as indica-
tive of the favorableness of the organization’s orien-
tation toward them. As such, we suggest that the
supervisor’s role as a representative of the organiza-
tion, supervisor’s organizational embodiment (SOE)
is a key moderator of the LMX-commitment relation-
ship. That is, when employees identity the supervisor,
as well as his/hers actions and experiences with the
organization’s intentions, LMX should lead to higher
levels of affective commitment to the organization,
with consequences to performance. Method:Our sam-
ple was comprised of 346 employee-supervisor dyads,
from diverse Portuguese organizations, with sizes rang-
ing from less than 10 employees to more than 100 em-
ployees. Results:The model showed acceptable fit (72
(257) = 728.42**; CFI= .89; TLI= .88; RMSEA= .07).
Our results suggest that SOE moderates the LMX-
affective commitment relationship, such that this re-
lationship was stronger when SOE was high (£(343)
= 5.62; p < .01), than when SOE was low (t(343) =
2.12; p < .05). Additionally, the influence of LMX
and SOE on affective organizational commitment ex-
tended both to in-role performance (z’ = 2.32, p <
.05) and extra-role performance (z> = 2.43, p < .05),
thus supporting the mediated-moderation hypotheses.
Conclusions: The findings support our suggestion that
the LMX- affective commitment relationship stems, at
least partly, from employees’ view of supervisors as
representatives of the organization (Kinicki & Vecchio,
1994; Major et al., 1995). The degree to which employ-
ees identify their supervisor with the organization in-
fluences whether LMX is experienced primarily as a fa-
vorable exchange relationship with the supervisor alone
or with the supervisor and the organization together,
ultimately influencing employees’ performance.

THE PSYCHOLOGICAL EMPOWERMENT OF VICE-
PRINCIPALS, ITS ANTECEDENTS, AND ITS EFFECTS
ON JOB SATISFACTION AND BURN-OUT

Meyer, B., Unwwersity of Ziirich, Zirich, Switzer-
land; Schermuly, C.C., University of Braunschweig,
Brunswick, Germany; Schermuly, R.A., Ernst Born
School, Bad Ems, Germany

Abstract: The study speaks to the relationship be-
tween supervisor support, psychological empowerment,
work satisfaction, and burnout among vice-principals
(VPs) in primary schools. VPs find themselves in a
middle-management work role, hierarchically embed-
ded between principals, teachers and students. We
argue that this configuration makes VPs susceptible
to burnout, and that psychological empowerment can

Thursday
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alleviate burnout among VPs. We further assume
that the negative relationship between empowerment
and burnout is mediated by job satisfaction.103 VPs
from 103 different primary schools in Germany were
surveyed with a questionnaire that included scales on
the four facets of empowerment (competence, meaning,
self-determination, and impact), emotional exhaustion,
and work satisfaction. Emotional exhaustion (EE) was
chosen as an operationalization of burnout, because it
is central to different conceptualizations of burnout.
Structural equation modeling revealed a strong indi-
rect relationship of empowerment on EE via work sat-
isfaction. The direct relationship between empower-
ment and EE did not reach statistical significance.
Among the facets comprising the Gestalt of empower-
ment, competence was the strongest predictor of out-
comes. EE and days absent were positively related.
Further regression analyses also showed that, to allevi-
ate burnout, VPs must receive support from different
parties but especially from their principals. Because
the empowerment facet “competence” had the strongest
influence on work satisfaction, measures like training,
mentoring, or coaching could foster the perceived com-
petence of VPs. Because work satisfaction is highly
related to emotional exhaustion, it could serve as an
early alert system. For this reason, VPs should be
surveyed regarding their work satisfaction in regular
intervals.

DOES GLOBAL MINDSET MATTER? ITS IMPACT ON
TRUST, LEADER-MEMBER-EXCHANGE, AND ORGANI-
ZATIONAL COMMITMENT

Story, J.S.P., NOVA University, Lisboa, Portugal; Bar-
buto, Jr., J.E., University of Nebraska-Lincoln, Lin-
coln, NE, USA

Abstract: Aim: There is a dire need for effective global
leadership (Sloan et al, 2003), which is a constraint on
growth and effectiveness of multinational organizations
(Zahra, 1998). Global mindset has been proposed to be
a key construct for global leadership development and
success (Oddou, Mendenhall, & Richie, 2000). How-
ever, empirical research has not determined the impor-
tance of global mindset. The goal of this research is
to test if global mindset of leaders contributes to indi-
vidual level outcomes such as trust in leader, leader-
member-exchange, and organizational commitment as
rated by followers. The complexity of the global role
and leader distance is tested to see if they moderate
the relationship between a global leader’s global mind-
set and the outcome variables.Method: Data were col-
lected from 78 leader participants and 240 raters from

one Fortune 100 multinational organization. A multi-
level data analysis was conducted using Hierarchical
Linear Modeling. Results: Global roles and physi-
cal distance between the leader and the follower did
not moderate the relationship between global leader-
ship and outcome variables, however the frequency of
interaction between leaders and followers did. Specif-
ically, the involvement of frequency of interaction be-
tween leaders and followers increased and strengthened
the relationship between global mindset and followers’
ratings of organizational commitment. The relation-
ship between the frequency of leader- follower interac-
tion when a single follower interacted on average with
more frequency than others in the group (within), sig-
nificantly moderated the relationship between global
mindset and affect-based trust in leader, LMX, and
organizational commitment. Conclusions: The combi-
nation of these findings suggests caution when stating
that global mindset is a key construct that is essential
for effective global leadership. While some significant
relationships were found, the models were only able to
explain between 4 to 6 percent in the variance of all
outcome variables.

DISCUSSANT

Peiro, J.M., University of Valencia, Valencia, Spain

Symposium: Fair procedures and
cooperative employees: Testing and
extending relational models of procedural
fairness

Main topic area: Organizational Behavior
Location: 0.11 Pressroom (8:30-9:45)

Chair: Langendijk, G., Open University of the Nether-
lands, Heerlen, The Netherlands; Ven, J. van de, Tno
Human Factors, Soesterberg, The Netherlands

Abstract: Tt is vital for the effective functioning of or-
ganizations that employees are willing to engage in
behaviors that are beneficial to the collective, rather
than focusing solely on their own outcomes (Derlaga
& Grzelak, 1982; Smith, Carroll, & Ashford, 1995).
An effective way for organizations to promote cooper-
ation is by enacting procedures in a fair manner (see
Cohen-Charash & Spector, 2001; Colquitt et al., 2001,
for meta-analyses). The use of fair procedures indi-
cates to individuals that they are valued and respected
members of an organization that they can be proud of.
This contributes positively to their identity (De Cremer
& Tyler, 2005; Tyler, 1999)and consequently improves
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cooperation (Tyler & Blader, 2009). These ideas have
been formally developed into relational models of pro-
cedural fairness like the group value model (Lind &
Tyler, 1988), the group engagement model (Tyler &
Blader, 2000), and the self-based model of cooperation
(De Cremer & Tyler, 2005); models that have received
much research attention (see Blader & Tyler, 2009; De
Cremer & Tyler, 2005, for overviews). It is safe to say
that relational models of procedural fairness are among
the most impactful attempts today to understand the
pervasive workings of procedural fairness.However, it is
also important to note, that relational models of proce-
dural fairness leave unanswered a number of important
questions. This symposium aims to address some fun-
damental issues that relational models of procedural
fairness have not yet adequately dealt with. First of
all, it is at present unclear how uncertainty can be in-
corporated in these relational models. This is regretful
because uncertainty, including self-related uncertainty
has been argued to be fundamental to the workings
of procedural fairness (De Cremer et al., 2008; van
den Bos & Lind, 2002). Ilse Cornelis presents work
showing that relational and uncertainty concerns have
an additive effect on cooperative behavior towards the
organization. She suggests a dual pathway model in
explaining cooperation as a result of procedural fair-
ness.A second issue that has as yet not been addressed
within relational models of procedural fairness is how
employees can transform their motivation to support
the organization’s goals into action. To address this
issue Gerben Langendijk presents an important vari-
able that should moderate the effect of procedural fair-
ness on cooperative action: power. Employees feeling
more powerful are more prone to act, guided by intrin-
sic motivation such as the motivation to support the
organization. This suggests that employees are often
willing to go to great lengths to support the organiza-
tion’s goals (as a response to procedural fairness) but
more is needed to reap the benefits of this motivation.A
third issue is to what extent relational models can cap-
ture other leadership behaviors in addition to proce-
dural fairness. Marius van Dijke presents work on two
different empowering leadership styles — encouraging
independent action and encouraging self-development.
He shows that the former makes procedural fairness ef-
fects on cooperation stronger whereas the latter makes
these effects weaker. Moreover, this results because
both these leadership styles have a unique (and oppo-
site) role in people’s attempts to make sense of their
status and value in the organization. This leads to the
conclusion that relational models may be capable of
encompassing a number of other leadership variables,
in addition to procedural fairness.The final issue of this
symposium, and an important aspect regarding lead-

ership behavior, is the question whether we can under-
stand factors that make leaders enact procedures in a
fair manner from the perspective of relational models
— models that were originally developed to understand
reactions to fairness, rather than antecedents of fair-
ness. Employees have relational concerns that can at
least partially be fulfilled by a leader acting fairly. An
important question remains how sensitive leaders may
be to these needs and thus when they may act in a
fair manner. Niek Hoogervorst shows that particularly
when leaders sense that followers have strong relational
as well as strong control needs, they will respond by
enacting procedures in a fair manner. The conference
theme stresses that “work and organizational psycholo-
gists should help ensure to organizations that not only
economic motives count, but that employees matter as
well, because, by the end of the day, the people in the
organizations make the difference”. Indeed, a decent
and fair treatment of employees needs to be emphasized
to organizations, not only for humanitarian but also for
economic reasons as employees who are treated in a fair
manner have been shown to deliver higher quality and
quantity of performance (see e.g. Podsakoff, Ahearne
& MacKenzie, 1997). The current insights may thus be
incorporated in leadership development programs that
address when fairness procedures are most likely to re-
veal positive results in reference to employees’ psycho-
logical as well as organizations’ economic concerns.

A TALE OF TWO MOTIVES: RELATIONAL NEEDS
AND SELF-UNCERTAINTY CONCERNS INDEPENDENTLY
MODERATE PROCEDURAL FAIRNESS EFFECTS ON CO-
OPERATION

Cornelis, L., Ghent University, Ghent, The Nether-
lands; Hiel, A. van, Ghent University, Ghent, Bel-
gium; Cremer, D. de, Rotterdam School of Manage-
ment, Erasmus University, Rotterdam, The Nether-

lands; Ven, J. van de, Tno Human Factors, Soester-
berg, The Netherlands

Abstract: Previous studies have indicated that proce-
dural fairness affects cooperation because it conveys
information relevant for both the relational self and
the uncertain self. However, the simultaneous effects
of relational and self-uncertainty motives have not yet
been examined and it remains unclear whether these
effects are additive, mutually reinforcing or mutually
interchangeable. In a first study, we showed that
the relational and self-uncertainty variables constitute
two distinctive dimensions. Three additional studies
demonstrated that relational and self-uncertainty mo-
tives yielded independent and additive moderating ef-
fects on cooperation and retaliation. A dual pathway
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model is suggested in which procedural fairness may
have an effect on cooperation through its ability to
satisfy both relational and self-uncertainty reduction
needs. Implications at the theoretical level are dis-
cussed and we further elaborate on the relationship be-
tween the two motives, as well as offer suggestions for
future research.

EMPLOYEE SENSE OF POWER AS FACILITATING
THE RELATIONSHIP BETWEEN PROCEDURAL FAIR-
NESS AND EMPLOYEE COOPERATION

Langendijk, G., Open University of the Netherlands,
Heerlen, The Netherlands; Dijke, M. van, Rotterdam
School of Management, Erasmus University, Rotter-
dam, The Netherlands; Cremer, D. de, Rotterdam
School of Management, Erasmus University, Rotter-
dam, The Netherlands; Anderson, C., Haas School
of Business, University of California, Berkeley, USA,
Ven, J. van de, Tno Human Factors, Soesterberg, The
Netherlands

Abstract: Procedural fairness positively influences em-
ployee cooperation. Building on recent theorizing and
supporting research showing that high power makes
people act more in line with situational goals and ex-
pectancies, we argued that particularly employees who
feel powerful should act in line with the norms com-
municated by fair decision-making procedures and thus
react with relatively strong cooperation to procedural
fairness. A longitudinal and a multisource survey study
supported this idea. This research is the first to apply
theorizing on power as facilitating goal directed behav-
ior to organizational contexts by focusing on the im-
portant outcome variable of employee cooperation.

WHEN DOES PROCEDURAL FAIRNESS PROMOTE OR-
GANIZATIONAL CITIZENSHIP BEHAVIOR? THE MOD-
ERATING ROLES OF Two TYPES OF EMPOWERING
LEADERSHIP

Dijke, M. van, Rotterdam School of Management, Rot-
terdam, The Netherlands; Cremer, D. de, Rotterdam
School of Management, Erasmus University, Rotter-
dam, The Netherlands; Mayer, D.M., University of
Michigan, Ann Arbor, MI, USA; Quaquebeke, N. van,
Rotterdam School of Management; Ven, J. van de, Tno
Human Factors, Soesterberg, The Netherlands

Abstract: We explored how procedural fairness in-
teracts with empowering leadership to influence em-
ployee OCB via the mediating mechanism of employ-
ees’ self-perceived status. We focus on two core as-
pects of empowering leadership-encouraging indepen-
dent action and encouraging self-development. We ar-

gued that the former increases the need for sense mak-
ing regarding one’s relationship with the organization
whereas the latter decreases it. Hence, stimulating em-
ployees to act independently should strengthen the re-
lationship between procedural fairness and employees’
OCB, and this interaction should be mediated by self-
perceived status. In contrast, stimulating employees
to develop themselves should weaken the relationship
between procedural fairness and OCB as mediated by
self-perceived status. Two field studies (single and mul-
tisource) conducted in two different countries support
this moderated mediation model. From a theoretical
point of view, we are the first to integrate different
types of empowering leadership as relevant variables in
relational models of procedural fairness. From a prac-
tical perspective, our results imply that organizational
leaders should not consider the use of fair procedures
and empowering leadership in isolation, but rather in
concert.

WHEN ARE LEADERS FAIR? A REVERSED PERSPEC-
TIVE ON THE CONTROL AND RELATIONAL MODELS
OF JUSTICE

Hoogervorst, N., Rotterdam School of Management,
Rotterdam, The Netherlands; Cremer, D. de, Rotter-
dam School of Management, Erasmus University, Rot-
terdam, The Netherlands; Dijke, M. van, Rotterdam
School of Management, Erasmus University, Rotter-
dam, The Netherlands; Ven, J. van de, Tno Human
Factors, Soesterberg, The Netherlands

Abstract: In the present study we examine when and
why leaders enact fair procedures in their interactions
with followers. In doing so, we take a reversed perspec-
tive on the historical control and relational models of
justice. Specifically, while these models provide expla-
nations that fair procedure are valued by subordinates
because it serves their control and belongingness needs,
we examine whether leaders actually recognize these
follower needs and (at least) partly attune the fairness
of their decision making processes on such needs. In a
laboratory experiment and a multisource organization
study we found support that follower control and be-
longingness need have an interactive effect on leader’s
fairness enactment: leaders were the most fair in inter-
actions with a follower with a strong control need and
a strong belongingness need, compared to when one or
both of these needs were low.

Presentations: Creativity in Work Groups

Main topic area: Teams and Workgroups

8:30-9:45
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Location: 0.2 Berlin (8:30-9:45)

Chair: Baer, M., Washington University in St. Louis,
St. Louis, USA

COMPETITION IN TEAMS, MOTIVATION, AND CRE-
ATIVITY

Bittner, J.V., Jacobs University Bremen, Bremen,
Germany; Heidemeier, H., Jacobs University Bremen,
Bremen, Germany

Abstract: This research investigated the effects that
competition may have on motivational factors and on
subsequent creativity. It was experimentally examined
in groups of three people whether the willingness to
cooperate or compete in a group may increase or di-
minish creative performance. Two experiments looked
at the motivational processes that may induce people
to choose cooperative strategies and may influence sub-
sequent creativity. More specifically, it was examined
whether a promotion focus comes along with the will-
ingness to cooperate with other group members, and
thus increases creative performance, whereas a preven-
tion focus may be associated with competition and may
diminish creativity. Study 1 demonstrated that the
willingness to cooperate activates a promotion focus,
whereas the willingness to compete activates a preven-
tion focus. Moreover, regulatory focus mediated the
effect of cooperation on creativity. Only if cooperation
was associated with an activated promotion focus, it
increased creative performance in a divergent thinking
task. Study 2 provided evidence for a bidirectional link
between cooperation and regulatory focus. The induc-
tion of a promotion focus increased the willingness to
cooperate and led to high creativity, whereas a preven-
tion focus induced a willingness to compete with group
members and thus led to low creativity. These findings
have important implications for group settings, since
they provide evidence for motivational processes that
are associated with high or low creative performance.
Competition between team members may foster a pre-
vention focus in them and may therefore diminish cre-
ativity. These results show a bidirectional link between
the willingness to cooperate or compete and motiva-
tional processes and point out that changes in regu-
latory focus should be considered simultaneously when
investigating the effect of competition in groups on cre-
ative performance. Organizations should therefore pay
attention to situational influences like competition that
may induce a prevention focus in team members and
may as a result diminish creativity.

LINKING PERCEPTIONS OF THE FEEDBACK ENVIRON-
MENT TO CREATIVITY AT WORK: A MODERATED ME-
DIATION STUDY

Davidson, T., Vlierick Leuven Gent Management
School, Gent, Belgium; Stobbeleir, K. de, Vierick Leu-
ven Gent Management School, Gent, Belgium

Abstract: Feedback is an essential ingredient for stim-
ulating creativity (see Zhou, 2008 for a recent review).
When delivered in a developmental and constructive
way, it can boost employees’ intrinsic motivation, pro-
vide them with standards for creative work, and help
them acquire creativity skills. Previous research ef-
forts have enhanced our understanding of the relation-
ship between feedback and creativity by investigating
the effects of specific feedback components (e.g., feed-
back valence) in dyadic feedback exchanges (George &
Zhou, 2001; Zhou, 1998; Zhou & George, 2001). How-
ever, given the value of a supportive and stimulating
work environment for creative performance (Oldham,
2003; Zhou, 2003) it is surprising that virtually no stud-
ies have explored the impact of employees’ perceptions
of the broader feedback environment on their level of
creativity. Building on recent theorizing in the creativ-
ity literature (West & Richter, 2008; Zhou, 2008) and
self-determination theory (Deci & Ryan, 1985), we de-
veloped and tested a model exploring how the broader
coworker and supervisor feedback environment influ-
ence employee creativity. Hierarchical multiple regres-
sion analysis of a sample of 482 supervisor-employee
dyads showed that employees who perceive a support-
ive coworker and supervisor feedback environment ex-
perience higher levels of self-concordance (i.e., the de-
gree to which they internalize their work goals and con-
sider these goals as an expression of their authentic in-
terests and values), which leads them to demonstrate
higher levels of creative performance, as rated by their
supervisor. Furthermore, moderated mediation anal-
ysis (Preacher & Hayes, 2007) indicated that auton-
omy moderates this mediating relationship, such that
the coworker and supervisor feedback environment’s ef-
fects on creative performance via self-concordance, are
strengthened under high autonomy and weakened un-
der low autonomy. Overall, our study highlights the
importance of employees’ perceptions of the feedback
environment with regard to creative performance and
unravels how the relationship between the feedback
environment and creative performance is shaped. In
terms of implications, our conceptual model can be a
steppingstone for scholars investigating creative per-
formance in organizations as well as for practitioners
searching for ways to enhance employee creativity at
work.
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FroM IDEAS GENERATION TO ADOPTION: THE
INTERPLAY BETWEEN WORK CHARACTERISTICS,
LEADER-MEMBER EXCHANGE AND ENGAGEMENT
ACROSS TIME.

Massei, F., University of Bologna, Bologna, Italy; Zap-
pala, S., University of Bologna, Bologna, Italy

Abstract: Nowadays, the problem for companies is
not ’how to produce more’ but how to meet customer
needs, improve quality and develop new products. The
attention shifts from the adherence to formal rules and
assigned tasks to a more proactive way of dealing with
work. Companies and managers look for new ways to
achieve organizational goals and encourage employees’
proactive and innovative behaviours. Despite the rele-
vance devoted to the concept of intrinsic motivation in
promoting proactive and innovative behaviors, Shalley
et al. (2004) say that few studies have directly tested
its role in mediating the relationship between resources
and IWB, and the studies that examined such medi-
ating role provide ambiguous results. The main aim
of this study is to investigate the motivational pro-
cess that leads employees to perform innovative work
behavior (IWB) by using the approach proposed by
Schaufeli & Salanova (2007) in which resources are re-
lated to different outcomes via work engagement. We
hypothesized that the quality of the interaction be-
tween an employee and his/her supervisor and the con-
trol asserted by the employee on his/her job, foster
employee’s work engagement that, in turn, will be pos-
itively related with the frequency of employee’s IWB.
A 2-waves longitudinal research design and structural
equation modeling (SEM) were used (N = 209). We as-
sessed the independent variables using employees’ self-
evaluation; in order to avoid the problem of common
method variance, we used as dependent variable the
supervisor evaluation of employees’ IWB. The confir-
matory factor analysis supports the hypothesized 3-
factor structure of the scale measuring IWB (idea gen-
eration, idea suggestion and idea implementation) and
the measurement equivalence across time. Results also
show that engagement (at least partially) mediates the
effect of job resources (job control and leader-member-
exchange) on IWB. In particular, if an employee, exper-
imented more (or less) control and an higher (or lower)
LMX relationship from T1 to T2, this has an impact
on the engagement that increases (or decreases) and,
in turn, this predicts the increase (or decrease) in the
frequency with which employees generate, propose and
implement ideas. HR managers and companies need
to support employees’ engagement in order to increase
employees’ IWB.

LINKING LEARNING GOAL ORIENTATION TO EM-
PLOYEE CREATIVE PERFORMANCE: THE ROLE OF
PROACTIVE BEHAVIOUR

Peeters, E.R., Ghent University, Gent, Belgium; Clip-
peleer, 1. de, Vierick Leuven Gent Management School,
Gent, Belgium; Stobbeleir, K. de, Vlerick Leuven Gent
Management School, Gent, Belgium

Abstract: This study examines the role of proactive be-
haviour in the relationship between learning goal orien-
tation and employee creative performance. Specifically,
we develop and test a model that links learning goal
orientation through three different types of proactive
behaviours (i.e. proactive work behaviour, proactive
strategic behaviour and proactive person-environment
fit behaviour) (Parker & Collins, 2010) to employee
creativity. In doing so, this research enhances our un-
derstanding of the impact of different proactive be-
haviours on employee outcomes and it examines some
of the underlying mechanisms of the relationship be-
tween learning goal orientation and employee creative
performance. In addition, we test whether these three
types of proactive behaviours have a differential impact
on creative performance. This research studies the ac-
tions that employees can take themselves to manage
their creative process. Hypotheses were tested using a
survey design on a sample of 378 employee-supervisor
and employee-peer dyads. Results show that employee
learning goal orientation impacts supervisor-rated and
peer-rated creativity and that these effects are me-
diated by the three types of proactive behaviours.
Results also show that the three types of proactive
behaviour have a differential impact on creative be-
haviour, with a positive correlation between proactive
strategic behaviour and employee creative behaviour
on the one hand and a negative correlation between
proactive person environment fit behaviour and em-
ployee creative behaviour on the other hand. This em-
phasizes the importance of proactive behaviour in the
creative process and shows that proactive behaviour
is not only a strategy that facilitates individual learn-
ing, but also a useful resource for achieving creative
outcomes. Reference: Parker, S. K., & Collins, C. G.
(2010). Taking stock: Integrating and differentiating
multiple forms of proactive behavior. Journal of Man-
agement. 36, 633-662.

PEACE OR WAR? INTERGROUP COMPETITION AND
ITS GENDER-SPECIFIC EFFECTS ON GROUP CRE-
ATIVITY

Baer, M., Washington University in St. Louis, St.
Louis, USA; Vadera, A., Indian School of Business,
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Hyderabad, India; Leenders, R., University of Gronin-
gen, Groningen, The Netherlands; Oldham, G., Tulane
University, New Orleans, USA

Abstract: Beliefs in the virtues of competition are
among the most widely shared, deeply held, and long-
standing assumptions in most Western societies (Kohn,
1992). While the belief in the universal benefits of
intergroup competition has permeated many Western
societies, a shift in the demographic composition of
the workforce of most industrial nations has occurred-a
dramatic increase in women’s labor force participation
rates. In fact, the increase in the proportion of women
participating in the labor force, which began shortly af-
ter World War II, represents one of the most significant
social and economic trends in recent history (Hayghe,
1997). Despite the significant change in the gender
composition of the workforce, the use of intergroup
competition as an organizing principle in businesses,
which originated almost a century ago when organiza-
tions were populated and managed almost exclusively
by men, has rarely been questioned let alone exam-
ined, especially with respect to such relevant outcomes
as the production of new and useful ideas. The goal of
the present study was to fill this important gap. Based
on the male warrior hypothesis and a female commu-
nion hypothesis, we propose that intergroup competi-
tion promotes the creativity of groups composed of men
but undermines the creativity of groups composed of
women. These ideas were tested in two laboratory ex-
periments and one field study. Study 1 showed that
competition had the expected positive effects on the
creativity of male groups but failed to produce the
predicted negative effects on the creativity of female
groups. Study 2 showed that the negative effects of
competition on the creativity of female groups emerged
when competition was examined across three levels al-
lowing for the observation of quadratic effects. This
study also indicated that in-group collaboration medi-
ated the joint quadratic effects of competition and gen-
der composition on creativity. Finally, Study 3 repli-
cated the results of Study 2 in a field setting involving
55 multidisciplinary R & D teams. Our results sug-
gest that intergroup competition provides an unequal
creative advantage to groups and units composed pre-
dominantly of men and question the usefulness of in-
tergroup competition as a universal vehicle to drive
creativity in contemporary organizations.

Presentations: Employee Well Being -
Stressors at Work

Main topic area: Employee Well Being

Location: 0.3 Copenhagen (8:30-9:45)

Chair: Pravettoni, G., Universita degli Studi di Mi-
lano, Milano, Italy

DEFINING WORK BURDEN AS A MULTIDIMENSIONAL
CONSTRUCT — TESTS FOR CONSTRUCT AND Dis-
CRIMINANT VALIDITY

Buttigieg, S.C., Faculty of Health Sciences, University
of Malta, Msida, Malta; West, M.A., Aston Business
School, Aston University, Birmingham, UK; Cassar,
V., Birkbeck, University of London, London, UK

Abstract: This paper conceptualizes and operational-
izes work burden as a work stressor. The second order
construct work burden represents four distinct dimen-
sions namely, psychological work demands, physical
work demands, quantitative workload and qualitative
workload, thereby providing the breadth and compre-
hensiveness of the construct but at the same time pre-
serving the clarity and precision of the dimensions. The
literature deals with various aspects of work burden,
the most prominent being psychological demands and
physical exertion (Karasek & Theorell, 1990), quan-
titative workload (Spector & Jex, 1998) and aspects
of qualitative workload (Gray-Toft & Anderson, 1981).
Therefore, although research has investigated these as-
pects of work as distinct work stressors, there has been
no attempt so far to comprehensively articulate a holis-
tic perspective of what constitutes the work burden as
a stressor. The development of the latent construct
work burden is justified on the basis of theoretical, em-
pirical, and psychometric considerations (Little et al.,
2002). The clustering of items on psychological and
physical work demands, as well as those on quantita-
tive and qualitative workload justifies their parcelling.
Exploratory factor analysis on a randomly selected half
of data from a sample of 1,137 health care professionals
in an acute general hospital in Malta, followed by con-
firmatory factor analysis on the second half provides a
more parsimonious model and a latent construct with
a defined level of generality. Discriminant validity is
also achieved since in line with the construct’s four-
factor structure, the subscales of work burden loaded
on four different factors, and were distinct from four
other work stressors. Finally, the composite view of
work burden is supported by three conditions namely,
the critical ratios for all the factor loadings are signif-
icant with p< 0.01 assuring item reliability, construct
reliability estimate is 0.98, whereas the average vari-
ance extracted is 0.51. The contribution of this study
is towards achieving operational discretion when mea-
suring the different components of work burden, while
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providing a good basis for a composite view of this
construct.

DECISION MAKING AND WELL-BEING AMONG ADMIN-
ISTRATIVE OFFICIALS AND INVESTIGATORS IN THREE
SWEDISH PUBLIC AUTHORITIES

Allwood, C.M., University of Gothenburg, Gdoteborg,
Sweden; Salo, M., Department of Psychology, Lund
University, Lund, Sweden

Abstract: This study analyzed the relationship between
the decision making styles Rational, Intuitive, De-
pendent, Avoidant and Spontaneous (Scott & Bruce,
1995; General Decision Making Style scale, GDMS)
and judgmental self-doubt (Mirels, Greblo, & Dean,
2002; Judgmental Self-Doubt Scale, JSDS) and mea-
sures of Performance Based Self-esteem (PBS), Satis-
faction With Life (SWL), Perceived Stress (PSQ), and
Sleep among administrative officers and investigators
at three Swedish public authorities: The National Tax
board, the Social insurance agency, and the Police ser-
vice (N = 473). The results showed that high values
on the decision makings styles Avoidant (tries to avoid
making decisions) and Dependent (dependent on ad-
vice from others before important decisions) were sig-
nificantly associated with higher PBS, higher PSQ, and
poorer Sleep. The Avoidant style was also associated
with lower SWL. In addition, JSDS showed stronger
correlations with PBS, PSQ, SWL and Sleep than the
Avoidant and Dependent decision styles. The differ-
ences between organizations were small. Our results
are important to consider in attempts to ameliorate
stress and burnout in organizations and we suggest
that it is important not just to pay attention to the
overall group level of analysis but also to pay attention
to subgroups, for example, decision making styles that
may be extra vulnerable to stress in specific organiza-
tions.

WORK STRESSORS IN UNIVERSITY ACADEMICS

Teichmann, M., Tallinn University of Technology,
Tallinn, Estonia; Ilvest, J., Tallinn University of Tech-
nology, Tallinn, Estonia

Abstract: University teaching has traditionally been re-
garded as a low stress occupation. In historical point of
view it could be true, but it is no longer in modern uni-
versities. Drawing on a considerable body empirical ev-
idence, it is argued that during the past decades stress
among university teachers has tendency to increase in
all continents. From theoretical perspective and for
several reasons, we predict that our understanding of
stressors in university has not progressed so far over

the past decade. The aim of present study is to get
more detailed comprehension about stressors in univer-
sity academics. The data were collected from the sam-
ple obtained from academics in Tallinn University of
Technology. The sample consisted of 117 (73 male and
44 female; average age 43.76) academics, and includes
21 professors, 18 associate professors, 69 lecturers and
11 researchers. The qualitative research method was
adapted for the reason to clarify specific stressors in
university with the help of the "public voice’ e.g. open-
answers unstructured interview was adopted. Partici-
pants named during the interview 7.81 4.53 stressors.
We identified 90 separable stressors, among thus 43
were named more than 5% of all occasions. In order
to build up categories of the stressors, we analyzed the
reports written by interviewers and extracted the com-
mon elements. The Critical Incident Technique (Fla-
gan, 1954) was adopted for enable the extraction of
elements common to the stressors. Four researchers
were separately code and split data into the frame and
thereafter formulate categories. According theoretical
frame and by applying the Critical Incident Technique
the stressors were divided into the three main category:
(1) individual sources of pressure; (2) stressors in work
and organization includes five subcategories, namely,
intrinsic to the job, occupational roles, relationships
at work, organizational structure and climate, extra-
organizational stressors; (3) sources of pressure outside
the university e.g. in academic community. Current
study enabled to propose a classification the stressors
in university academics. Furthermore, our results hint
that the number of different sources of occupational
stress in university could be eliminate or minimise their
stressful influence on academics.

WORKPLACE STRESSORS AS ANTECEDENTS OF EM-
PLOYEE MUSCULOSKELETAL PROBLEMS: A META-
ANALYSIS OF LONGITUDINAL STUDIES

Lang, J., RWTH Aachen University, Aachen, Ger-
many; Ochsmann, E., RWTH Aachen University,
Aachen, Germany; Kraus, T., RWTH Aachen Uni-
versity, Aachen, Germany; Lang, J.W.B., Maastricht
University, Maastricht, The Netherlands

Abstract: The purpose of the present meta-analysis
was to conduct a systematic review of baseline-adjusted
prospective longitudinal studies estimating the lagged
effect of work stressors on musculoskeletal problems.
Literature review was conducted by searching MED-
LINE (1966 to August 2009) and PsychINFO (1872
to 2009). Two authors independently classified stud-
ies into categories of psychological work stressors (e.g.,
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job demands), and musculoskeletal problems. Avail-
able effect sizes were converted to Odds ratios (OR).
ORs were then pooled for each stressor-problem rela-
tionship using a random-effects model. Additionally,
the possibility of publication bias was assessed. At least
five effect sizes were available for 16 of the 44 possible
psychosocial work stressors-musculoskeletal problems
relationships. For 12 of these stressor-problem rela-
tionships, pooled OR estimates were positive and sig-
nificant (range: 1.154 - 1.623). The largest pooled OR
was found between highly monotonous work and lower
back pain. The lagged effect of low social support on
lower back problems was the only effect size for which
the statistical test for bias was significant. However,
the corrected effect size remained significant. The large
majority of the 27 primary studies in our meta-analysis
did not report the reliability of the measures and di-
chotomized continuous independent and outcome vari-
ables. Thus, the estimates likely seriously underesti-
mate the true lagged effects. The present findings sug-
gest that psychosocial work stressors are antecedents of
subsequent musculoskeletal problems. From an applied
perspective, some of the psychosocial work stressors
in this investigation are inherent in a variety of jobs
and cannot always easily be altered (e.g., high job de-
mands). Still changes to job conditions (e.g., through
job redesign) and specific interventions (e.g., stress pre-
vention trainings) could be implemented to minimize
psychosocial workplace stressors. From a methodolog-
ical perspective future research should use structural
equation modeling techniques and include tests of the
lagged effect of musculoskeletal problems on the devel-
opment of psychosocial work stressors.

WORK-RELATED STRESS AND INTERRUPTIONS IN THE
EMERGENCY DEPARTMENT

Pravettoni, G., Universita degli Studi di Milano, Mi-
lano, Italy; Lucchiari, C., Universita Degli Studi di Mi-
lano, Milano, Italy; Jabes, D., Universita IULM di Mi-
lano, Milano, Italy; Campagnoli, L., Universita Degli
Studi di Milano, Milano, Italy

Abstract: The impact of interruptions in the work-
place has begun to receive a lot of attention in the last
few years (Mark, Klocke, 2008). Different studies have
shown that interruptions can result in lapses of atten-
tion, memory or perception increasing cognitive load,
stress and anxiety, deteriorating decision-making per-
formance, but data are not always convergent (Hudson
et al., 2002). In particular, in healthcare only lim-
ited evidence (Ebright et al., 2003) has been available.
This study investigated the impact of interruption of
physician stress in an emergency care department of

an Italian Hospital. A total amount of 180 h of ob-
servation were performed. Observed physicians were
evaluated for cognitive level of stress before and after
the observed work shift. Visual analogical measures
and a Self-Perceived Stress scale were used. We also
evaluated personality dimensions using the BIS/BAS
scale (Carver and Whyte, 1994). BIS reflects a reac-
tion towards events that occurred (like interruptions),
and hence a sensitivity to these events. We found that
doctors were typically interrupted 7.1 times per hour;
18% percent of all tasks were interrupted. Consistent
with the literature, the sources of interruptions most
often were other physicians (23%), and fixed telephone
(21%). In 84% of the interruptions, physicians returned
to the interrupted activity; in 16% they did not. Inter-
ruptions led emergency department doctors to spend
less time on the tasks they were working on. Further-
more, a significant correlation between the number of
interruption and the level of stress variation was found.
We also found that doctors with higher scores at the
BIS scale actually showed higher level of work related
stress, but we didn’t’ find a correlation with the num-
ber of interruptions experienced. The study suggests
that interrupted physicians often experience a higher
workload, more stress, more time pressure, leading peo-
ple to change not only work regularity but also men-
tal and physiological states. The effect of this change
might be mediated by some biological and personal-
ity dimensions. Our data may be a starting point to
improve the emergency department sterilization by in-
terruptions helping physician to reduce cognitive work-
load and stress and thus limiting the potentials effect
on adverse events.

Symposium: Entrepreneurship journey:
Understanding Entrepreneurs and business
opportunities from a Psychosocial
Perspective

Main topic area: Changing Employment Relations
Location: 0.4 Brussels (8:30-9:45)

Chair: Caetano, A., ISCTE-Lisbon University Insti-
tute, Lisboa, Portugal

Abstract: Today it is largely assumed that academic en-
trepreneurship is one of the fundamental motors of eco-
nomic growth and wealth creation (Shane, 2004). This
symposium intends to enhance knowledge on the main
psychosocial and cognitive issues on entrepreneurship.
There are two main entrepreneurial aspects that par-
ticularly benefit from psychological theory. On the one
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hand, the entrepreneurial success, potential and inten-
tions, have been progressively explained by psychoso-
cial dimensions, using different theoretical frameworks
and methods. On the other hand, the business op-
portunities recognition process and the entrepreneurial
motivation have been progressively gathering evidence
from the cognitive theory and motivation regulatory
theories. Presenting five studies about these main sub-
jects, this symposium includes innovative contributions
based on psychosocial theories to the entrepreneurship
research. The paper of Dominika Dej, Ute Stephan
and Marjan Gorgievski explores cross-cultural similar-
ities and differences in subjective entrepreneurial suc-
cess evaluations on German and Polish entrepreneurs.
Juan A. Moriano, Francisco Linan and Inmaculada
Jaén research aims to contribute to better understand-
ing how values and socioeconomic factors determine, or
co-determine, the entrepreneurial intention, on Span-
ish university students. The research of Susana Cor-
reia Santos and Anténio Caetano presents a theoret-
ical model on entrepreneurial potential and its oper-
ationalization through the Entrepreneurial Potential
Assessment Inventory and the Entrepreneurial Poten-
tial Index. The study of Deirdre O’Shea and Finian
Buckley develops a taxonomy of motivation regulation
strategies used by early-stage entrepreneurs to progress
their goals, as part of a wider study on self-regulatory
processes. The paper from Silvia Fernandes Costa and
Anténio Caetano aims to understand how individuals
use the dimensions of the business opportunity proto-
type in two different stages of the entrepreneurial pro-
cess: business opportunity recognition and decision to
launch a venture. This symposium gathers important
findings about entrepreneurship and on its explanation
from a psychosocial perspective and suggestions for in-
creasing entrepreneurial activity. Moreover, the psy-
chology of entrepreneurship research findings presents
itself as a tool of high value to the community, since it
allows students, teachers, academics and financial fun-
ders of entrepreneurial projects to predict, understand
and regulate the entrepreneurial behavior.

CROSS-CULTURAL DIFFERENCES AND SIMILARITIES IN
IMPORTANCE AND ACHIEVEMENT OF SUBJECTIVE EN-
TREPRENEURIAL SUCCESS

Dej, D., Technical University Dresden, Dresden, Ger-
many; Stephan, U., Catholic University of Leuven,
Belgium; Gorgievski, M.J., Erasmus University Rot-
terdam, Rotterdam, The Netherlands

Abstract: Entrepreneurship research focuses predomi-
nantly on traditional economic outcomes such as job
creation (Newtion, 1995; 2001; Van Praag & Versloot,

2007), economic performance, and innovation (e.g.
Hitt, Ireland, Camp, & Sexton, 2001; Lechler, 2001).
In contrast, psychologists investigate the subjective
perspective, such as how entrepreneurs themselves de-
fine and evaluate their own success. The current study
explores cross-cultural similarities and differences in
subjective success evaluations. We tested two contrast-
ing hypotheses. On the one hand, the understanding of
success was expected to be equivalent across cultures
according to the fact that entrepreneurs worldwide
have a common social identity. On the other hand we
expected systematic differences in the importance at-
tached to certain success criteria, attributable to vari-
ations in work values across cultures. Self-developed
scales measuring the importance entrepreneurs attach
to success criteria and the extent to which they have
achieved them have been distributed to 184 German
and 70 Polish entrepreneurs.Confirmatory factor anal-
yses revealed the importance of success scale consists
of: (1) personal fulfilment, (2) workplace relations, (3)
community impact, (4) personal rewards and (5) com-
pany performance. Achievement of success is composed
of (1) financial outcomes, (2) personal balance, (3) dy-
namism/growth, (4) workplace relationships and (5)
community impact.Multigroup analyses revealed that
the structure underlying the importance scale and the
achievement of success criteria is equivalent across cul-
tures. Furthermore, Polish and German entrepreneurs
scored differently on both scales. Polish entrepreneurs
value Personal and Financial Rewards (good life, per-
sonal income enhancement) higher than German en-
trepreneurs, who in turn reported greater achievement
of their firms’ community impact and their relations
with employees and co-entrepreneurs. This study con-
tributes to cross-cultural entrepreneurship research by
providing valid measures of importance and achieve-
ment of success criteria and demonstrating their cul-
tural equivalency. Furthermore, our study suggests
that internationally active entrepreneurs should be
aware of possible differences in the importance of suc-
cess outcomes which may potentially lead to conflicting
expectations. In particular, such differences should be
taken into account when developing trainings of inter-
cultural competencies in business settings.

THE INFLUENCE OF VALUES ON THE DEVELOPMENT
OF ENTREPRENEURIAL INTENTIONS IN SPAIN

Moriano, J.A., Universidad Nacional de Educacion a
Distancia (UNED), Madrid, Spain; Linan, F., Univer-
sidad de Sevilla, Sevilla, Spain; Jaen, 1., Universidad
de Sevilla, Sevilla, Spain
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Abstract: The theory states that the intention is the
best predictor of any of planned behavior, including
entrepreneurship. Thus, "potential entrepreneurs” are
those with high entrepreneurial intention. It seems
clear that the rate of entrepreneurial activity (start-
ups) of a country or region depends essentially on
the number and characteristics of its potential en-
trepreneurs. Therefore, this research aims to con-
tribute to better understanding how values and socioe-
conomic factors determine, or co-determine, the en-
trepreneurial intention, trying to fill this gap in the
literature. The study examines the value-intention link
in entrepreneurship on a sample of 3415 Spanish uni-
versity students. Schwartz’s Portrait Value Question-
naire (PVQ) is used to measure values. Results con-
firm the positive effects of openness to change and self-
enhancement values dimensions on the development of
entrepreneurial intention in Spain.

ASSESSING ENTREPRENEURIAL POTENTIAL: INVEN-

TORY AND INDEX

Correia Santos, S., Instituto Universitdrio de Lisboa
(ISCTE-IUL), Lisboa, Portugal; Caetano, A., Instituto
Universitdrio de Lisboa (ISCTE-IUL), Lisboa, Portu-
gal

Abstract: The present study aims to contribute to
the development of the theoretical and empirical en-
trepreneurship field, through the proposal of an en-
trepreneurial potential assessment instrument and in-
dex. Thus, this study (a) presents a theoretical model
for the operationalization of entrepreneurial potential
including eleven first-order skills and four second-order
dimensions; (b) empirically tests the theoretical model
on two samples: one composed of university students
(N=580) and the other composed of young employ-
ees; (N = 552) (c) contributes to the empirical validity
of the Entrepreneurial Potential Assessment Inventory
(EPAI); and (d) presents the Entrepreneurial Potential
Index (EPI). Departing from the evidence in the litera-
ture, it is possible to explain the entrepreneurial poten-
tial construct on four dimensions: (a) entrepreneurial
motivations; (b) psychological competencies; (c) so-
cial competencies; and (d) management competencies.
Multi-group confirmatory factor analyses evidenced
good fit indices. We also present the Entrepreneurial
Potential Index algorithm and some predictive validity
preliminary insights on a third sample of entrepreneurs
(N=92). Generally, there are evident differences in the
pattern of the first and second order dimensions of the
entrepreneurial potential of the university students and
young employees. This study also presented the devel-
opment of the Entrepreneurial Potential Index (EPI).

This Index makes it possible to position individuals
on a measurable continuum of entrepreneurial poten-
tial, and thus allows the comparison among them. The
results evidence that young employees show a greater
mean value of EPI than university students. The In-
ventory and the Index are presented, tested and vali-
dated methodologically. Regarding the practical impli-
cations, the Inventory and the Index can be established
as a tool of high value to the community to help iden-
tify competencies requiring development, and to help
design or adjust training courses in entrepreneurship.

KEEPING ONESELF ON TRACK: THE DEVELOP-
MENT OF A TAXONOMY OF MOTIVATION REGULATION
STRATEGIES IN EARLY STAGE ENTREPRENEURS

O’Shea, D., Kemmy Business School, University of
Limerick, Limerick, Ireland; Buckley, F.L., DCU Busi-
ness School, Dublin City University, Ireland

Abstract: Entrepreneurs are seen as highly enthusias-
tic and driven towards their work, due to their high
interest and investment in their ventures. However,
in developing successful ventures, they must also en-
gage in activities of less interest for them. It falls to
the entrepreneur themselves to ensure that such tasks
are accomplished to ensure the continued existence of
their venture. This type of motivation is referred to
in the literature as motivation regulation, and con-
cerns the thoughts and actions through which indi-
viduals deliberately try to influence their motivation
regarding a particular activity (Wolters, 2003). These
strategies pertain to the striving portion of the moti-
vational process. Kanfer and Heggestad (1997) suggest
that the use of various self-regulatory strategies or mo-
tivational skills represent critical person skills in the
workplace.The purpose of the present research was to
develop a taxonomy of motivation regulation strategies
used by entrepreneurs. Drawing on previous literature,
a theoretical framework was developed, which included
the macro-categories of metamotivation, metavolition,
motivation regulation, volition regulation and regu-
lation of volitional cognition. Motivation regulation
strategies were assessed qualitatively by asking seventy
five early-stage entrepreneurs how they keep their mo-
tivation high to progress their goals, as part of a wider
study on self-regulatory processes. The responses were
coded using the framework above, but the analysis was
left open for emerging strategies. The strategies were
subsequently analyzed using graph theoretic analysis to
identify commonalities between them, and further sup-
port the theoretical framework.The results supported
the framework, demonstrating that entrepreneurs uti-
lize a wide range of strategies to enhance their moti-

Thursday

8:30-9:45



14

EAWOP Conference 2011

vation. Given the nascent stage of research on moti-
vation regulation, the present research advanced cur-
rent thinking both from the perspectives of motivation
skills/regulation, and entrepreneurial motivation. The
theoretical framework developed and assessed will aid
future research to empirically test the role such strate-
gies play in the broader process of self-regulation. From
a practical perspective, identifying effective strategies
for the enhancement of motivation can inform the de-
velopment of meta-skills training.

BUSINESS OPPORTUNITY RECOGNITION: THE RoOOT
OF ENTREPRENEURIAL PROCESS

Costa, S.F., Instituto Universitdrio de Lisboa (ISCTE-
IUL), Lisboa, Portugal; Caetano, A., Instituto Univer-
sitdrio de Lisboa (ISCTE- IUL), Lisboa, Portugal

Abstract: Entrepreneurship’s research field focuses on
how, by whom and by what means business opportu-
nities are discovered, evaluated and exploited (Baum,
Frese, Baron & Katz, 2007). To answer these ques-
tions it is fundamental to understand entrepreneurship
as a process that has its roots on business opportu-
nity recognition (Baron & Shane, 2005).The present
study aims to understand how individuals use the di-
mensions of the business opportunity prototype in two
different stages of the entrepreneurial process: busi-
ness opportunity recognition and deciding to exploit
it. The research design includes scenarios on poten-
tial business opportunities based on the “connect the
dots” perspective (Baron, 2006) and in the dimensions
of the business opportunity prototype (Baron & Ens-
ley, 2006), with three different conditions each (solves
costumers problems, cash flow and manageable risk).
Results allowed to identify the prototypical dimensions
and to understand how individuals use them in the two
stages of the entrepreneurial process. Both in business
opportunity recognition and decision to launch a ven-
ture stages initial attention is offered to manageable
risk analysis. However, in recognition stage attention
directs to cash flow, while in the second stage atten-
tion is focussed to solving the costumer’s needs.The
present study contributes to the comprehension of en-
trepreneurship and points out the importance of cog-
nitive theory in this study field. It also contributes to
understand how individuals use their mental structures
in the business recognition process.

Presentations: Emotions and
Organizational Functioning

Main topic area: Emotions In The Workplace

Location: 0.5 Paris (8:30-9:45)

Chair: Bonigk, M., Universite du Luxembourg, Walfer-
dange, Luzembourg

STRESSOR-EMOTION MODEL OF COUNTERPRODUC-
TIVE WORK BEHAVIOR: THE MODERATING ROLE OF
IRRITABILITY

Fida, R., Sapienza University of Rome, Rome,
Ttaly; Paciello, M., International Telamatic University
Uninettuno, Rome, Italy; Barbaranelli, C., Sapienza
University of Rome, Rome, Italy; Tramontano, C., In-
valsi, Rome, Italy

Abstract: This study is aimed at investigating the mod-
eration role of irritability in the stressor emotion model
of counterproductive work behaviors (CWB, Spector
& Fox, 2005). At the heart of this model is the idea
that environmental stressors elicit negative emotional
responses in individuals, who then are motivated to
engage in CWB aimed at reducing the negative feel-
ings. A large body of researches attests that individ-
ual differences variables can potentially affect the re-
lation among job stressors, negative affective reaction
and CWB. The majority of these studies have exam-
ined the role of basic traits of personality (neuroticism,
agreeableness, anger trait, anger anxiety etc). Focusing
on the literature of aggression and personality in the
current work we will consider one of the most relevant
aggression-related disposition, that is irritability (Bet-
tencourt, 2006; Caprara et al., 1985). This personality
dimension has been instrumental in examining both the
traditional frustration-aggression, and in better appre-
ciating the role of emotional regulation in various form
of aggression. We are not aware of any research that
have examined all the stressor-emotion relations simul-
taneously and considering as moderator a specific ag-
gression related disposition. The participants for this
study were about 700 working adults (53.5% women)
with a mean age of 40 years (SD = 11). An anonymous
self report questionnaire was administered. Results of
a multigroup structural equations model and the cor-
respondent fit indices clearly supported the evidence of
the moderating action of irritability in the causal net-
works linking stressful job conditions, negative emo-
tional reaction and CWB. Specifically irritable work-
ers in the presence of job stressors are more at risk for
negative emotional reaction and CWB. Results have in
fact shown a higher propensity of these workers in en-
gage in CWB in response of a certain frustrations. The
study of individual differences may pave the way to a
better understanding of persons who more frequently
than others resort to aggression and CWB at work as
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well as aid in the design of appropriate interventions
aimed to prevent undesirable outcomes.

ARE ORGANIZATIONS INTELLIGENT? ORGANIZA-
TIONAL EMOTIONAL INTELLIGENCE. DEVELOPMENT
OF A MODEL

Giorgi, G., University of Firenze, Firenze, Italy

Abstract: The aim of this paper is to expand ex-
isting models of individual differences (Bliese, 2007)
to the organizational level and provide an empirical
study on the potential of the organizational emotional
intelligence assessment. We propose that organiza-
tional emotional intelligence is composed of the av-
erage level of individual emotional intelligence of or-
ganization members. Sample comprised several Ital-
ian companies. More than 1000 employees compiled
the Organizational Emotional Intelligence Question-
naire (Giorgi and Majer, 2009). We demonstrate suf-
ficient within-organization and between-organization
difference to consider emotional intelligence a collec-
tive organizational characteristic. A model of organiza-
tional emotional intelligence was also developed which
incorporated relationships among emotional competen-
cies. Structural equation modelling was used. In ad-
dition, the model show that organizational emotional
intelligence is positively associated with employees’ life
balance, mood and stress. Thus, organizational emo-
tional intelligence can be considered a new valuable ad-
vantage for organizations. The model developed within
this paper integrates prior theoretical work on emo-
tional intelligence and helps researchers to focus on in-
dividual differences at also different levels of analysis.

RESISTANCE TO ORGANIZATIONAL CHANGE: THE

ROLE OF ANGER REGULATION STRATEGIES

Bonigk, M., Universite du Luzembourg, Walferdange,
Luzembourg; Happ, C., Universite du Luxembourg,
Walferdange, Luxembourg; Steffgen, G., Universite du-
Luzembourg, Walferdange, Luzembourg

Abstract: Based on the Affective Events Theory (AET;
Weiss & Copranzano, 1996), it can be concluded that
resistance to change can be predicted by employees‘ ha-
bitual anger regulation strategies during work. Anger
regulation strategies that are functional for recovering
or increasing individual well-being, like providing feed-
back, downplaying the incident’s negative impact, hu-
mor or distraction, will decrease the likelihood of re-
sistant behavior during change. Dysfunctional regu-
lation strategies in terms of well-being, like venting,
submission or rumination, will increase the likelihood
of resistance against the change project. Further on,

it can be hypothesized that this relationship will be
mediated by affective commitment to change and by
the intensity of the experienced anger. 192 employees
of an industrial company and of municipal adminis-
trations in Luxembourg participated in the study - 85
of them undergoing procedural change, 107 of them
being confronted with short-time work and downsiz-
ing during the economic crisis in 2009. Habitual anger
regulation strategies were measured with the Anger-
Related Reactions and Goals Inventory (ARGI; Kubiak
et al., in press) and affective commitment to change
with a slightly shortened version of the Commitment
to Change-Scale (Herscovitch & Meyer, 2002). Selected
items of the State-Trait Anger Expression Inventory
(Spielberger, 1999) have been chosen to assess anger
state. Hypotheses were tested by hierarchical regres-
sion analysis. Findings indicate that the anger regula-
tion strategies venting, rumination and humor increase
the likelihood of resistance to change. Only submission
decreases the likelihood of resistance to change when
combined with avoidance intentions. These relation-
ships are either mediated by affective commitment to
change or by the intensity of change anger. Based on
the results, a differentiation between judgment driven
and affect driven resistance to change is suggested. Fi-
nally, specific implications of the different anger reg-
ulation strategies for resistance during organizational
change are discussed, focusing on the prevention of de-
viant resistance and the productive use of judgment
driven resistance. Considerations also include dealing
with reduced well-being as a consequence of suppressed
anger in organizations.

USING NEGATIVE EMOTIONS TO MOTIVATE ONESELF

Strack, J., ISCTE-Lisbon University Institute, Lisbon,
Portugal; Lopes, P., Catholic University of Portugal,
Lisbon, Portugal; Fernandez-Berrocal, P., University
of Mdlaga, Mdlaga, Spain

Abstract: Some people work best under pressure, while
others break down under stress. The present studies
examined how stressors can be motivating for some
people but not for others. In particular, we focused
on how people manage the negative emotions that are
associated with stressful situations, i.e. anxiety and
anger. In line with the framework of instrumental emo-
tion regulation (Tamir, 2005), we explored how peo-
ple can be motivated by these negative emotions. Al-
though these negative emotions are unpleasant, they
provide energy, focus and determination to work hard
towards a future goal. Consequently, people may wel-
come experiencing stress and the negative emotions as-
sociated with it, because these emotions prompt them
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to work with more effort. Therefore, they may ap-
praise stressors as motivators. In line with this assump-
tion, the present studies looked at how people motivate
themselves with negative emotions at work and at uni-
versity. In Study 1 (185 university students) we found
that using anxiety to motivate oneself (i.e. anxiety
motivation) was positively associated with persistence
in goal striving, and this relationship was mediated
by appraising stressors positively (challenge stress ap-
praisals). Anxiety motivation was also associated with
a higher academic grade. Likewise, in Study 2 (191
journalists) we found that anxiety motivation (and us-
ing anger to motivate oneself, i.e. anger motivation)
was positively associated with persistence in goal striv-
ing. Again, this relationship was mediated by challenge
stress appraisals. Anxiety motivation and anger moti-
vation were also associated with higher job satisfaction.
Importantly, in both studies clarity of emotions moder-
ated the relationship between trait anxiety/anger and
using these emotions to motivate oneself. Individu-
als high in emotional clarity were more likely to use
their negative emotions to motivate themselves than
individuals low in emotional clarity. Our findings offer
an explanation for how people can not only cope with
stress effectively, but even use this stress to their ad-
vantage. These findings provide a new perspective on
stress perceptions and motivation, and therefore have
implications for training, stress management and in-
creasing motivation at the workplace. In particular,
our findings suggest that targeting emotional clarity in
employees may help them to use their negative stress
emotions for motivation.

Symposium: Conceptualizing and
operationalising HR practices

Main topic area: Human Resource Management
Location: 0.6 Madrid (8:30-9:45)

Chair: Beijer, S., Tilburg University, Tilburg, The
Netherlands

Abstract: The relationship between Human Resource
Management and performance is one of thedominant
topics in contemporary HRM research (Paauwe, 2009).
Knowledge on thisrelationship has moved forward and
consensus seems to exist on the importance of Human-
Resource (HR) practices as a vehicle through which
HRM affects outcomes. Despite theimportance at-
tached to HR practices and the advancement of knowl-
edge on the HRMperformancelinkage, a lack of con-
sensus exists on how HR practices should beconcep-
tualized and measured. This issue has already been

identified almost 15 years ago(Becker & Gerhart, 1996)
but is still present today (Kepes & Delery, 2006). How-
ever,improving construct clarity of one of the core vari-
ables in HR research is crucial since it is aprereq-
uisite for knowledge accumulation (Suddaby, 2010).
This further development of theconstruct should go
hand in hand with the development of measures of
HR practices (Peccei,2004).Current conceptualizations
and operationalisations of HR practices can be ar-
gued to vary on anumber of dimensions. The objec-
tive of the symposium is to discuss these dimensions
of HRpractices. One dimension concerns the range of
functional practices included inconceptualizations and
operationalisations of HR practices. The contribution
by Mayrhoferfocuses on the convergence of functional
HR practices over time in Europe. Secondly, thespe-
cific level in the HR architecture that HR practices
are studied at varies. Third,conceptualizations differ
in what is thought to be the appropriate source of
data collection.The contribution by Clinton and Guest
shows though that the source of data might stronglyaf-
fect findings of studies. Fourth, the scale of measure-
ment, which includes the specificindicator (e.g., use,
presence), varies strongly between studies. Marescaux,
De Winne, andSels examine an alternative measure
of which the indicator refers to employee perceptions
ofHR differentiation. Lastly, which functional practices
should be included in systems requiresfurther atten-
tion. Dorenbosch examines the role of performance
management practices inHPWSs. In the contribution
by Beijer, Paauwe, Peccei, and Van Veldhoven HR
practice itemsare classified in terms of the five dimen-
sions outlined above which illustrates wide variationin
operationalisations used in extant research. By dis-
cussing dimensions of HR practices,possible ways for-
ward with regard to conceptualizing and operational-
ising HR practices couldbe discussed.

A CONTENT ANALYSIS OF HR PRACTICE ITEMS

Beijer, S., Tilburg University, Tilburg, The Nether-
lands; Paauwe, J., Tilburg University, Tilburg, The
Netherlands; Peccei, R., Tilburg University, The
Netherlands € King’s College London, UK ; Veldhoven,
M.J.P.M. van, Tilburg University, The Netherlands

Abstract: Previous work on the conceptualization of
HR practices has primarily focused oninconsistencies
in the range of functional practices covered. Other
issues, such as the numberand nature of raters, and
the specific indicators used, also require attention. In
the currentstudy, five dimensions of HR practice con-
ceptualizations were examined (see above). Adatabase
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was created consisting of 922 HR practice items stem-
ming from 39 studies. The 922HR practice items were
then classified in terms of five dimensions providing
a valuableinsight into the conceptual domain of HR
practices measures used in extant HRM research.Initial
item-level analyses revealed wide variation in the con-
ceptualization andoperationalisation of HR practices.
No less than 72 distinct functional practices wereiden-
tified with only 7 practices covered in the majority of
studies. The most frequently usedresponse option was
the Likert scale, but common use was also made of a
yes/no responseformat and of ratings of the propor-
tion of employees covered. Preliminary analyses indi-
catedthat choices made on different dimensions were
interrelated suggesting that combinations ofitem-types
can be distinguished. The implications of the findings
for knowledge accumulationin the field of HRM are dis-
cussed.

MORE OF THE SAME? RESEARCHING HRM OVER
TIME AND ACROSS COUNTRIES — MAJOR INSIGHTS AND
LESSONS TO LEARN.

Mayrhofer, W., Vienna University of Economics and
Business, Vienna, Austria

Abstract: This contribution uses insights and data
gained from 20 years of research studying thedevel-
opments of HRM in Europe to explore the notion of
‘European HRM’, the meanings ofconvergence and di-
vergence in HRM, and the empirical evidence in partic-
ular within Europe.First, the contribution argues that
there are a number of conceptually unique characteris-
tics of European HRM. Second, focusing on convergence
at the national level, the contributionoffers a more nu-
anced conceptualization of convergence than has been
evident in previousliterature. Third, it draws upon
a study that empirically analyzes the development of
HRM oflarger private sector firms in European coun-
tries in the last two decades. Overall, there issome evi-
dence of directional convergence — practices increasing
or decreasing in the sameway across the countries — but
no evidence of final convergence — countries becoming
morealike in the way they manage people. The findings
presented in this contribution haveimportant implica-
tions for theories of convergence, theories of HRM, the
methodology ofresearching HRM over time and in dif-
ferent countries, and for practitioners in multination-
alcorporations.

AGREEMENT BETWEEN EMPLOYEE AND EMPLOYER
REPORTS OF HR PRACTICES: A EUROPEAN STUDY

Clinton, M., King’s College London, London, UK;
Guest, D.E., King’s College London, London, UK

Abstract: This paper considers the appropriate source
of information about the presence of HR prac-
ticeswithin organisations and in particular whether this
information should be collected at theorganisational
level using HR manager respondents (i.e. from em-
ployers) or from employeesof the organisation. Data
are presented from a large multinational study of over
200organisations in the manufacturing, education and
retail and service sectors in six Europeancountries and
Israel. Only a modest association was found be-
tween reports of HRM fromemployers and employees,
as HR managers report a greater number of practices
being presentwithin the organisation than employees.
This finding is invariant across both sector andcoun-
try, supporting other findings in US, New Zealand
and Japan and identifies a highlyrobust effect. Only
employee-rated HRM contributed to higher employee
performance(manager-rated), which suggests greater
predictive validity of employee reports. Howeverlittle
is known about why employers and employees differ
in ratings of HR practices.Exploratory analyses point
towards the psychological contract as a potential ex-
planatorymechanism with differences between employ-
ers’ and employees’ perceptions of the deliveryof com-
mitments relating to HR practices contributing to this
disagreement on the presence of HR practices. Implica-
tions for measuring HR practices are considered.

HR DIFFERENTIATION: YOU WIN SOME, YOU LOSE
MORE

Marescaux, E., Lessius University College, Katholieke
Universiteit Leuven, Antwerp, Leuven, Belgium;
Winne, S. de, Lessius University College, Antwerp,
Belgium, Katholieke Universiteit Leuven, Leuven, Bel-
gium; Sels, L., Katholieke Universiteit Leuven, Leuven,
Belgium

Abstract: Standardization of HR has long been the
norm in organizations. Accordingly, researchfocuses
on measuring the presence of HR practices assuming
they apply equally across allemployees. However, it is
increasingly argued that differentiating HR practices —
e.g based onworkers’ performance or needs — may be
crucial to attract, motivate and retain employees.Yet,
as employees compare their work situation with the one
of referent colleagues,differentiating HR practices may
cause some employees to feel advantaged while others
mayfeel set back. As such, what an organization wins
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in terms of motivation, attitudes andbehavior among
the former group, she may lose among the latter. We
therefore developed analternative measure of HR, cap-
turing whether employees perceive differentiation in
theirwork environment and if so, whether they feel ad-
vantaged or set back. Preliminary analyseson a sam-
ple of 28395 employees show that HR differentiation
relates negatively to justiceperceptions and attitudes.
Our findings also suggest that organizations lose more
in terms ofjustice perceptions and attitudes among em-
ployees who feel set back than they gain amongfavor-
ably treated employees. Differentiating HR may thus
not unequivocally motivate andretain employees as a
backfire effect is possible among less favorably treated
employees.

INCLUDING PERFORMANCE MANAGEMENT PRACTICES
IN HIGH PERFORMANCE WORK SYSTEM MEASURES:
DON’T DO IT OR DO IT DIFFERENTLY?

Dorenbosch, L., TNO Institute for Work & Employ-
ment

Abstract: High performance work systems (HPWSs)
are typically conceptualized as a group or bundleof
separate but interconnected HRM practices that to-
gether recruit, select, develop, motivate,and retain em-
ployees in such way that it benefits organizational
performance. Performancemanagement-related prac-
tices such as performance appraisals and incentive pay
areconsidered to be a core HRM practice that theo-
retically distinguishes HPWSs from otherHRM mod-
els. Therefore, the multitude of measures used in re-
search to tap the extent to whichorganizations deploy a
HPWS almost always contains a certain type of perfor-
mancemanagement practice. Yet, empirical evidence
that would justify its inclusion among otherHRM prac-
tices in a single composite HPWS measure is remark-
ably mixed. First of all, ameta-analysis by Combs et
al. (2006) including 92 studies concludes that per-
formanceappraisal (that theorists deem a high perfor-
mance work practice) has no significant effect onorga-
nizational performance. Also in later studies and own
research that included a HPWSmeasure, the separate
performance management items do not act in accor-
dance with HPWStheory. In this conceptual contri-
bution we reflect on the theoretical and methodolog-
icalreasons and solutions for this inconsistency that
might obstruct knowledge accumulation,pollute theo-
retical advancements but also undermine the practical
validity of the HPWSframework.

Presentations: Work Motivation

Main topic area: Organizational Behavior
Location: 0.7 Lisbon (8:30-9:45)

Chair: Strobel, M., Technische Universitit Minchen,
Miinchen, Germany

ADULT AGE DIFFERENCES IN ACHIEVEMENT GOALS:
EFFECTS ON SELF-EFFICACY AND AFFECT AT
WORK

Heidemeier, H., Jacobs University Bremen, Bremen,
Germany; Staudinger, U.M., Jacobs University Bre-
men, Bremen, Germany

Abstract: This study examined age-related differences
in the degree to which adults of working age endorse
a performance- or learning-goal orientation, as well as
different types of achievement goals (2 x 2 framework).
Based on a literature review of results from lifespan
research, the study tested the hypothesis that the ad-
verse effects that are associated with a performance-
goal orientation and avoidance achievement goals were
more pronounced for older adults. Results from a field
sample of 719 employees (21 - 62 yrs.) did not show
age-related differences in the degree to which adults
endorsed different types of achievement goals. Only
learning-goal orientation yielded a small negative cor-
relation with age. But as expected, older adults who
endorsed a performance-goal orientation or avoidance
achievement goals reported lower competence-related
beliefs, as well as more negative and less positive af-
fect at work. Implications for an aging workforce are
discussed.

EFFECTS OF JOB ENRICHMENT INTERVENTIONS:
A META-ANALYTIC INTEGRATION OF QUASI-
EXPERIMENTAL STUDIES

Schewe, A.F., Universitit Bielefeld, Bielefeld, Ger-
many; Maier, G.W., Universitit Bielefeld, Bielefeld,
Germany

Abstract: Motivational work characteristics?like auton-
omy, skill and task variety, task feedback and signifi-
cance?explain about 25 % of variance in job satisfaction
and internal work motivation (Humphrey, Nahrgang, &
Morgeson, 2007). For more than four decades, job re-
designers are therefore trying to increase individual and
organizational well-being and performance by enriching
and enlarging jobs. Despite the fact that many docu-
mented implementations failed or caused only short-
term changes, textbooks unequivocally promote their
use and practitioners appreciate these classical tools.
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Is this glorification deserved? Our work investigates
the effect of job enrichment beyond cross-sectional re-
search and meta-analytically integrates effects of more
than 40 quasi-experimental studies. We assessed the
interventions’ effects on job characteristics and moti-
vational states (as proposed by the Job Characteristics
Theory: Hackman & Oldham, 1975), and effects on in-
dicators of personal and organizational functioning and
well-being. Analyses showed that job enrichment inter-
ventions indeed increase the motivating potential of the
workplace. For direct and distal consequences (e.g.,
satisfaction, performance, and withdrawal) we found
small to moderate overall effects. As moderating vari-
ables on the redesign effects we investigated cultural
background, workers’ skill level and occupational field,
and the integration of the intervention in a strategic
organizational change. Our work offers evidence-based
insights how to use enrichment strategies in order to
provide decent work for today’s workforce.

EFFECTS OF AUTHENTICITY AND SOCIAL IDENTITY
ON MOTIVATION, COMMITMENT AND OUTCOMES OF
ORGANIZATIONAL MERGERS

Raes, J. van, UC, Kortenberg, Belgium; Witte, H.
de, Katholieke Universiteit Leuven, Leuven, Belgium;
Steensma, H., Leiden University, Leiden, The Nether-
lands

Abstract: Aims. Aims were to test a model of the
relationships between authenticity, personal and so-
cial identity, motivation, commitment, job satisfaction,
and performance of employees during and after orga-
nizational mergers. Moreover, the aim was to develop
instruments for organizational change projects and to
contribute to evidence-based change management. The
model integrates two modules: a Social Identity The-
ory (SIT) module and the authenticity module.. The
model states that authentic persons demonstrate au-
tonomy in selecting interpersonal or intergroup per-
spectives in perception, evaluation and behaviour, even
in situations of high group salience. Frequently they
select individualized perspectives, but contrary to pre-
dictions of SIT, authentic persons will communicate
effectively in situations of non-shared social identity.
Method. Modules were tested in two studies. In study
1, employees (N = 188) of six health centers which had
been formed recently by a merger filled out question-
naires. Study 2. In five focus groups (N at least 13
participants in each group) group members discussed
first, which well-known persons (politicians, captains
of industry) were characterized by high authenticity;
and secondly, the antecedents and outcomes of authen-
ticity. Results. Study 1. The classical SIT model

stood its test very well. Pre-merger commitment and
ingroup continuity predicted post-merger commitment
of employees. Post-merger commitment predicted job
satisfaction, job performance, and organizational citi-
zenship. Other hypotheses, not derived from SIT, also
were confirmed. Study 2. Authenticity of persons can
be recognized easily. Authenticity seems to result from
personal characteristics, ’key experiences’, and intrin-
sic motivation. Authentic persons contribute strongly
to the success of change projects. Conclusions. Com-
bining knowledge of authenticity with SIT resulted in
more refined predictions. Findings of the studies were
used to develop better merger processes by enhancing
new social identity, by selection procedures, and by
appointing authentic ’change champions’. The project
resulted in new instruments to monitor mergers and
to train employees and leaders. Moreover, the project
leads to advances in evidence - based change manage-
ment.

HOW FUTURE ORIENTATION PROMOTES ORGANIZA-
TIONAL CITIZENSHIP BEHAVIOR: THE MEDIATING
ROLE OF REGULATORY FOCUS

Tumasjan, A., Technische Universitit Miinchen,
Miinchen, Germany; Strobel, M., Technische Univer-
sitdt Minchen, Miinchen, Germany; Welpe, 1., Tech-
nische Universitdt Miinchen, Minchen, Germany

Abstract: Future orientation has been associated with
several positive work attitudes and behaviors. In this
study we investigate how future orientation influences
organizational citizenship behavior (OCB). Although
future-oriented thinking has been positively associated
with OCB in the previous literature, systematic em-
pirical research on this relationship is still lacking. In
particular, the mechanisms by which future orientation
can enhance OCB are largely unknown. Building on
previous theoretical work (Dewett & Denisi, 2007), we
use regulatory focus theory to explain how future orien-
tation differentially affects three components of OCB,
namely civic virtue, conscientiousness, and altruism.
We propose that future orientation exerts its positive
influence on civic virtue and altruism by enhancing an
individual’s promotion focus, while it exerts its positive
influence on conscientiousness by enhancing an individ-
ual’s prevention focus. We tested our predictions in a
series of multiple mediation structural equation models
using a sample of 258 working adults. In line with our
predictions, the influence of future orientation on con-
scientiousness was mediated by prevention focus, but
not by promotion focus, while the influence of future
orientation on civic virtue was mediated by promotion
focus, but not by prevention focus. However, contrary

Thursday

8:30-9:45



20

EAWOP Conference 2011

to our predictions, the influence of future orientation
on altruism was mediated by prevention focus, but not
by promotion focus. Our research indicates that foster-
ing future orientation may enhance employees’ engage-
ment in extra-role behavior. Our findings also imply
that distinct components of citizenship behavior can
be supported by cultivating employees’ promotion or
prevention focus, respectively.

THE RELATIONSHIP BETWEEN MOTIVATIONAL TRAITS
AND DEVIANT WORK BEHAVIORS IN AN INDUSTRIAL
COMPANY IN IRAN

Arshadi,
Iran

N., Shahid Chamran University, Ahvaz,

Abstract: Relations between approach and avoidance
motivational traits and workplace deviance were in-
vestigated. Approach motivation was divided in to 2
traits: personal mastery (i.e., desire to achieve) and
competitive excellence (i.e., desire to perform better
than others). Avoidance motivation, which reflects
one’s sensitivity to negative stimuli and the desire to
escape such stimuli, was conceptualized as motivation
anxiety. Using structural equation modeling (SEM),
the relations were examined in a sample 0f350 employ-
ees in an industrial company in Iran. For the approach
motivational traits, results showed that personal mas-
tery was negatively related to interpersonal and orga-
nizational deviance. Competitive excellence was unre-
lated to both types of workplace deviance. For avoid-
ance motivation results showed positive relations with
interpersonal and organizational deviance. Keywords:
motivational traits, workplace deviance

Symposium: Juggling work and family:
new perspectives in research

Main topic area: Work Time and Work-family
Location: 0.8 Rome (8:30-9:45)

Chair: Houkes, 1., Maastricht University, Maastricht,
The Netherlands

Abstract: The interface between work and non-work
still constitutes major problems foremployees and their
families, employers, and society, and is therefore still
high onthe political and scientific agenda in many
Western countries. Antecedents andconsequences of
this interface, which is also known as work-home
interference,home-work interference, or work-life bal-
ance, have been studied extensively overthe past two
decades. Two recent reviews (Eby et al., 2005; Geurts
& Demerouti,2003) provide an extensive overview of

the theoretical and empirical literatureregarding the
work and non-work interface and provide several ne-
cessities forfuture research in this area. Among these
necessities are a more explicit focus onwhat constitutes
the non-work domain (assessing home characteristics),
crossnationalresearch regarding the conceptualization
and prevalence of work-homeinterference, to introduce
more variation in occupations and samples (the majori-
tyof research so far was restricted to white collar work-
ers) and to investigateinterventions that focus of the
work-non-work interface. The objective of thissympo-
sium (five presentations) is to explicitly address these
issues. In addition, thissymposium aims to address the
effect of non-standard work time arrangements,another
topic which has not been studied extensively. The over-
all purpose of thissymposium is to provide a more solid
ground for effective interventions thatimprove the bal-
ance between work and family life.

WORK-HOME INTERFACE IN A CROSS-CULTURAL PER-
SPECTIVE

Putnik, K., Maastricht University, Maastricht, The
Netherlands; Houkes, 1., Maastricht University, Maas-
tricht, The Netherlands; Kant, 1., Maastricht Univer-
sity, Maastricht, The Netherlands

Abstract: With an ever increasing female labour par-
ticipation, combining work and homeduties has be-
come a relevant topic for both men and women. How-
ever, we still donot know sufficiently about the ex-
pression of work-home interface across culturesand its
inter-cultural variation (Geurts & Demerouti, 2003).
This study focuses onnegative work-home and home-
work interference among human serviceprofessionals
in three distinct European cultural contexts: Mal-
tese, Serbian andDutch. We compare its prevalence
across the three countries, paying attention togender
and also examine cultural differences in variables that
are associated withthe work and home interference.
Maltese data (720 participants) were gathered inMay
2010 by means of self-administered surveys, includ-
ing the SWING. Dutch dataare based on Maastricht
Cohort Study (2000, 8007 participants) and the Ser-
biandata will be collected in November 2010. Pre-
liminary analyses of Maltese and Dutchdata suggest
that the prevalence of negative WHI among Dutch
men is 36%compared with 27% among Serbian men.
For women, we see a reverse trend: 10%prevalence
among Dutch women compared to 22% among Ser-
bian women.Regarding negative HWI, 4% of Dutch
and 32% of Serbian men experience this,compared to
3% of Dutch women and 26% of Serbian women. In
conclusion, thedifferences in prevalence of WFT in the
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Netherlands and Malta suggest that thereare cultural
and gender differences and we call for closer exami-
nation of thesedifferences in order to create adequate
policy and interventions in differentcultural contexts.

DoMESTIC WORK AND WORK-HOME INTERFER-
ENCE

Staland Nyman, C., University of Gothenburg, Gothen-
burg, Sweden

Abstract: To better understand the influence of WHI,
more knowledge on the non-workdomain, i.e. domestic
work, and its interrelations with paid work and health
isneeded. The content of domestic work is complex,
and the context in which thiswork is carried out is di-
versified, loaded with cultural meanings and emotional
ties.Compared to paid work there is a less well devel-
oped framework for measuringdomestic work per se. In
studies on employed women and men in Sweden differ-
entdimensions of domestic work and domestic equal-
ity were analyzed in relation toself-rated health and
sickness absence. In these studies high ‘domestic job
strain’and a lack of ‘domestic work equity and marital
satisfaction’ were associated tolower self-rated health in
women. The latter was also associated with sicknessab-
sence. ‘Caring responsibility for children/adults with
specific needs’ wasassociated to higher sickness absence
in women. Men who were satisfied with the‘division
of domestic work’ were less likely to report sick-leave
while ‘work-familyconflicts’ increased the likelihood for
reporting sick-leave in both women and men.Based on
these results the content of domestic work and impor-
tance for health willbe discussed. Deeper knowledge on
the influence of general, specific andsituational domes-
tic work can be of relevance in interventions aiming to
improvebalance between work and family life.

LABOR PARTICIPATION AND WORK-HOME INTERFER-
ENCE AMONG VISUALLY IMPAIRED PERSONS IN THE
NETHERLANDS

Goertz, Y.H.H., Maastricht University, Maastricht,
The Netherlands; Houkes, 1., Maastricht University,
Maastricht, The Netherlands

Abstract: In Western countries the employment rate
of visually impaired persons (VIPs) ismuch lower than
in the general working population. Considering the
ageing Dutchworking population it is of utmost im-
portance that as many people as possibleremain active
on the labor market. This also includes VIPs, even
more so becauseactive participation improves individ-
ual health and well-being. Work-homeinterference has

never been studied in this group, but it seems proba-
ble thatbalancing work and family is very difficult for
this group and influences laborparticipation and well-
being heavily. However, we face a considerable lack
ofknowledge considering (1) labor participation among
Dutch VIPs, and (2) factorsthat are related their la-
bor participation and well-being. The current study
aims toaddress both knowledge gaps, by means of a
cross-sectional survey among clientsof two large suppli-
ers of equipment for VIPs. Telephone interviews were
held with500 VIPs between 15-64 years old. Prelimi-
nary results indicate that 40% of the VIPsin our sam-
ple has paid employment, 60% is married, 87% is fully
or partiallyresponsible for housekeeping, and 60% has
children. Prevalence of work-homeinterference will be
compared with the general working population and will
berelated to labor participation and well-being. Based
on the results interventionsaimed at improving work-
life balance and labor participation of VIPs will bede-
veloped.

WORK TIME ARRANGEMENTS AND WORK-HOME IN-
TERFERENCE AMONG NURSES

Peters, V., HAN University of Applied Sciences, Ni-
jmegen, The Netherlands; Engels, J., HAN University
of Applied Sciences, Nijmegen, The Netherlands; Rijk,
A. de, Maastricht University, Maastricht, The Nether-
lands; Nijhuis, F., Maastricht University, Maastricht,
The Netherlands

Abstract: Work schedules are high on the list of factors
that contribute to leaving the nursingprofession. Shift
work also has a negative influence on work-home inter-
ference(WHI), and other outcomes such as health and
satisfaction. To ameliorate workschedules, it should
be identified which nurses work in which schedules
and whichworking time arrangements affect WHI and
other outcomes. The aim of this studywas to describe
the effect of working time arrangements; in particular
objectiveand subjective characteristics of work sched-
ules (control over and satisfaction withwork schedules)
and the associations of these with WHI and other
outcomes.Questionnaires were distributed in 2009 to
975 Dutch nurses in residential eldercare (response
rate 52%). Results showed that the most prevalent
work scheduleswere the two-shift and three-shift sched-
ules. Nurses in three-shift schedulesreported less con-
trol over and satisfaction with their work schedule, and
moreWHI. They worked more hours, had fewer days
off, a better general health andwere more frequently ab-
sent. Satisfaction with work schedule was negativelyas-
sociated with WHI and psychosomatic health com-
plaints, and positively with jobsatisfaction. We con-
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clude that subjective characteristics of the work sched-
uleseem more important than objective characteristics
in predicting WHI. Nursesworking in the rotating three
shifts need special attention. The findings identifychar-
acteristics of work schedules that reduce the impact on
nurses’ WHI and otheroutcomes.

COMBINING WORK AND CARE: A NEW LIGHT ON EF-
FECTIVE STRATEGIES AND EXPERIENCES WITH A PI-
LOT INTERVENTION

Houkes, 1., Maastricht Unwversity, Maastricht, The
Netherlands; Rijk, A. de, Maastricht University, Maas-
tricht, The Netherlands

Abstract: As opposed to the large amount of evidence
for consequences of work and homeinterference, the
evidence-base for strategies applied by employees and
effectiveinterventions is fairly limited. The KIK train-
ing was developed for workers whoexperience stress
in combining work and care tasks. The training con-
sists of three8-hour group meetings and aims to raise
the participants’ awareness of theirattitudes and line
of thinking, and to improve their communicative and
practicalskills in combining work and care. The pur-
poses of this qualitative study were 1) toexplore the
experiences of the participants with the training, 2) to
investigate thedifferent strategies participants use to
deal with the stresses of working and caringand 3) to
investigate the extent to which the training reached its
goals. Threemonths after the training semi-structured
interviews with open-ended questionswere held with 10
participants, all female and all teachers. The interviews
weretranscribed verbatim and analyzed thematically,
using the stages of change modelof Prochaska & Di-
Clemente (1985) as a theoretical framework. Results
showed thatexperiences during the training were posi-
tive and participants reported changes inattitudes and
thinking. Actual changes in behavior were reported as
well, but lessoften. We conclude that 1) problems ex-
perienced and strategies applied varywidely, 2) given
this variety, the results of this training are promising,
3) moreintensive training seems necessary for sustain-
able behavior change. Morequalitative research regard-
ing the work-home-interference concept is warranted
inorder to develop high-quality interventions.

Symposium: Job Crafting I: Antecedents
and Consequences

Main topic area: Health and Interventions

Location: 0.9 Athens (8:30-9:45)

Chair: Demerouti, E., Findhoven University of Tech-
nology, Findhoven, The Netherlands

Abstract: Job crafting represents attempts on the part
of the employees to adjust their job to their prefer-
ences and find meaning in it. Only recently research
and practice recognized the importance of such vol-
untary behaviors for organizational life. It is there-
fore not surprising that several unexplored issues re-
garding job crafting remain. The present symposium
focuses particularly on how job crafting unfolds over
time, its antecedents on the job-level (i.e. demands, re-
sources) and individual-level (i.e. affect) and its effect
on organizational outcomes like work engagement, will-
ingness to change, and job performance.The sympo-
sium includes five papers from four different countries.
Briner critically reviews developments on job crafting
and goes into issues of measurement, temporal devel-
opment, practical interventions and detrimental effects
of job crafting. The next three presentations concern
three daily diary studies. Sonnentag and Buggert zoom
in the effects of affect and job stressors on proactive be-
havior (i.e. problem identification, execution of proac-
tive behavior) within working shifts. Hetland et al.
focus on need fulfillment and work engagement as me-
diators in the relationship between daily job crafting
and daily task performance. The dairy study by De-
merouti et al. investigates on a daily basis the follow-
ing mechanism: job demands and resources 7 work
engagement ? job crafting 7 in-role and extra-role per-
formance. Finally, Petrou and Demerouti examine the
longitudinal effects of job demands and resources on
job crafting and the reciprocal relationships between
job crafting and work engagement as well as willing-
ness to change.

THE CRAFTING OF JOB CRAFTING: A REVIEW OF
DEVELOPMENTS IN JOB CRAFTING RESEARCH

Briner, R.B., Birkbeck, University of London, London,
UK

Abstract: It is now almost a decade since the publica-
tion of Wrzesniewski & Dutton’s (2001) influential the-
ory of job crafting. At its heart is the idea that workers
are not simply the passive victims or recipients of job
design. Rather, even in jobs with relatively low dis-
cretion, workers actively shape and change their work.
The aim of this paper is to critically review develop-
ments in job crafting since this initial formulation.Job
crafting has strong links with positive organizational
scholarship (POS) as it focuses on positive work ex-
periences, how they occur and can be facilitated. It
has been connected to several concepts championed by
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POS researchers including proactivity, vocational call-
ing, positive deviance and flourishing. However, the job
crafting notion has also proved useful to researchers
in other fields and has much relevance to, for exam-
ple, job design, the psychological contract, and engage-
ment.Job crafting is a dynamic and unfolding process
and has therefore been studied mostly using qualita-
tive methods. More recently attempts have been made
to develop scales to measure job crafting behaviours
and specific antecedents. It has also lead to practi-
cal interventions, such as the job-crafting tool. While
job crafting is generally regarded as a positive activity,
there has been some attempt to understand when it
might be detrimental.

PoSITIVE AFFECT, JOB STRESSORS, AND COMPO-
NENTS OF PROACTIVE WORK BEHAVIOR: A DAy-
LEVEL STUDY ON THE TEMPORAL DYNAMICS

Sonnentag, S., University of Mannheim, Mannheim,
Germany; Buggert, S., University of Konstanz, Kon-
stanz, Germany

Abstract: Job crafting often involves proactive work
behavior. More specifically, necessities for change have
to be identified and change has to be implemented.
Previous research has largely neglected temporal dy-
namics of the interplay between affect, job stressors,
and proactive work behavior; moreover, it has mainly
looked at proactive work behavior as a unified behavior
pattern without paying much attention to its various
components. The present study aims at studying the
association between positive affect, job stressors, and
proactive work behavior by taking account a tempo-
ral perspective and by differentiating between problem
identification and execution of proactive behavior as
two core components of work proactive behavior. A
sample of 92 blue-collar workers completed a general
survey and a series of daily surveys (2 times during a
shift), over the course of four to five shifts. At all daily
measurement occasions we assessed problem identifi-
cation, execution of proactive behavior, positive affect,
time pressure, situational constraints. Hierarchical lin-
ear modeling identified positive affect as a strong con-
current predictor of the two components of proactive
behavior, both during the first and the second half
of the shift. Positive affect experienced in the first
half of the shift had no lagged effect on proactive be-
havior during the second half of the shift. Job stres-
sors showed concurrent relationships with execution of
proactive behavior during the first, but not during the
second half of the shift. Time pressure experienced in
the first half of the shift had a lagged effect on problem
identification during the second half of the shift. Our

findings suggest that blue-collar workers might need
specific support so that they can remain proactive in
the second half of their shifts. Moreover, as the effects
of positive affect turned out to be rather short-lived,
managers should find ways to stimulate workers’ pos-
itive affect on a regular basis if they want them to be
proactive.

DALy JoB CRAFTING AND TASK PERFOR-
MANCE: THE MEDIATING ROLES OF PSYCHOLOGICAL
NEED FULFILLMENT AND WORK ENGAGEMENT

Hetland, J., University of Bergen, Bergen, Norway;
Bakker, A.B., Erasmus University Rotterdam, Rot-
terdam, The Netherlands; Hetland, H., University of
Bergen, Bergen, Norway; Demerouti, E., Findhoven
Uniwversity of Technology, FEindhoven, The Nether-
lands

Abstract: Recently, it has been suggested that employ-
ees’ ability and opportunity to craft their jobs may be
essential for their satisfaction, engagement and perfor-
mance at work. Job crafting has been defined as self-
initiated change behaviors employees engage in,with
the aim to align their jobs with their own preferences,
motives, and passions. In the present diary study, job
crafting is defined as the changes employees make in
their job demands and job resources. The aim of the
study is to investigate the relationship between daily
fluctuations in job crafting behaviors and task perfor-
mance. More specifically, we examine the potential
mediating role of daily need fulfillment and engage-
ment at work in this relationship. The sample includes
109 employees working in 14 organisations in Norway.
The respondents initially filled out a background sur-
vey, and then completed a daily questionnaire during
five consecutive days. To measure our constructs, we
adapted existing scales such that they could be an-
swered on a daily basis. Multilevel analysis was per-
formed using MLwiN.Multilevel analysis revealed that
daily fluctuations in increasing structural job resources
were positively linked to day-level task performance,
while increasing social resources at work was not. Fur-
thermore, the relationship between increasing struc-
tural job resources and task performance was medi-
ated through fulfilment of the need for autonomy at
work, and work engagement. This study showed that
when employees undertake job crafting behaviours, and
in particular when they increase their structural re-
sources, this is beneficial for their daily task perfor-
mance. Furthermore, this study uncovered the mediat-
ing mechanisms explaining this relationship. Namely,
employee’s work engagement and fulfilment of the need
to be autonomous explain why job crafting, in the form
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of increased structural resources, has favourable effects
such working days.

DAILY IN-ROLE AND EXTRA-ROLE PERFORMANCE:
THE ROLE OF WORK ENGAGEMENT AND JOB CRAFT-
ING IN THE RELATIONSHIP BETWEEN JOB CHARAC-
TERISTICS AND PERFORMANCE

Demerouti, E., Findhoven University of Technology,
Eindhoven, The Netherlands; Bakker, A.B., Erasmus
Uniwversity Rotterdam, Rotterdam, The Netherlands;
Halbesleben, J., University of Alabama, Tuscaloosa,
AL, USA

Abstract: The present study focuses on the mechanism
through which job characteristics influence in-role and
extra-role performance on a daily basis. It does so
by integrating work engagement and job crafting with
classic job design theories. Job crafting was conceptu-
alized in terms of “resources seeking”, “challenges seek-
ing” and “demands reducing”. We expected that high
daily job demands and job resources will be associ-
ated with higher daily work engagement which will be
related to higher in-role and extra-role performance.
Furthermore, we hypothesized that daily job crafting
will mediate the relationship between work engagement
and performance such that daily resources and chal-
lenges seeking will be positively and daily demands
reducing negatively related to work engagement and
performance.95 employees with different occupations
filled in a questionnaire providing information on the
general level (trait) variables and then, for five consecu-
tive working days, they filled in a diary, providing infor-
mation on the day-level (state) variables. Findings of
multilevel analyses largely substantiated our hypothe-
ses: Daily work engagement partially mediated the re-
lationship between daily job demands and resources on
the one hand and daily performance on the other hand.
The relationship between daily work engagement and
extra-role performance was mediated by all dimensions
of daily job crafting. Moreover, the relationship be-
tween daily work engagement and in-role performance
was partially mediated by daily resources seeking. The
study suggests that the following mechanism seems to
take place on a daily basis: job demands and resources
? work engagement 7 job crafting ? in-role and extra-
role performance. Our findings have implications for
management and practice and propose new research
avenues towards integrative job characteristics frame-
works. Employers should create conditions that pro-
mote work engagement and job crafting such that con-
sequently employee performance is enhanced

THE ROLE OF JOB CRAFTING DURING ORGANIZA-
TIONAL CHANGE: A TWO-WAVE LONGITUDINAL DE-
SIGN

Petrou, P., Utrecht University, Utrecht, The Nether-
lands; Demerouti, E., Findhoven University of Tech-
nology, Findhoven, The Netherlands

Abstract: Job crafting behaviors involve shaping the
task or the relational boundaries of one’s job and have
been suggested to form a strategic advantage during
organizational changes. The study aims to link job
crafting to change and to investigate its contextual an-
tecedents and two motivational outcomes. Job craft-
ing was conceptualized as “resources seeking”, “chal-
lenges seeking” and “demands reducing”. We expected
that increase in job demands and job resources will
be linked to performed job crafting behaviors and that
job crafting will predict work engagement and willing-
ness to change. Furthermore, we hypothesized that the
latter effects will be reciprocal: willingness to change
and engagement will predict job crafting as well. The
present study is using data of a two-wave longitudinal
study with 1-year time interval. The participants of
the study were 580 police officers experiencing orga-
nizational restructuring and culture change. Findings
of Structural Equation Modeling provided full or par-
tial support to our hypotheses and the tested model
had overall adequate fit to the data. Increase in job
demands positively predicted T2 demands reducing,
whereas increase in job resources positively predicted
T2 challenges and resources seeking. T2 work engage-
ment was positively predicted by T1 resources seeking
and negatively by T1 demands reducing, whereas T2
willingness to change was positively predicted by T1
resources seeking. Both T1 willingness to change and
T1 work engagement predicted positively T2 resources
and challenges seeking and negatively T2 demands re-
ducing. The study suggests that job crafting does oc-
cur at the workplace, it is predicted, at some extent,
by job characteristics but mostly by employee motiva-
tional states and it can have both positive and unfavor-
able effects for an organization. Employers should be
aware of and enhance the employee motivational states
and the conditions that promote those aspects of job
crafting leading to work engagement and willingness to
change.

Symposium: Appreciation at work —
relationships, causes, and consequences

Main topic area: Employee Well Being
Location: 2.1 Colorado (8:30-9:45)
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Chair: Jacobshagen, N., University of Bern, Bern,
Switzerland

Abstract: We all know the delight due to the appreci-
ation that we receive at work. It gives us the feelingof
being acknowledged and likely encourages us to work
even harder. Herzberg (1974) wasamong the first to
recognize that appreciation enhances motivation and
job satisfaction.However, despite this early recognition,
there is only scarce research on this issue. In theeffort-
reward model by Siegrist (1996), appreciation is one of
the three reward-factors alongwith money and job se-
curity/career opportunities, and findings by van Veg-
chel et al., 2002)suggest it is the most important one.
A study has shown that young workers experienced-
higher job satisfaction if appreciation was high over the
course of four years (Elfering et al.,2007). Supervisors,
colleagues and, clients (Jacobshagen & Semmer, 2009)
have beenidentified as sources of appreciation at work,
and a cross-sectional study showed promisingrelation-
ships to work satisfaction and reduced negative affect
(Stocker et al., 2010). Questionsabout other relation-
ships, causes, and consequences of appreciation at work
remainunanswered by scientific research yet.The sym-
posium tries to answer some of these questions using
different methods (e.g.,questionnaires and diaries) and
analyses (e.g., moderation and multilevel analysis).

APPRECIATION AT WORK: LONGITUDINAL AND

DAILY INFLUENCES

Jacobshagen, N., University of Bern, Bern, Switzer-
land; Semmer, N.K., University of Bern, Bern,
Switzerland

Abstract: Appreciation at work has rarely been inves-
tigated in detail, even though most people willprob-
ably find it plausible that it is important. Our goal
was to explore whether appreciationshould be consid-
ered a resource in its own right, and whether daily ap-
preciation wouldinfluence situational well-being.In the
first study, appreciation was assessed with a measure
containing ten items assessingappreciation by supervi-
sors and colleagues. The sample consisted of 139 em-
ployees of twoSwiss corporations. Well-being indica-
tors were feelings of resentment and affectivecommit-
ment. Data were analyzed with multiple regressions,
controlling for age, gender, andthe three important re-
sources job control, social support, and interactional
justice.In the second study, 75 employees recorded 282
events pertaining to appreciation over fivework days.
For each event, they answered questions with regard
to who, why, and howappreciation was given; further-
more, they indicated how they felt.Appreciation was
associated with both outcomes, explaining variance

over and above allcontrols. In the diary approach it
is noteworthy that colleagues were the main source
ofappreciation (99 situations, followed by clients and
then supervisors). Multilevel-analysesrevealed that ap-
preciation affected well-being less strongly when col-
leagues were the source,as compared to others.Based
on our theoretical approach (Stress-as-Offense-to-Self-
Concept) and the results, webelieve that appreciation is
an important resource. Analogous to findings on social
support,appreciation by supervisors seems to be espe-
cially important. Supervisors should be trained toshow
appreciation regularly, thus enhancing their employee’s
well-being.

Nice CUSTOMERS, EXCELLENT SERVICE: CuUs-
TOMERS’ SERVICE APPRECIATION AS A PREDICTOR
OF POSITIVE SERVICE OUTCOMES

Decker, C., German Police University, Miinster, Ger-
many; Fischbach, A., German Police University, Miin-
ster, Germany

Abstract: Interacting with customers is an impor-
tant characteristic of service work. Emotional labor-
researchers have focused rather on negative than on
positive customer behaviors and thedetrimental effects
of these behaviors for service workers’ health, perfor-
mance and wellbeing.An important positive customer
behaviour is customers’ display of appreciation inser-
vice interactions. Service workers may feel supported
by experiencing customers’appreciation, and this may
help service workers to sustain high quality service per-
formance.Aim of this study is to examine the relation-
ship of customers’ service appreciation(operationalized
as customers’ positive evaluation of the service a service
workeraccomplishes perceived by the service worker)
and service workers’ performance(operationalized by
service workers’ self-reports of service quality and af-
fective delivery).Preliminary results of a study with a
sample of 143 German service workers from 30 store-
sare reported. In regression analyses we found as pre-
dicted that customers’ serviceappreciation affects ser-
vice workers’ service quality and affective delivery. The
resultsunderline the importance of positive service in-
teractions both for service workers andcustomers. Lim-
itations of that cross-sectional single source study and
further practicalimplications of these findings are dis-
cussed.

APPRECIATION: DETERMINANTS AND ASSOCIATIONS
wITH WELL-BEING.

Grebner, S., University of Applied Sciences Northwest-
ern Switzerland, Olten, Switzerland
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Abstract: Appreciation such as positive feedback is a
basic need (e.g., Epstein, 1998; Semmer, 2009),pro-
motes positive emotions and well-being (e.g., Grebner
et al., 2010; Siegrist, 1996), andmotivates to good per-
formance (e.g., Locke & Latham, 2002). However, most
employeesreceive positive feedback less frequently as
desired (London, 2003). London assumes thatsupervi-
sors are afraid of spoiling subordinates by positive feed-
back. Nonetheless, it is notclear whether a) working
conditions influence positive feedback and b) positive
feedbackcontributes uniquely to well-being beyond goal
attainment. The following research questionswere in-
vestigated: a) which working conditions predict receiv-
ing positive feedback and b)does positive feedback pre-
dict well-being of the receiver beyond goal attainment?
Employeesof 2 Swiss organizations filled in a question-
naire (N = 203). Positive feedback and goalattainment
were assessed using the SUCCESS scale (Grebner et al.,
2010). Task stressors andjob control were measured
using the ISTA (Semmer et al., 1995), workplace con-
flicts byusing the BITE (Grebner et al., 2009). Data
were analyzed using multiple regression analysis.Goal
attainment predicted positive feedback positively be-
yond job control. Conflicts predictedpositive feedback
negatively beyond other working conditions. Positive
feedback explainedpositively job satisfaction, affective
commitment and work engagement and negativelyex-
haustion and feelings of resentment beyond goal at-
tainment. The importance of positivefeedback for well-
being and burnout-prevention should be emphasized in
conflictmanagement and leadership trainings.

SERVICE CLIMATE AS ANTECEDENT OF CUSTOMER
SERVICE APPRECIATION

Lichtenthaler, P.W., German Police University, Miin-
ster, Germany; Fischbach, A., German Police Univer-
sity, Miinster, Germany

Abstract: Appreciation at work has come into the fo-
cus of recent occupational stress research andtheory.
Appreciation relates to positive evaluation by others.
Existing research indicates thatappreciation by super-
visors and co-workers is positively related to employ-
ees’ job satisfactionand negatively related to feelings
of resentment and that customers are a further im-
portantsource of appreciation in the service context.
Goal of the current study is to examine servicecli-
mate as an antecedent of customer service apprecia-
tion. Based on theory and empiricalfindings on service
climate, we propose that store service climate (i.e., cus-
tomer orientation,managerial practices supporting ser-
vice, and service worker proactive service behaviours)
ispositively related to customer service appreciation.

We tested this idea in a field study in theretail con-
text. Study participants (N=261 employees of 29 Ger-
man retail stores) evaluatedtheir own customer orienta-
tion and proactive service behaviour and perceived cus-
tomerservice appreciation. Store managers evaluated
their managerial practices supporting service. Applying
a multilevel modelling approach we found as expected
that service climate (storelevel customer orientation,
managerial practices, and proactive service behaviours)
waspositively related to perceived customer service ap-
preciation. Strength and limitations of thisstudy will
be discussed. The practical implication of our findings
is that service organizationsshould enhance their ser-
vice climate to boost customer service appreciation.

ILLEGITIMATE TASKS AND PSYCHOLOGICAL STRAIN:
THE ROLE OF APPRECIATION BY SUPERVISOR

Scherp, E., University of Trier, Germany; Maier, C.,
Uniwversity of Trier, Trier, Germany; Antoni, C., Uni-
versity of Trier, Trier, Germany

Abstract: Illegitimate tasks are tasks that are consid-
erate as (a) unnecessary or (b) unreasonable and asnot
being part of one’s professional role, and therefore, they
cannot reasonably be expectedfrom an employee. In
brief, illegitimate tasks stand for a new stressor concept
that isspecifically tied to feeling offended. Previous
research has shown illegitimate tasks to berelated to
several indicators of strain, controlling for other stres-
sors.Appreciation at work refers to specific behaviors
that explicitly signal acknowledgment andrecognition
of one’s work behavior. Experiencing appreciation in-
creases job satisfaction anddecreases feelings of resent-
ments, over and above the effects of job control, social
support,and interactional justice. The effort-reward
theory suggests that appreciation is one of thereward-
factors, and is therefore regarded as an important re-
source in the context of stress. Inthis study, we focus
on appreciation by supervisor as a potential moder-
ator of the associationbetween illegitimate tasks and
psychological strain, which has not been analyzed so
far.264 IT-employees participated in the study. Re-
sults show that, controlling for age,dysfunctional so-
cial support, and distributive justice, illegitimate tasks
increase emotionalirritability. Unexpectedly, unneces-
sary tasks, but not unreasonable tasks, are related toe-
motional irritability more strongly when appreciation
by supervisor is low. Thus, the studyindicates the im-
portance of expressing acknowledgment and recogni-
tion by supervisor toconsider that when appreciation
by supervisor is low, unnecessary tasks have a negative
effecton well-being.
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Symposium: Unemployment and Job
Seeking: Implications for Well-Being, Job
Search Motivation, and (Re)employment
Counselling

Main topic area: Labor Market Issues
Location: 2.7 Meuse (8:30-9:45)

Chair: Hooft, E.A.J. van, University of Amsterdam,
Amsterdam, The Netherlands

Abstract: Due to the recession many people lost their
jobs. In November 2009 a total of 22.9 million peo-
ple were unemployed in the European Union (9.5%;
Eurostat, 2010). Because unemployment has detri-
mental effects on well-being (McKee-Ryan et al., 2005;
Paul & Moser, 2009), it is important to assist unem-
ployed individuals in managing their well-being and
moving back to work. The present symposium aims
to further our understanding of why unemployment
has such a profound negative effect on well-being, and
what job-seekers and their counselors can do to im-
prove well-being, job-search motivation, and reemploy-
ment probabilities.The first two presentations address
the question what exactly explains the negative ef-
fects of unemployment on well-being. In their study
among (un)employed, Paul and colleagues demonstrate
that unemployment hinders attainment of life goals,
explaining lowered well-being. Lootens and Van Hoye
present a study on time structure among unemployed
individuals, suggesting that well-being may be im-
proved by increasing sense of purpose, present ori-
entation, and time structure.An important problem-
focused coping strategy for dealing with unemployment
is job-search. Because intense job-seeking increases
reemployment probabilities (Kanfer et al., 2001), it is
of importance to stimulate unemployed peoples’ job-
search intensity. The third presentation (Van Dam and
Menting), focuses on the role of approach/avoidance
motives in predicting job-search intensity, demonstrat-
ing the importance of stimulating employment motives.
The fourth study (Koen et al.) tests the impact of ca-
reer adaptability training in increasing job-search in-
tensity and job attainment among recent graduates.
The final presentation (Noordzij et al.) focuses on
identifying effective behaviors of counselors in guiding
unemployed individuals back to work.In summary, the
proposed symposium presents a rich variety of studies
from different countries, using diverse methods, aim-
ing to extend previous research on unemployment and
job-seeking by developing and testing new theoretical
perspectives. The papers offer explanations for the low-
ered mental health among unemployed, present sug-

gestions for how to increase job-search motivation and
reemployment probabilities, and provide guidelines for
effective counselor behavior.

UNEMPLOYMENT AND LIFE GOALS

Paul, K.I., University of Erlangen-Niirnberg, Nurem-
berg, Germany; Vastamiki, J.V., University of
Erlangen-Niirnberg, Nuremberg, Germany; Moser,
K., University of Erlangen-Niirnberg, Nirnberg, Ger-
many

Abstract: Life goals are integral part of endemonic well-
being and play a crucial role as predictors of hedonic
well-being. The current study aimed at unraveling the
effects of unemployment on this important class of hu-
man goals. A sample of 256 employed and unemployed
German adults was studied with scales measuring cur-
rent realization, future attainability, and importance
of six life goal domains. Current realization and fu-
ture attainability of life goals, particularly of agency
goals such as power, achievement and variety, was sig-
nificantly reduced among unemployed persons in com-
parison to employed persons. There were only few and
weak differences with regard to importance ratings of
life goals. Current realization and future attainability
of life goals were found to be mediators of the negative
effect of unemployment on life satisfaction and affec-
tivity. In sum, unemployment did not change the goals
people wanted to achieve in their lifetime, but it inhib-
ited the success of these strivings and casted doubts
on the possible future development of these strivings.
This process mediated the negative impact of unem-
ployment on subjective well-being.

DETERMINANTS OF TIME STRUCTURE AND PSYCHO-
LOGICAL WELL-BEING DURING UNEMPLOYMENT

Lootens, H., Ghent University, Belgium; Hoye, G. van,
Ghent University, Ghent, Belgium

Abstract: Previous research has shown that unem-
ployment negatively affects psychological well-being
(Hanisch, 1999). According to McKee-Ryan et al.
(2005), individuals can make an appeal on time struc-
ture - the extent to which people perceive their time
as purposive and structured (Bond & Feather, 1988)
- in order to cope with these negative consequences
of unemployment. Several studies suggest that per-
sonality and role demands might determine differences
in individuals’ ability to structure their time (Bond
& Feather, 1988; McKee-Ryan et al., 2005). There-
fore, this study investigates how personality (openness
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to experience, conscientiousness, extraversion, neuroti-
cism, and proactivity) and role demands (marital sta-
tus, being the only breadwinner, having children, and
household demands) are associated with time struc-
ture and psychological well-being during unemploy-
ment. We examined the global time structure score, as
well as five specific factors of time structure: sense of
purpose, structured routine, present orientation, effec-
tive organization, and persistence. In a sample of 231
Flemish unemployed individuals, we found that sense
of purpose, present orientation, and total time struc-
ture were positively associated with psychological well-
being. Overall, our findings suggest that personality
might be more important for explaining time structure
during unemployment than role demands, with consci-
entiousness as a positive predictor and neuroticism as
a negative predictor. In addition, time structure, as
a coping resource, partially mediated the negative re-
lationship between neuroticism and psychological well-
being during unemployment.

APPROACH AND AVOIDANCE MOTIVATION IN JOB

SEARCH

Dam, K. van, Tilburg University, Tilburg, The Nether-
lands; Menting, L., Tilburg University, Tilburg, The
Netherlands

Abstract: During the last decades, research has greatly
increased our understanding of the antecedents and
consequences of job-search behavior. Despite this ex-
panding research domain, little attention has been paid
to the different approach and avoidance motives of un-
employed individuals and how these motives may af-
fect job-search behavior. The purpose of the present
study was therefore to examine approach and avoid-
ance motives, and to investigate their antecedents and
consequences. Based on the literature and extensive
interviews in the field, two approach motives (i.e., em-
ployment, PJ-fit), and two avoidance motives (low-
expectation, low-motivation) were distinguished. The
model included individual and contextual antecedents,
and two indicators of job-search behavior. A total
of 303 unemployed clients and their counselors par-
ticipated in the study. The findings showed that un-
employed individuals and their counselors had similar
views on the specific motivation of the individual. Ad-
ditionally, different motives were predicted by differ-
ent antecedents. For example, individuals with a low-
expectation motive were on average older, introverted,
and lower on optimism and perceptions of personal con-
trol. Hierarchical regression analyses indicated that
employment motives were significantly related to job-
search intensity and job-search effort. This study con-

tributes to a better understanding of individual differ-
ences in the reemployment process, and may be helpful
for identifying motivations that are (in)effective for job-
search, and for developing possible interventions aimed
at increasing reemployment success.

PREPARE BEFORE YOU PURSUE: THE EFFECTS OF
CAREER ADAPTABILITY TRAINING ON JOB-SEARCH
SUCCESS AMONG UNIVERSITY GRADUATES

Koen, J., University of Amsterdam,, Amsterdam, The
Netherlands; Klehe, U.-C., University of Amsterdam,
Amsterdam, The Netherlands; Vianen, A.E.M. van,
University of Amsterdam, Amsterdam, The Nether-
lands

Abstract: The labor shortage caused by the current
economic crisis is especially troublesome for newcom-
ers to the labor market, for whom it can take twice as
long to find a suitable job than in economical better
times (SEO, 2010). They may therefore feel discour-
aged, ending up with no job or a job below their qualifi-
cations (Feldman & Leana, 2000). However, the threat
of unemployment can also trigger people to examine
more options and plan their careers (i.e., career adapt-
ability), fostering job-search and increasing the odds on
finding suitable employment (Zikic & Klehe, 2006).Ca-
reer adaptability prevents negative consequences of un-
employment and helps people to manage career tran-
sitions from school to work (Savickas, 2005). It com-
prises looking ahead to one’s future (planning), know-
ing what career to pursue (decision making), looking
around at options (exploration), and having the self-
efficacy to undertake activities needed to achieve career
goals (confidence). Engaging in these adaptive behav-
iors before career transitions serves as a preparation
that positively affects career success (Hirschi, 2010)
and is useful for predicting employment quality (Koen
et al., 2010). Promoting career adaptability might thus
help university graduates to find a suitable job. In
this study, we developed a training aimed at enhanc-
ing career adaptability, following the recommendations
of Savickas (2005). The training was tested with a
field experiment among university graduates, by com-
paring the development (T2-T1) in career adaptability
of an experimental group (n=49) with a control group
(n=52). A follow-up will be conducted in November
2010, assessing job-seekers’ career adaptability, job-
search behavior and job status to draw conclusions on
the long-term effects of the training.
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EFFECTIVE EMPLOYMENT COUNSELING: THE PRE-
DICTIVE VALIDITY OF THE EMPLOYMENT COUN-
SELORS’ QUESTIONNAIRE

Noordzij, G., FErasmus University Rotterdam, The
Netherlands; Hooft, E.A.J. van, University of Am-
sterdam, Amsterdam, The Netherlands; Mierlo, H.
van, Frasmus University Rotterdam, Rotterdam, The
Netherlands; Born, M.Ph., Erasmus University Rot-
terdam, The Netherlands

Abstract: Unemployment has a large economical and
psychological social cost for individuals as well as for
their nations (McKee-Ryan et al., 2005). Finding a
job is a complex task during which individuals are
confronted with disappointing experiences. Because of
the complexity of job search, many unemployed indi-
viduals get assistance from employment-counselors in
finding reemployment. However, surprisingly little evi-
dence is available about the specific behaviors that con-
tribute to the effectiveness of employment-counseling.
Therefore, based on Flanagan’s (1954) Critical Incident
Technique we developed a questionnaire with items on
five broad categories of behaviors and competencies of
employment-counselors. The predictive validity of the
questionnaire was investigated using different objec-
tive and subjective performance criteria (i.e., turnover,
sickness-leave, supervisor-rated and self-reported per-
formance). Data were collected among 160 employ-
ment counselors and their supervisors, showing sup-
port for the following five factors of counselor compe-
tencies/behaviors: 1) Coaching and mediating between
clients and employers and environment; 2) Stimulat-
ing clients; 3) Giving feedback to governmental agen-
cies and clients; 4) Networking with colleagues and
employers; 5) Skills and competencies of employment-
counselors. Hierarchical regression analyses revealed
support for the validity of the five behavioral factors
in predicting counselors’ performance as rated by their
supervisors, sickness-leave, turnover, and self-reported
performance ratings.

Symposium: Positive Occupational Health
Psychology: A Series of Diary Studies

Main topic area: Employee Well Being
Location: Auditorium 1 (8:30-9:45)

Chairs: Bakker, A.B., Erasmus University Rotterdam,
Rotterdam, The Netherlands; Xanthopoulou, D., Uni-
versity of Crete, Rethymnon, Greece

Abstract: Positive Occupational Health Psychology is
the study and application of optimal functioning in the

workplace. It promotes occupational health and flour-
ishing, and examines how positive phenomena can be
used to protect against occupational risks. A focus on
positive occupational health psychology (POHP) illu-
minates how work contexts affect, and are affected by
positive relationships, positive emotions, and positive
meanings. This symposium includes five papers that
use a diary approach of POHP. The first contribution
by Christoforou et al. examines the effects of daily fluc-
tuations in organization-based self-esteem on job and
life satisfaction through positive energetic arousal. The
second contribution by Nielsen and Daniels examines
whether training middle managers in how to implement
and manage teams increases job crafting behaviors
and daily well-being. In the third contribution, Xan-
thopoulou investigates the role of time-management in
explaining daily fluctuations in flow and recovery after
work. The fourth contribution by Binnewies and Stein-
hoff examines the predictors of daily detachment from
work. In the final contribution, Bakker and his col-
leagues use a day reconstruction approach to examine
which daily activities during non-work time can best
be engaged in by workaholics.

A DAILY DIARY STUDY OF THE EFFECTS OF
ORGANIZATION-BASED SELF-ESTEEM ON JOB AND
LIFE SATISFACTION THROUGH POSITIVE ENERGETIC
AROUSAL

Christoforou, P.T., National University of Singapore,
Singapore; Arvey, R., National University of Singa-
pore, Singapore, Singapore; Koopman, J., Michigan
State University, Fast Lansing, MI, USA; Dimotakis,
N., Michigan State University, USA; Ilies, R., Michi-
gan State University, USA

Abstract: Organization-based self-esteem (OBSE) de-
pends on workplace experiences and, specifically, on
messages received from others. Where performance de-
pends on social interactions, OBSE may prompt ener-
getic arousal and, in turn, influence attitudes, behav-
ior, and well-being. Thus, we examine the mediating
role of positive energetic arousal on the relationships
of daily OBSE with job and life satisfaction. We also
investigate whether extraversion augments the effects
of OBSE on positive energetic arousal. Our sample
consisted of 62 employees in a large Southeast Asian
University; for 10 working days, employees filled out
2 online surveys while at work. The first survey (sent
in mid-day) measured OBSE, and the second survey
(sent out close to the end of work) measured job and
life satisfaction. In all, we obtained 410 person-day
data points. Extraversion was measured with a sepa-
rate survey. Hierarchical Linear Modeling showed that
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OBSE positively influenced positive affect (PA), job
satisfaction, and life satisfaction. Also, PA scores were
significantly related to both job and life satisfaction
scores. Analyses indicated that PA fully mediated the
effect of OBSE on life satisfaction, and partially medi-
ated the effect on job satisfaction. Finally, Extraver-
sion moderated the effect of OBSE on PA such that the
effect was stronger for those with high rather than low
standing on Extraversion. The findings suggest that
OBSE is dynamic in nature and influences job atti-
tudes through positive energetic arousal. Thus, show-
ing to people that they matter at work is particularly
important for occupations where performance depends
on social interactions.

TEAM MANAGEMENT TRAINING AND MANAGERS’
WELL-BEING: INVESTIGATING AN INTERVENTION
WITH EXPERIENCE SAMPLING DATA

Nielsen, K., The National Research Centre for the
Working FEnvironment, Denmark; Daniels, K.J.,
Loughborough University, Loughborough, UK

Abstract: In this study, we examined whether train-
ing middle managers in how to implement and man-
age teams increases job crafting behaviours and daily
well-being. We investigated whether: (1) training in
how to implement teams was related to higher lev-
els of well-being and higher levels of job complexity
amongst managers; (2) the effects of training on well-
being and job complexity were stronger for managers
that managed teams with higher levels of openness to
change; (3) intra~-individual variation in job complexity
was related to lower well-being.An intervention study
was used to investigate these research questions (N =
29 managers). The intervention consisted of six days
training given over a six month period. Managers pro-
vided experience sampling data six months before and
six months after training (K = 1125). Both before
and after the intervention, experience sampling data
were collected on average eight times a day for two
weeks. Measures included managers’ levels of job com-
plexity and well-being. Subordinates provided data on
their teams’ openness to change six months after the
intervention. The results indicated that teams’ open-
ness to change moderated the impact of training on
inter-individual differences in job complexity and well-
being. Also, intra-individual variation in job complex-
ity was related to intra-individual variation in well-
being. However, where intra-individual variation in job
complexity was greater than average levels of job com-
plexity, well-being was higher. The results indicate the
importance of considering team context as a key deter-
minant of the success of management training.

IS THE DAY ENOUGH TO BE HAPPY? RELATIONSHIP
OF TIME-MANAGEMENT TO DAILY FLOW AND RECOV-
ERY

Xanthopoulou, D., University of Crete, Rethymno,
Greece

Abstract: This diary study focuses on the role of (dis-
positional) time-management in explaining daily fluc-
tuations in work-related flow and recovery after work.
It was hypothesized that time-management moderates
the relationship between daily workload and flow. Em-
ployees with a high workload were predicted to be more
happy, motivated and absorbed in their work (i.e. to
be in flow), if they manage their time effectively. Fur-
thermore, it was expected that on days that employees
reach flow, they experience a lower need for recovery,
and in turn relaxation during off-job hours is more
likely to occur.A diary study was conducted among
45 Dutch teachers. Participants filled out first a sur-
vey and then a diary for five consecutive workdays,
twice per day: after work and before sleep. Multi-
level analyses showed that time-management moder-
ated the relationship between daily workload and daily
flow. As hypothesized, workload was positively related
to flow for those employees high in time-management.
In contrast, the relationship between workload and flow
decreased for employees who were unable to manage
their time well. Also, results showed that employees,
who dealt effectively with their workload by manag-
ing their time well, experienced frequent states of flow
that -due to their resourcefulness- decreased employees’
need for recovery after work. Finally, results revealed
that need for recovery related negatively to relaxation.
These findings underline the beneficial effect of time-
management for employees on a daily basis.

How cAN 1 SWITCH OFF FROM WORK DURING
LEISURE TIME? A DIARY STUDY ON PREDICTORS OF
PSYCHOLOGICAL DETACHMENT FROM WORK

Binnewies, C., University of Mainz, Mainz, Germany;
Steinhoff, K., University of Mainz, Mainz, Germany

Abstract: Recovery during daily leisure time is im-
portant to unwind from daily job stress and to stay
healthy. According to prior research psychological de-
tachment from work is one of the most important re-
covery experiences. However, until now our knowledge
about predictors of psychological detachment from
work is limited. The goal of this study was to exam-
ine which leisure time activities’ characteristics bene-
fit psychological detachment from work. Specifically,
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we investigated the role of cognitive absorption, phys-
ical absorption, pleasure, social relatedness, and work-
related conversation during daily leisure time activities
for day-level psychological detachment during leisure
time. Over a period of five working days, 84 employ-
ees answered to a general survey and to daily surveys
before they went to bed. Specifically, participants in-
dicated in which leisure time activities they engaged
and their level of cognitive absorption, physical ab-
sorption, pleasure, social relatedness, and work-related
conversation during leisure time activities. Hierarchi-
cal linear models showed that after controlling for a
person’s general level of psychological detachment and
daily time pressure, cognitive absorption, pleasure and
social relatedness were positively related to psycholog-
ical detachment while work-related conversation was
negatively related to psychological detachment. In ad-
dition, daily time-pressure was a negative predictor of
daily psychological detachment. Results suggest that
employees should engage in activities characterized by
a high degree of cognitive absorption, pleasure and so-
cial relatedness while avoiding to talk about work if
they want to experience a high level of psychological
detachment during leisure time.

WORKAHOLISM AND DAILY RECOVERY: A DAY RE-
CONSTRUCTION STUDY OF LEISURE ACTIVITIES

Bakker, A.B., Erasmus University Rotterdam, Rotter-
dam, The Netherlands; Demerouti, E., Findhoven Uni-
versity of Technology, Eindhoven, The Netherlands;
Oerlemans, W., Erasmus University Rotterdam, Rot-
terdam, The Netherlands; Sonnentag, S., Konstanz
University, Konstanz, Germany

Abstract: Workaholism is an individual difference char-
acteristic referring to self imposed demands, compul-
sive overworking, and an over-indulgence in work to the
exclusion of most other life activities. Workaholics are
reluctant to disengage from work and they persistently
and frequently think about work when they are not
at work. There is accumulating evidence that worka-
holism is related to poorer psychological and physical
well-being. This study used a day reconstruction ap-
proach to examine whether workaholism moderates the
relationship between daily activities during non-work
time and daily well-being (happiness, vigor, and state
of being recovered). Specifically, it was hypothesized
that daily work-related activities during the evening
have a stronger negative relationship with daily well-
being for employees high (vs. low) in workaholism and
that daily physical and social activities have a stronger
positive relationship with well-being for employees high
(vs. low) in workaholism. Eighty-five Dutch employees

from a wide range of occupations filled in a background
survey about work-related well-being, and then an on-
line diary during nine workdays. The results of mul-
tilevel analysis supported the hypotheses for physical
and work-related activities, but not for social activi-
ties. These findings imply that organizations should
not encourage their employees and particularly those
who score high on workaholism to work during non-
work time and instead promote physical exercise.

Presentations: Person-Systems Interface
Innovations and Acceptance

Main topic area: Technology and Knowledge
Location: Auditorium 2 (8:30-9:45)

Chair: Beenkens, F.H.C., Delft University of Technol-
ogy, Delft, The Netherlands

PATIENT TECHNOLOGY ACCEPTANCE OF INNOVA-
TIONS IN LIFESTYLE SELF-MANAGEMENT SERVICES

Beenkens, F.H.C., Delft University of Technology,
Delft, The Netherlands; Rook, L., Delft University
of Technology, Delft, The Netherlands; Andriessen,
J.H.T.H., Delft University of Technology, Delft, The
Netherlands

Abstract: A massive weakness of technology acceptance
research in health care settings is that these studies
often focus on aspects related to use of medical infor-
mation technologies by health care professionals rather
than health care consumers. In a field study among
the patients of seven anti-coagulation service organi-
zations in The Netherlands (N = 485; 330 men and
155 women; M Age = 57.68, SD = 11.83), we omit-
ted this error and tested the most relevant explana-
tory effects on patients’ Behavioral Intention. Control-
ling for age, gender, patients’ experience with hard-
and software use at home, and social-economic status,
we predicted and found significant effects of Perfor-
mance Expectancy, Self-Efficacy, and the Quality of
Care Provided on the Behavioral Intention of patients.
Moreover, we predicted and found that Self-Efficacy
functioned as a moderated mediator for the Effort Ex-
pectancy. The present research thus shows that the
overall added service value of expected performance is
an eminent factor influencing the behavioral intention
of patients in using medical innovative communication
technologies.
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VISUAL ASSISTANCE FOR MERGING OPERATIONS:
EFFECTS ON CONTROLLERS’ PERFORMANCE, SITU-
ATION AWARENESS, AND MENTAL WORKLOAD

Weber, B., University of Magdeburg, Magdeburg,
Germany; Oberheid, H., German Aerospace Center,
Braunschweig, Germany

Abstract: In future air traffic management, aircraft
with modern equipment will approach airports au-
tonomously along optimized trajectories with a min-
imum of fuel consumption and noise emission (’Con-
tinuous descent approaches’, CDAs). Yet, the major-
ity of today’s aircraft fleet is not equipped to fly CDAs
and is directed by the air traffic controller. Thus, there
will be a transitional phase in which two traffic streams
will approach the airport that have to be merged be-
fore landing. In this study we investigated visual aids
to support the air traffic controller when preparing the
merging of both aircraft types. Specifically, we com-
pared two types of visual assistance for a better antic-
ipation of the merging situation: ghosting and target-
ing. While ghosts are projections of the autonomously
approaching aircraft onto the arrival route of the ac-
tively controlled aircraft, targets indicate where the air
traffic controller should position the aircraft under his
control to avoid merging conflicts. We examined the
effects of several variants of ghosting and targeting on
safety, visual attention, resultant situation awareness,
and workload with N = 78 undergraduate students in
a complex and dynamic microworld setting. While all
types of visual assistance had the intended positive ef-
fect on merging safety, visual attention for real aircraft
was diminished when working with visual aids. Yet,
conflict detection rates did not decrease when working
with manually activated ghosting system or with tar-
geting. Moreover, anticipation of future conflicts was
improved by visual aids. No effects of visual assistance
on workload were found. Visual aids are indispensable
to accomplish late merging operations safely, although
controllers have to be involved actively to avoid losses
of situation awareness. The results will inform the de-
sign process of assistance systems and procedures.

HUMAN REDUNDANCY IN NON-DESTRUCTIVE TEST-
ING: THE EFFECT OF SOCIAL LOAFING WITHIN THE
4-EYE PRINCIPLE IN NUCLEAR WASTE MANAGE-
MENT

Bertovic, M., Federal Institute for Materials Research
and Testing (BAM), Berlin, Germany; Manzey, D.,
University of Technology, Berlin, Germany; Mueller,
C., Federal Institute for Materials Research and Testing
(BAM), Berlin, Germany

Abstract: Often applied in complex hazardous systems,
such as the nuclear power industry, human redundancy
does not escape some application problems, one of
which is social loafing. The so-called four-eye princi-
ple, applied to non-destructive testing (NDT) methods
used for the inspection of structural integrity of can-
ister parts to be used for permanent storage of spent
nuclear fuel, refers to independent’ checks by two op-
erators. However, complete independency of both op-
erators is not always guaranteed, especially in small
inspection companies. To what extent does the pres-
ence of another operator influence the performance and
what is the optimal way to implement human redun-
dancy in this specific application are the main aims of
this study.The study was divided in two parts: one test-
ing the difference between working alone and working
in a team of two as the first operator, where 29 par-
ticipants performed the ’identifying task’ (looking for
defects in the material) of evaluation of ultrasonic data
in both conditions, and the second, where additional
participants performed the ’checking task’ of what was
thought to be the evaluation results of the first oper-
ator. One group of the participants were not given
any information about the first operator, whereas the
other group was informed that the first operator was
very experienced. Whether social loafing occurs even in
teams of two, regardless of who the other operator was,
or whether knowledge about the experience level of the
first operator causes the social loafing is being tested in
an ongoing experiment.The results are expected to lead
to the optimization of the procedures followed by the
NDT operators and consequently to the improvement
of the overall NDT reliability.

EVALUATION OF ACCEPTANCE AND USABILITY OF AN
ICT-BASED WEB TOOL THAT PROVIDES FEEDBACK

ON ELECTRIC ENERCY CONSUMPTION IN AN OFFICE
BUILDING
Rogele, S., University Trier, Trier, Germany;

Schweizer-Ries, P., University Saarland, Saarbriicken,
Germany

Abstract: Giving feedback about energy consumption
is found to be effective in reducing energy consumption
(see the overview articles of Abrahamse, Steg, Vlek &
Tothengatter, 2005 and Fischer, 2008). Most of these
studies were conducted in the context of households
but Siero, Bakker, Dekker and van den Burg (1996)
and Staats, van Leeuwen and Wit (2000) found similar
results in the context of organizations. Fischer (2008)
summarises that feedback about energy consumption
works best, if it is computerized offering multiple op-
tions and if it uses interactive elements. Therefore, an
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ICT-based web tool was developed in the EU funded
BEST Energy project. Through this web tool, staff
members of a university office building can receive feed-
back on their energy consumption. This study evalu-
ates the acceptance and usability of this newly devel-
oped web tool among the staff members: The model of
information system success (DeLone & McLean, 2003)
and the technology acceptance model (Venkatesh, Mor-
ris, Davis & Davis, 2003) both try to explain why
a information system or technology is accepted and
used. As this web tool isn’t an information system
that helps staff members to attain goals in their jobs
(predictor 'performance expectancy’ in the Venkatesh
et al. model), but is a system that should be used
alongside the daily work tasks, some additional as-
sumptions seem to be necessary. Therefore it is hy-
pothesized that additional variables like job demands
(Karasek, 1979) or specific environmental awareness
concerning the consumption of energy are important
to explain the acceptance and use of this energy con-
sumption feedback tool. A special focus will be on the
summative usability evaluation of this newly developed
tool because system quality, information quality and
effort expectancy are important predictors in both ac-
ceptance models (DeLone & Mclean, 2003; Venkatesh
et al. 2003). The study is scheduled to take place in
the beginning of 2011 by gathering the data via an on-
line questionnaire among the staff members, so that
the results can be presented at the conference.

CRITICAL FACTORS IN KNOWLEDGE MANAGEMENT: A
CONCEPTUAL MODEL FOR SOCIAL ECONOMY ORGANI-
ZATIONS

Meireles, A., University of coimbra, Coimbra, Por-
tugal; Cardoso, L., University of Coimbra, Coimbra,
Portugal; Ferreira Peralta, C.M., University of Coim-
bra, Coimbra, Portugal

Abstract: The purpose of this communication is to
present an empirical research, which aimed to validate
a conceptual model that includes critical factors for
knowledge management (considering formal and infor-
mal practices). It includes organizational commitment,
cultural orientation towards knowledge, and training as
critical variables for the success of formal and informal
knowledge management practices. The research is a
cross-sectional study and involved collection of quan-
titative data. Sample is made up of Portuguese orga-
nizations belonging to the social economy sector and
developing their activity within Viseu region (a set of
nine organizations). The survey consisted of 205 work-
ers. It was applied the path analysis, using maximum-
likelihood estimation procedures. Path analysis results

showed that the proposed model has a good fit with
the data. Two hypotheses were not confirmed, and
another one was added. Although a structured and
comprehensible model is presented, it does not accom-
plish an exhaustive list about critical factors for knowl-
edge management. A suggestion for future research
is the enhancement of the model in order to incorpo-
rate other critical factors. Additionally, this research
has a cross-sectional nature. It would be important to
develop longitudinal studies with the considered vari-
ables, capturing the dynamic changes occurring within
organizations. The research contributes to the exist-
ing pool of knowledge about the critical factors for
knowledge management strategies. The design and de-
velopment of a knowledge management strategy also
demands an integrated and comprehensive framework
about its critical factors. Organizations that are de-
veloping knowledge management strategies should at-
tend to the predominant type of organizational com-
mitment and should base their training policies on a
cultural orientation towards knowledge. Empirical ev-
idences obtained in this study will be of use not only
to organizations wanting to become knowledge man-
agement companies, but also to researchers wanting to
develop a more comprehensible framework about fac-
tors that influence (positive or negatively) knowledge
management.

9:00-10:00

Posters session: Employee well-being

Location: Expo (9:00-10:00)

INDIVIDUAL FACTORS AND SUBJECTIVITY IN THE
ORGANIZATIONAL WELLBEING

Biggio, G., Universita’ Della Tuscia, Viterbo, Italy

Abstract: Introduction The research investigates well-
being at work as a set of attitudes that could im-
prove the working life. Several authors analyzed or-
ganizational wellbeing and subjectivity with respeet
to job satisfation (see among others, Judge, Klinger,
2008). Some concentrate on the sense of individual
coherence and optimism which generate wellbeing at
work (Feldt, M#kikangas, Aunola, 2006). Others talk
about the extraversion interactive effects in organiza-
tion (Jansen, Dubin, Witt, 2010) and on employee re-
sistance (Hughes, 2005). It seems also important to ex-
amine people’s awareness of the importance of subjec-
tivity in wellbeing at work. Method The research has
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been conducted so far on a sample of 39 employees of
National Health Service divided into 3 focus groups.We
also formed another sample consisting of 16 employees
of a multinational rental services company. The hier-
archical levels as well the age of the respondents were
heterogeneous. Interviews in the National Health Ser-
vice lasted 3 hours per group while thel6 employees of
the multinational company were interviewed individu-
ally for 45 minutes. We asked each group 5 open-ended
questions about the concept of organizational wellbe-
ing, the characteristics of the workplace people consider
important and so on. All interviews were recorded
and reported. Results All of the respondents recog-
nize the relevance of subjectivity in the organizational
wellbeing, especially the employees of the private com-
pany. Both groups have defined a kind of personal
“positive”conception characterized by a set of capaci-
ties such as resistance to frustration, confidence in own
internal resources, capability to manage conflicts, abil-
ity to reject short vision and so on. Some respondents
acknowledge a contradiction between what they think
and what they do but they believe that the support
of the group is important to put into practice a pos-
itive vision. Conclusions The research highlights the
importance of subjectivity in organizational well-being
as part of construction of organizational environment
(see also, on this point, Alvesson, Willmott, 2002). We
will further investigate which are the subjective quali-
ties useful for the organizational well-being as well as
the different kinds of subjectivity related to organiza-
tional effectiveness.

IDENTIFYING COPING PROFILES AND PROFILE DIF-
FERENCES IN ROLE ENGAGEMENT AND WELL-
BEING: A LATENT CLASS ANALYSIS APPROACH

Rantanen, M., University of Jyvdaskyld, University
of Jyvaskyld, Finland; Mauno, S., University of
Jyvaskyld, Jyvdskyld, Finland; Tolvanen, A., Univer-
sity of Jyvdskyld, Jyvdskyld, Finland

Abstract:  The traditional way to classify coping
strategies into narrow categories (e.g., problem- and
emotion-focused coping) has been recognized to be too
limited approach to understand the ultimate nature of
coping. Accordingly, it has been recommended to in-
vestigate coping beyond this taxonomy approach. The
present study addressed this by examining what kinds
of individual coping profiles can be found in a sample of
Finnish health care and service sector employees (n =
2756). Specifically, coping profiles were indentified by
a latent class analysis (LCA). In addition, we evaluated
whether role engagement (family-to-work-enrichment,
work-to-family-enrichment, emotional energy at work,

and work engagement) and well-being (life, parental,
and marital satisfaction, and psychological distress)
differ by these coping profiles. LCA revealed seven
distinct coping profiles. These profiles (groups) were
defined as passive’ (n = 34), low’ (n = 351), moderate’
(n = 1251), high’ (n = 406), active’ (n = 300), ac-
tive accommodating’ (n = 182), and highest’ (n = 13)
copers. Covariance analyses showed statistically sig-
nificant differences in role engagement and well-being
between these coping profiles. The low copers’, who
used all coping strategies at a relatively low level re-
ported the highest distress. The lowest levels of dis-
tress, instead, were experienced by active copers’, who
used all coping strategies at a high level except avoid-
ance, and high copers’, who used all coping strategies
at high levels. Active’ and high’ copers reported more
family-to-work enrichment than moderate’ copers. In
addition, active’ copers were more engaged with their
work than the moderate group. Active’ and highest’
coping groups felt more emotional energy at work than
the moderate’ group. Thus, active’ and high’ coping
seem to be beneficial for well-being and role engage-
ment. Employees should be provided stress manage-
ment training, the focus of which is on both active
coping strategies and flexible use of different coping
strategies.

DISPLAY RULES AND BURNOUT IN HEALTH PROFES-
SIONALS: TESTING THE MULTIPLE MEDIATOR EF-
FECTS OF EMOTIONAL LABOR

Ferreira Peralta, C.M., University of Coimbra, Coim-
bra, Portugal; Carvalho, C., University of Coimbra,
Coimbra, Portugal; Silva, D., University of Coimbra,
Coimbra, Portugal

Abstract: Emotions are considered a primary con-
stituent of human and organizational life, particularly,
in professions that require face-to-face contact with the
public, like health professionals, who face every day,
physical and emotional stressing job situations that
may fall into burnout. This study focuses on the eval-
uation of the multiple mediatory effects of emotional
labor and emotional exhaustion in the relationship be-
tween organizational display rules and two dimensions
of burnout (depersonalization and personal accom-
plishment). In light of previous theory and research
we tested two general hypotheses: 1) deep acting medi-
ates the relationship between the expression of positive
emotions and personal accomplishment; 2) Surface act-
ing and emotional exhaustion mediate simultaneously
the relationship between hiding negative emotions and
depersonalization. Display rules, emotional labor and
burnout were operationalized using consolidated scales:
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Emotions Work Requirements Scale (Best Downey &
Jones, 1997), Emotional Labor Scale (Brotheridge &
Lee, 2003) and Maslach Burnout Inventory (Maslach &
Jackson, 1986), respectively. For testing the hypothe-
ses, Structural Equation Models were specified and an-
alyzed using AMOS 18.0. The three steps of Baron
and Kenny (1986) for testing mediation effects were fol-
lowed and the bias-corrected bootstrap with 2000 sam-
ples was conducted for generating a 95% confidence
interval of the point estimations. We found that the
simple mediating effect of deep acting in the relation-
ship between expression of positive emotions and per-
sonal accomplishment cannot be tested since there is
no relationship between the mediator variable and cri-
terion variable (Baron & Kenny, 1986). Still, we found
a direct impact of expressing positive emotions on deep
acting and personal accomplishment. In the multiple
simultaneous mediator tests, surface acting and emo-
tional exhaustion fully mediated the relationship be-
tween hiding the expression of negative emotions and
the dimension of burnout, depersonalization. We found
evidence that supports the development of intervention
programs aiming at copping with the perceived orga-
nizational display rules. Moreover, these interventions
should aim not only the dimensions of burnout but
also the emotional regulation strategies in a comple-
mentary way. Alternatively, recruiting strategies pre-
venting vulnerable employees from performing certain
work and a change in the organizational display rules
could improve the well being of health professionals.

DOES WORK MOTIVATION FUEL BURNOUT AND EN-
GAGEMENT? REVISITING THE HEALTH IMPAIR-
MENT AND MOTIVATIONAL PROCESSES OF THE JOB
DEMANDS-RESOURCES MODEL

Fernet, C., Universite du Québec a Trois-Rivieres,
Trois-Rivieres, Canada; Austin, S., Universite du
Québec a Trois-Rivieres, Trois-Rivieres, Canada

Abstract:  Integrating and building upon the job
demands-resources model and self-determination the-
ory, the authors propose and test a model in which job
demands and resources have a unidirectional effect on
employee motivation, and that motivation has a unidi-
rectional effect on burnout and engagement. A total of
827 novice school teachers participated in this study.
Data were collected at two time points, nine months
apart. Results of SEM analyses support the proposed
model (X2 = 528.796, df = 165, NNFI = .92, CFI = .94,
RMSEA = .065). Specifically, results show that job de-
mands at T1 are negatively related to work motivation
at T2 ( =-.11, p<.05) and positively linked to burnout
at T2 ( = .15, p<.05), whereas job resources at T1 are

positively linked to motivation at T2 ( = .11, p<.05)
and engagement at T2 ( = .12, p<.05). Furthermore,
work motivation at T1 is negatively related to burnout
at T2 ( =-.12, p<.05), and positively linked to engage-
ment at T2 ( = .19, p<.00). These results suggest that
employee motivation is a relevant psychological mech-
anism in the understanding of both the motivational
and health-impairment processes. The present findings
shed new light on the importance of work motivation
and more particularly by specifying its role in relation
to job characteristics and employee well-being. This
study has practical implications. From an organiza-
tional standpoint, interventions that aim to reduce job
demands and increase job resources are recommended.
In the workplace-such as school settings-where it is dif-
ficult to eliminate or reduce job demands, it appears
that increasing job resources would be a promising ap-
proach.

LEADERSHIP AND EMPLOYEE ENGAGEMENT: A Di-
ARY STUDY

Breevaart, K., Erasmus University Rotterdam, Rotter-
dam, The Netherlands; Bakker, A.B., Erasmus Univer-
sity Rotterdam, Rotterdam, The Netherlands; Demer-
outi, E., Eindhoven University of Technology, FEind-
hoven, The Netherlands

Abstract:  This study examines the relationship
between daily transformational leadership behavior
and daily employee work engagement based on the
Job Demands-Resources (JD-R) model and Self-
Determination theory (SDT). Daily work engagement
is also referred to as state work engagement: a tran-
sient, positive, work-related experience that fluctuates
within individuals over a short period of time. Re-
search on the JD-R model indicates that job resources
and job demands are important predictors of employee
work engagement and performance. However, the pro-
cess through which this happens has not received much
research attention. We focus on daily basic need fulfill-
ment as a mediator of this relationship. Also, foster-
ing job resources is argued to be an effective strategy
to influence employee work engagement. Since leaders
can have a profound impact on follower outcomes, we
focus on leadership behavior as an effective way to in-
crease the availability of job resources. We expect daily
transformational leadership behavior (as rated by the
employee and the leader) to be positively related to
daily work engagement, both direct and indirect via
daily job resources, job demands, and basic need sat-
isfaction. We expect that transformational leadership
behavior positively influences the job demands (work
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load and mental task effort) and job resources (auton-
omy, feedback, social support, and skill variety) of em-
ployees on a daily basis. The specific combination of
those job demands and job resources positively influ-
ence the fulfillment of the needs for competence, re-
latedness and autonomy. On a daily basis, these will
influence employee work engagement and (in-role and
extra-role) performance as rated by both the employee
and the leader. Data was gathered among work agen-
cies using online diaries. Participants worked in small
teams consisting of the leader and five to ten employ-
ees. Employees had daily contact with their colleagues
and their leader.

ORGANIZATIONAL STRESS AND RISK-FACTORS FOR
WELL-BEING OF BANK OFFICES’ PERSONNEL

Leonova, A., Moscow State University, Moscow, Rus-
sian Federation

Abstract: A methodology for evaluation of organiza-
tional stress (further, Org/Stress) was elaborated on
the basis of the three-levels’ description of stress man-
ifestations: individual stress responses, group cohe-
sion/disintegration and personnel disagreement with
the norms of organizational culture (Beehr, 2000;
Leonova, 2003, 2009). A battery of 12 psychomet-
ric tests for verification of this approach in a series
of empirical studies was composed. The investigations
were carried out with a staff of the three biggest bank
companies in Russia ("All-Russian Saving Bank’, 'Rus-
sian Bank for Development’, 'Russian Standard Bank’,
in total 242 subjects). By a cascade factorization of
the whole set of measured stress indexes there were
revealed the following main components in the struc-
ture of experienced Org/Stress’ syndromes: (1) socio-
motivational context of job; (2) worker’s attitudes to
the job context; (3) feelings of social protection. The
data of a cross-organizational analysis have demon-
strated the principal similarity of the structural com-
position of Org/Stress manifestations in different com-
panies and their departments. It made a base for elab-
oration a set of integrative Org/Stress indicators that
helped to depict a specificity of Org/Stress’ syndromes
both at the level of the whole company and of the
different categories of personnel. A qualitative anal-
ysis of the Org/Stress syndromes allow to define the
most risky groups of personnel for negative impact of
Org/Stress on their mental health (in our study, the
serving client’s staff, subordinates vs. managers, young
vs. experienced employees). The results of the study
have also shown a high congruence of integrative indi-
cators of Org/Stress with the objective criteria of suf-
fered well-being of personnel in all different enterprises

(the indexes of job satisfaction, turnover, sick-rate and
absenteeism). These findings stimulated an implemen-
tation of health promotion programs that were devel-
oped for each of the mentioned categories of person-
nel to improve social climate and job design at work
place.

A STUDY IN AN ITALIAN UNIVERSITY: DETERMI-
NANTS OF JOB SATISFACTION

Zito, M., Universita degli Studi di Torino, Torino,
Ttaly; Colombo, L., Universita Degli Studi di Torino,
Torino, Italy; Ghislieri, C., Universita Degli Studi di
Torino, Torino, Italy; Emanuel, F., Universita Degli
Studi di Torino, Torino, Italy; Fabbri, T.M., Univer-
sita di Modena, Modena, Italy; Curzi, Y., Universita
di Modena, Modena, Italy

Abstract: Several organizational studies analyze the de-
terminants of job satisfaction, as an indicator of cog-
nitive well-being at work (Diener, Emmons, Larsen &
Griffin, 1985). Instead, the studies concerning well-
being (and discomfort) in the academic context are
poorly treated, particularly in Italy. Referring to in-
ternational literature, researches about academic staff
working in different countries highlight that the occu-
pational stress in universities is increasing and the psy-
chological discomfort is higher than similar professional
groups (Kinman, Jones, 2008). The aim of this study
is to inquire the principal determinants of job satisfac-
tion among a north Italian university’s teachers and re-
searchers. Data were collected through a questionnaire
filled out individually by 279 respondents. The ques-
tionnaire gathers information about different variables:
job satisfaction (24 items, 6-point agreement scale, a
.93); workhaolism (8 items, 4-point frequency scale ,
a. 80); career advancement orientation (6 items, 4-
point importance scale, a .82); supervisors support (4
items, 6-point agreement scale, a .90); co-workers sup-
port (4 items, 6-point agreement scale, a .91); work-
life conflict (5 items, 6-point frequency scale, a .90);
emotional dissonance (3 items, 6-point frequency scale,
a .92); workload (6 items, 6-point agreement scale, a
.86); job autonomy (7 items, 6-point agreement scale,
a .91); commitment (4 items, 6-point agreement scale,
a .85). Data analysis (Pasw 18) was performed as:
means, standard deviations and alpha reliabilities (a)
for each scale; one-way analysis of variance; corre-
lations and multiple regressions. Multiple regression
analysis shows that job satisfaction is influenced (42%
explained variance) as follows: positively by supervi-
sors support, commitment and job autonomy and neg-
atively by work-family conflict. Findings highlight the
variables that can support the job satisfaction in the
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specific academic context: the role of supervisors sup-
port is prominent but is also useful to promote com-
mitment and job autonomy. Moreover findings suggest
that work-family conflict can negatively influence the
cognitive well-being: intervention projects supporting
the work-family balance can be helpful to deeper un-
derstand the dynamics of promoting well-being in or-
ganizations.

EMPLOYEE’S WELL-BEING: THE ROLE OF PSYCHOSO-
CIAL FACTORS IN A PORTUGUESE SAMPLE

Pereira, A.C., University of Aveiro, Aveiro, Portugal;
Silva, C., University of Aveiro, Aveiro, Portugal; Ama-
ral, V., University of Aveiro, Aveiro, Portugal; Pereira,
A.C., Unwversity of Aveiro, Aveiro, Portugal; Nossa,
P., Unwersity of Minho, Braga, Portugal; Silvério, J.,
University of Minho, B, Portugal

Abstract: The labor reality in industrialized countries
has experienced profound changes in recent decades.
Along side with comprehensive changes of production
conditions and realities in industry, administration and
service, demands on the employees are also changing.
As a consequence of these developments, the psycho-
logical stress has markedly increased. The Copenhagen
Psychosocial Questionnaire (COPSOQ), developed in
2000 by the National Institute of Occupational Health
in Copenhagen, is considered one of the most power-
ful tools in the evaluation of important psychosocial
dimensions at work, such as cognitive skills and emo-
tional rewards, interpersonal conflict, work-family in-
terface, stress and harassment, directly related to the
employee’s welfare. This questionnaire seems to be
comprehensive and to include most of the relevant di-
mensions according to several important theories on
psychosocial factors at work. The purpose of the COP-
SOQ concept is to improve and facilitate research, as
well as practical interventions at workplaces. This
study, with the Portuguese version of the COPSOQ),
was based on a sample of portuguese employees aged
18-65 years. The values obtained in this sample will be
analysis taking into account the different professions
and sectors of employment and the relation with the
psychological and social factors that influence the well-
being of workers, assessed by measures of cognitive, so-
matic and behavioral stress, job satisfaction and gen-
eral health. These results will be compared with inter-
national data taking as an important starting point for
the assessment and intervention in occupational health.
We adapted this instrument to the Portuguese popula-
tion and assessed the psychosocial factors directly re-
lated to our working reality. So, we intend to pass it
by promising and innovative nature of the evaluation

of the psychosocial work environment, promoting com-
munication between researchers, employers and occu-
pational health and evaluation of interventions on the
welfare and health work.

WHEN PERCEIVING CONTROL AND AUTONOMY AT
WORK INFLUENCES THE TYPE OF PASSION YOU HAVE
TOWARDS YOUR WORK AS WELL AS YOUR PSYCHO-
LOGICAL HEALTH: A TEST OF THE DUALISTIC MODEL
OF PASSION

Lavigne, L., Universite du Quebec a Montreal, Mon-
treal, Canada; Vallerand, J., Universite du Quebec A
Montreal, Montreal, Canada; Fernet, C., Universite du
Québec a Trois-Rivieres, Trois-Riviere, QC, Canada

Abstract: Workers’ poor psychological health is a very
costly problem for organizations (Stephens & Joubert,
2001; Danna & Griffin, 1999). Consequently, un-
derstanding the individual and motivational variables
influencing workers’ health is of predominant impor-
tance. Vallerand and colleagues (2003) developed the
Dualistic Model of Passion towards activities in which
two types of passion are proposed: harmonious (au-
tonomous engagement) and obsessive (controlled en-
gagement) passion. Much research (Carbonneau, et
al., 2008; Forest, et al., 2010; Lavigne, et al., 2010;
Vallerand, et al., 2010) has shown that a harmonious
passion towards one’s work is associated with good psy-
chological health while an obsessive passion to health
problems. However, little research has tried to identify
the antecedents of both type of passion. To our knowl-
edge, only one past research (Mageau et al., 2009) tack-
led this issue and showed that significant individuals’
display of autonomy supportive behaviors predicted
the development of a harmonious passion while the dis-
play of controlling and pressuring behaviors predicted
the development of an obsessive passion. However,
nothing is known about how workers’ own perceptions
of control and autonomy at work can influence the type
of passion they will come to hold towards their work.
We hypothesized that workers who perceive some lev-
els of control and autonomy at work will come to adopt
a harmonious passion towards their work while work-
ers who perceive low levels of control over how to do
their work will come to adopt an obsessive passion.
In turn, we hypothesized that a harmonious passion
would be negatively related to symptoms of psycholog-
ical distress while an obsessive passion would be posi-
tively related to them. The results of a series of three
studies (Study 1: correlational cross-sectional design,
n = 146, Study 2: longitudinal full cross-lagged panel
design, n = 592, Study 3: SEM path analysis cross-
sectional design, n = 626) with three different samples
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of teachers from the province of Quebec (Canada) sup-
ported our hypotheses. The present results represent
an important contribution to the Dualistic Model of
Passion (Vallerand et al., 2003) and offers promising
research avenues for the domains of organizational be-
haviors and organizational health.

THE VOW/QFT: PSYCHOSOCIAL RISK FACTORS,
PLEASURE AT WORK AND WORK ABILITIES AMONG
OLDER WORKERS

Hellemans, C., Universite Libre de Bruzelles, Brussels,
Belgium

Abstract: Maintaining older workers in the labour
raises many questions: which are the work abilities
of the older workers? Did these abilities evolve fa-
vorably these last years? What is the older workers
health condition? What are their job constraints 7
Tuomi and its colleagues developed the Work Ability
Index (WAI), a very simple questionnaire to measure
the work abilities of oldest (Tuomi, Ilmarinen, Jahkola,
Katajarinne and Tulkki, 1994). The WALI validity and
utility were shown in great international epidemiologic
research (Radkiewich and Widerszal-Bazyl, 2005; de
Zwart and Frings-Dresen, 2002). However, to under-
stand and to make prevention, the tool is rather frag-
mented: it does not make it possible to analyze the
contents of work requirements, nor the detail of worker
mental resources; it does not tackle the question of
psychosocial workload. In Belgium, Work Humaniza-
tion Management of the Federal Public Service Em-
ployment, Labour and Social Dialogue started a se-
ries of studies in order to look further into the con-
cept and to create a more complete questionnaire, in
French and in Dutch: the VOW/QFT (Vragenlijst
Over Werkbaarheid / Questionnaire sur les Facultés
de Travail). The VOW/QFT analyzes how the worker
perceives and lives balance between its own character-
istics (perceived health condition, personal resources,
effectiveness, intention to remain, knowledge and ca-
pacities) and the requirements he is confronted (job re-
quirements, psychosocial workload, physical workload,
safety) (Hellemans, Piette and Himpens, 2010). The
VOW/QFT was completed by 45-plus workers (n =
1767) during the medical examinations by the occupa-
tional medicine. Churchill paradigm (Churchill, 1979;
Roussel, 2005) was used to test the validity of the two
VOW/QFT principal modules: psychosocial aspects
and work abilities. The exploratory (N = 598) and
confirmatory (N = 631) phases have highlighted a sta-
ble factorial structure and good internal consistencies
(.74 to .90). Regression analysis (N = 538) proposed
that psychosocial aspects, and especially, pleasure at

work, are better predictors of the work abilities than
the perceived health condition.

NEED OF RECOVERY AS MEDIATOR BETWEEN JOB
CHARACTERISTICS, HOME DEMAND AND WELL-
BEING.

Miglioretti, M., University of Milano Bicocca, Milano,
Ttaly; Vecchio, L., University of Milano Bicocca, Mi-
lano, Italy; Velasco, V., Uniwversity of Milano Bicocca,
Milano, Italy

Abstract: Need of recovery is defined as a conscious
state characterized by a temporal reluctance to con-
tinue with present demands or to accept new demands.
It is associated with a wish for low baseline activity and
with the expectation that a break is necessary in or-
der to be able to confront future demands (Craig &
Cooper, 1992). Previous studies underlined that need
of recovery mediated the effects of job characteristic
and off-job activities on fatigue and poor well being
(Sonnentag & Zijlstra, 2006). In two empirical stud-
ies we examined the role of need of recovery as me-
diator between job characteristic, home demand and
well-being. In the first study 50 bus drivers (100%
male; mean age 41.67.7) filled in a questionnaire that
analyzed job demand, home demand, perceived stress,
need of recovery, fatigue and well being. In the second
study 84 nurses (87% female; mean age 41.67.5) were
assessed with a questionnaire that studied job demand,
home demand, perceived stress, need of recovery, burn-
out and well being. Both our studies, conducted in two
different stress full activity, confirm the mediator’s role
of need of recovery.

COMPARING ORGANIZATIONAL WELLBEING: PUBLIC
SECTOR AND NON-PROFIT ORGANIZATIONS

Benevene, P., Universita LUMSA, Rome, Italy; Callea,
A., Universita Lumsa, Rome, Italy

Abstract: Purpose - This research aims at compar-
ing organizational wellbeing between Non-profit and
Public Sector organizations. Avallone and Paplomatas
have defined organizational wellbeing as *The set of or-
ganizational processes and practices, as well as the cul-
tural core that animate the cohabitation in the work-
place setting, promoting, maintaining and improving
the physical, psychological and social well-being of
the working communities’.Outcomes of organizational
wellbeing are: more productive and healthier employ-
ees, lower level of absenteeism and turn-over, organi-
zational development and customer satisfaction. This
all translates into increased productivity and higher
performance, as well as a competitive advantage for
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the organization.We hypothesize that Non Profit Or-
ganizations’ employees show significantly higher levels
of organizational wellbeing than Public Sector Orga-
nizations’ employees. Methodology - The Multidimen-
sional Organizational Health Questionnaire (MOHQ),
Avallone e Paplomatas, 2005) was administrated to 787
participants, of whom 312 (39.65%) work in public sec-
tor organizations and 475 (60.35%) in Non Profit Or-
ganizations. The MOHQ has a scale for each indepen-
dent dimension of organizational wellbeing (Objectives,
Valorisation, Active listening,Information, Conflicts,
Personal relationships,Operativity; Organizational jus-
tice;Stress;Social usefulness;Innovation; Personal posi-
tive indicators) and it has been previously standard-
ized and validated with fairly acceptable results. Con-
clusions - In comparison to employees from the Public
Sector Organizations, Non Profit Organizations’ em-
ployees show significantly higher levels of organiza-
tional wellbeing. Higher mean scores are in favour of
Non Profit Organizations’ employees in eight out of
the twelve scales of the questionnaire. The results that
emerged in the remaining scales showed no substantial
differences between Public Sector Organizations and
Non Profit Organizations’ workers. Research limita-
tions/implications: The group that was interviewed is
a convenience sample, not a statistical representative
sample. Practical implications: The paper identifies
areas with a strong need of intervention in order to im-
prove the organizational wellbeing of the employees of
Public Sector Organizations. Originality/value: Orga-
nizational wellbeing has rarely been addressed among
Non-profit organizations, especially in terms of com-
parison between Public Sector and the third sector.

PHYSICAL ENVIRONMENT AND SAFETY OUTCOMES:
THE ROLE OF ’RESTORATIVENESS’ AT THE WORK-
PLACE

Pasini, M., University of Verona, Verona, Italy; Berto,
R., University of Verona, Verona, Italy; Brondino, M.,
University of Verona, Verona, Italy

Abstract: The theoretical framework of this study
comes from Environmental Psychology, an area that
studies the relationships between people and the socio-
physical environment. This study investigates the rela-
tionship between the physical setting and safety perfor-
mance at the workplace. Physical characteristics of the
environment affect directly psycho-physiological well
being. Stress occurs when there is an imbalance be-
tween physical setting demands and human resources,
because individuals cannot cope with in the proper
way. In fact one of the causes of unsafe behaviors
and performance are physical and mental resources put

in jeopardy by stress due to the workplace physical
characteristics. Physical characteristics mostly related
to psycho-physiological stress and mental fatigue are:
Stimulation, actually intensity, variety and complexity
of the physical setting; affordances namely ambiguous
or in conflict information concerning the function of el-
ements in the physical setting; control that is the pos-
sibility to manage and/or change bad characteristics
of the physical setting. The construct ’restorativeness’
refers to the presence/absence level of all these char-
acteristics that can be measured with the Perceived
Restorativeness Scale (PRS; Hartig, Korpela, Evans
& Garling, 1996; Pasini, Berto, Scopelliti, & Carrus,
2009), a self-report instruments based on the Atten-
tion Restoration Theory (Kaplan, 1993). A sample
of 1617 metal-mechanic workers from eight north-east
Italy companies participated in a study on safety at
work. A short version of the PRS tailored to metal-
workers’ physical setting was used to measure perceived
restorativeness of workplace, and self-report accidents
were recorded. A negative relation was found between
perceived restorativeness and accidents (F(2,1595) =
16,96; p < .001): Workers who perceived their work-
place as less 'restorative’ also referred they had more
accidents since they were in the company.

DOES ETHICAL ORGANISATIONAL CULTURE ASSO-
CIATE WITH SICKNESS ABSENCES?

Hirttis, P., University of Jyvdiskyld, Jyvaskyld, Fin-
land; Huhtala, M., University of Jyvdskyld, Jyviskyld,
Finland; Feldt, T., University of Jyvdskyld, Jyvdiskyld,
Finland

Abstract: This study had two aims. The first aim
was to investigate, what kinds of evaluations Finnish
managers give on the ethical culture of their organ-
isations. The second aim was to test, whether the
ethical organisational culture is related to sickness ab-
sences. Results from a previous study (Huhtala et al.,
submitted) indicated, that if ethical culture was rated
low, it was connected to more experiences of ethical
strain and to higher emotional exhaustion. Therefore,
this study gives new information about the connec-
tions between organisational culture and occupational
well-being: whether ethical culture is also related to
sickness absences. The ethical culture of organisations
was measured with the Corporate Ethical Virtues-scale
(CEV; Kaptein, 2008). We used the total CEV-score
and its’ eight sub-dimensions: clarity, congruency of
management, congruency of senior management, feasi-
bility, supportability, transparency, discussability and
sanctionability. Sickness absences were asked with one
open-ended question: How many work days in total
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have you been away from work due to your own sick-
ness during the last year? The participants consisted
of 902 managers from various organisations across Fin-
land, who responded to a postal questionnaire study
in Autumn 2009. The average age of the participants
was 46.40 years (SD = 9.29), and 69.7 percent were
men. 47.1 % of the participants were in upper man-
agement, and 52.9 % in middle management. Majority
of the participants were working in the private sector
(80.9 %), and a large majority had a permanent em-
ployment contract (98.4 %). On average the managers
gave quite positive evaluations of their organisation’s
ethical culture. From the eight factors supportability
got the lowest mean, and clarity was rated highest.
The mean of sickness absences was 3.58 days (SD =
7.89). Lower evaluations of the whole CEV-score and
of congruency of senior management, supportability,
transparency, discussability and sanctionability were
correlated with more sickness absences. Thus, ethical
organisational culture is associated with occupational
well-being, also when measured with a ’hard’ indicator
such as sick leave.

THE WELL-BEING OF NON-PROFESSIONAL COUNSEL-
LORS IN SOUTH AFRICA

Pires-Putter, J., North-West University, Potchef-
stroom, South Africa; Jonker, C.S., North-West Uni-
versity, Potchefstroom, South Africa; Coetzer, W.,
North- West University, Potchefstroom, South Africa

Abstract: Counsellors are faced with various stressors
in the diverse multi-cultural country of South Africa.
Counsellors are under severe pressure and therefore
the maintenance of counsellors’ well-being is essen-
tial. The aim of this study was to determine the rela-
tionship between emotional intelligence, burnout, en-
gagement and coping among non-professional counsel-
lors in South Africa. A cross-sectional survey design
was used. A non-probability convenience sample was
used. The sample consisted of 172 non-professional
counsellors in Gauteng and the North-West Province.
The Maslach Burnout Inventory, The Emotional Intel-
ligence Scale (SEIS), Utrecht Work Engagement Scale
(UWES) and The COPE Questionnaire (COPE) were
administered. Results indicated a relationship between
coping and burnout factors; between emotional intel-
ligence factors and coping, and between emotional in-
telligence factors and work engagement. Differences in
the use of strategies based on province and language
was found. Multiple regression analyses showed that
emotional intelligence, and coping predicted the vari-
ance explained in burnout and work engagement of
non-professional counsellors. The practical relevance of

this study is that emotional intelligent non-professional
counsellors are able to recognise and manage their emo-
tions, express emotions accurately and use emotions
for decision-making and problem solving. Furthermore
emotionally intelligent non-professional counsellors are
able to apply coping strategies with more positive out-
comes to prevent and cope with burnout.

THE FACTORIAL STRUCTURE OF PASSION SCALE TO
AN ACTIVITY IN SPANISH POPULATION.

Lisbona Banuelos, A., UNED, Madrid, Spain; Bern-
abé, M., University Miguel Herndndez, Elche, Spain;
Martin-Aragén Gelabert, M., University Miguel
Herndndez, Elche, Spain; Terol Cantero, M., Univer-
sity Miguel Herndndez, Flche, Spain

Abstract: The study of passion could be included on
Positive Occupational Psychology because is related
with feel positive emotions related with Employee well-
being. The passion is defined as a strong inclination
toward an activity and invests time and energy in it
because like it and is relevant to people (Vallerand &
Houlfort, 2003). As the study of wellbeing on students
have been showed the relevant of positive feelings on
performance, Passion to an activity could be related
on the one side with motivation to performance and on
the other side with Burnout or Workaholics (Salanova,
Martnez, Bres, Llornes & Grau, 2005; Burke, Fiksem-
baum, 2009; Vallerand, Paquet, Philippe, Charest, in
press). However there is not any measure to Span-
ish population to could use. For this reason it has
been validated to Spanish students the Passion Scale of
Vallerand et al. (2003). The aim of the study is analyse
factorial structure of Spanish validation of Pasion Scale
in an activity (Vallerand et al., 2003; Lisbona, Bernab,
Palac, Martn-Aragn y Gmez, in press). Method. Par-
ticipants were 266 students from different universities,
72.3% were women. The mean age was 28 years old
(SD: 9.42). Factorial Exploratory and Internal Consis-
tency Analysis were carried out. Results. Barlett Test
shows adequate rates for data matrix (KMO=.85; 72 =
1568,947 (df: 91); p<.000). It is extracted two factors,
Harmonious and Obsessive. The explained Variance is
53.4%. The Cronbach’s levels were .82 and .85 respec-
tively. Conclusions. The results reproduce the original
structure, the study make possible the study of the
Passion construct in Spanish students. The theoretical
and practical implication are discussed on the study.
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CHANGES ON THE WORK CONTROL — SPECIFIC RE-
SOURCES NEEDED?

Bahamondes Pavez, C., University Freiburg, Freiburg,
Germany; Schiipbach, H., Undversity Freiburyg,
Freiburg, Germany

Abstract: Several changes have taken place in the
world of work in the last decades. A particularly im-
portant change concerning the control of work is re-
lated to the increasing output-orientation of working
processes. The assigning of tasks has become highly
output-oriented, employees have become increasingly
responsible for both the working process itself and the
achievement of goals and the importance of goal at-
tainment for the assessment of employee performance
has increased. Preliminary research has shown that
output-oriented work control is negatively related to
Well-being when stressors are high and resources low.
However, it remains unclear which specific resources
employees need to adequately react to or buffer de-
mands in output-controlled working systems (OcWS)
and whether these are different from those needed in
input-controlled working systems (IcWS). This study
examines which specific resources are associated with
well-being in IcWS and OcWS. We hypothesised that
resources which increase employees’ flexibility and con-
trol at work would be more critical for well-being in
OcWS than in IcWS, as employees in OcWS are of-
ten confronted with disturbances and changing envi-
ronmental conditions. Data from 280 employees of two
German companies from the financial and industrial
sector were obtained by means of a questionnaire. As-
sessment of work control orientation took place through
expert interviews. The survey assessed perceived de-
mands and resources at work as well as Irritation (scale
of Mohr, Rigotti and Mller, 2005) as Well-being in-
dicator. The analysis compared groups with ’low Ir-
ritation’ and ’high Irritation’ scores for OcWS and
IcWS. In OcWS, employees with ’low Irritation’ re-
ported more possibilities for development and higher
autonomy, flexibility control and goal adaptability. In
IcWS, employees with "low Irritation’ reported higher
role and goal clarity, organisational participation and
goal attainability In support of our hypothesis, these
results show that employees in OcWS and IcWS require
different resources. Resources related to flexibility at
work were most strongly associated with well-being in
OcWS, whereas resources related to clarity in the work-
place were most strongly associated with well-being
in IcWS. This means that organisations with OcWS
should provide resources which increase flexibility in
order to maintain employee well-being.

NEGATIVE RELATIONSHIPS WITH DOCTORS AND SU-
PERVISOR AND INADEQUATE PREPARATION AMONG
NURSES: THEIR RELATIONSHIPS WITH BURNOUT AND
WORK ENGAGEMENT

Guglielmi, D., University of Bologna, Bologna, Italy;
Simbula, S., University of Bologna, Bologna, Italy; De-
polo, M.D., University of Bologna, Bologna, Italy; Vi-
olante, F.S., University of Bologna, Bologna, Italy

Abstract: Positive work relationships between nurses,
doctors and supervisors are crucial in order to achieve
a common good, that is the health and well-being of
patients. The central idea underlying the theoreti-
cal model of this study, is that negative relationships
have an impact on nurses’ perceptions of inadequate
preparation (the feeling of lack of skills which makes
one’s not being able to face everyday-work’s requests),
which in turn have an impact on burnout and work
engagement. This means that inadequate preparation
is a mediator between negative relationships at work
and burnout and work engagement. An innovation
of the present study is to include both the cynicism
and depersonalization constructs in the assessment of
burnout. The current study was part of a broader re-
search project on nurses’ wellbeing. Data were col-
lected from 297 healthcare workers (70% female) by
means of structured face to face interviews. Results
generally supported the hypotheses, although more ev-
idence was found for burnout: inadequate prepara-
tion mediate the relationship between negative rela-
tionships at work and burnout and work engagement.
By considering the general framework of the JD-R
model, this study provide more evidences for the role
played by personal demands (e.g., inadequate prepa-
ration) with regard to the model’s basic assumptions.
Based on our results, organizational training program
developers should consider the importance of reevalu-
ate the doctor-nurse and supervisor-nurse relationships
and assess the value of making them more collaborative
ones, in order to foster well-being among healthcare
workers.

STRESS AND ORGANIZATIONAL WELL-BEING: A COM-
PARATIVE STUDY OF HOSPITAL STAFF

Fiabane, E., University of Pavia, Pavia, Italy; Argen-
tero, P.G., University of Pavia, Pavia, Italy; Giorgi,
1., Salvatore Maugeri Foundation IRCCS, Pavia, Italy;
Sguazzin, C., Salvatore Maugeri Foundation Irccs,
Pavia, Italy

Abstract: Many studies showed that hospital staff
have higher risk to develop burnout and job stress
than other professionals (Aguir & Prez-Hoyos, 2007;
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Maslach, 1982; McVicar, 2003; Su et al., 2009). Most
studies conducted in health settings mainly focused
on one or two professional categories at a time (es-
pecially doctors and nurses) and paid less attention
to the other hospital personnel. Therefore, the first
aim of this research was to compare organizational
well being level among different professional categories
working in the same hospital: doctors (N=13), trained
nurses (N=46), physiotherapists (N=28) and nurses
(N=23). Job engagement is defined as the positive op-
posite of burnout and includes three components - en-
ergy, involvement and efficacy - that represents a goal
to achieve for any prevention initiatives (Maslach &
Leiter, 2008). In this prospective, the second aim of
this study was to identify perceived organizational fac-
tors in predicting engagement in the total sample of
workers (N=110). Data collection was carried out by
using the Occupational Stress Indicator (Cooper, Sloan
& Williams, 1988) and the Organizational Check-up
System (Maslach & Leiter, 1997). Results showed that
physiotherapists have the lowest mean scores in energy
and involvement, the highest prevalence of perceived
sources of stress, the lowest scores on locus of control
and on satisfaction with their own job, with the re-
lationships with others, with the organizational struc-
ture and with their career. The results of the regres-
sion analysis are consistent with some previous stud-
ies and showed that the organizational predictors of
energy are workload and reward, involvement is pre-
dicted by workload, control and community, and effi-
cacy is predicted only by values. The identification of
the psychosocial risk factors in the workplace is crucial
to adopt preventive measures and to develop interven-
tion strategies in order to reduce the impact of stressors
and to promote engagement of health care staff.

EMPLOYEES’ PERCEPTIONS OF ORGANIZATIONAL
CHANGE IN A MENTAL HEALTH CARE CENTRE

Fiabane, E., University of Pavia, Pavia, Italy; Bruni,
A, Undversity of Pavia, Pavia, Italy; Argentero, P.G.,
University of Pavia, Pavia, Italy; Setti, 1., University
of Pavia, Pavia, Italy

Abstract: This study was conducted within a Mental
Health Care Centre in Northern Italy, with the aim
of analyzing the organizational well-being level among
health care professionals involved in a organizational
change process due to a merger of two independent ser-
vices. Many researches (Callan, 1993; Moyle & Parkes;
Rafferty & Griffin, 2006; Vakola & Nikolaou, 2005)
showed that organizational changes can be extremely
stressful for operators and negatively affect the physi-
cal and psychological health. The Occupational Stress

Indicator (Cooper, Sloan & Williams, 1988) and the
Organizational Check-up System (Maslach & Leiter,
1997) were administered to the whole centre which
is composed by 20 health care operators. Partici-
pants were split in two groups: a) Executives (N=10)
which include physicians and psychologists, and b)
Staff (N=10) which includes nurses, social workers and
psychomotor rehabilitation technicians. Quantitative
data were combined with qualitative ones obtained
from two focus groups. The OCS identified stressors
related to Workload, Fairness, Work-group Cohesion
and Leadership, whereas the OSI revealed sources of
stress in Relationship with Others, Climate and Orga-
nizational Structure and Management Role. Compar-
ing the two professional groups, significant statistical
differences were found for Leadership (72 = 7.064; p <
.01): Executives obtained the highest mean scores (M
= 3.28) and refers to coping strategies: effective Time
management was the best strategy to face the stress for
staff (72 = 4.808, p < .05). These results, consistent
with the ones shown by focus groups and previous stud-
ies, are relevant in order to plan effective management
change interventions and strategies to reduce the im-
pact of stressors on mental health care staff. From an
applicative standpoint, our study showed that to suc-
cessfully manage a process of organizational change it is
necessary to reinforce leadership, to create an adequate
time management program, to improve the communi-
cation processes at all the organizational levels and to
empower the individuals’ coping strategies.

PREDICTORS OF THE SUBJECTIVE WELL-BEING IN
PORTUGAL: THE MODERATING ROLE OF OPTIMISM
AND RESILIENCE

Padeiro, C., ISCTE-Instituto Universitdrio de Lisboa,
Lisboa, Portugal; Tavares, S.M., ISCTE-Instituto Uni-
versitario de Lisboa, Lisboa, Portugal

Abstract: The aim of this paper is twofold. Firstly,
we intend to understand which are the predictors of
the two dimensions of the subjective well-being - cog-
nitive dimension and emotional dimension - in a rep-
resentative sample of the Portuguese population. Sec-
ondly, we pretend to analyze whether the dispositional
characteristics - such as individual’s optimism and re-
silience - can work as personal resources and mitigate
the negative effect of some variables that may be po-
tential stressors for the individual. The present study
used data from the European Social Survey regarding
the Portuguese population. However, we only selected
for our sample the active working participants (N =
916). Cognitive well-being was operationalized as life
satisfaction and emotional well-being was measured as
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positive and negative emotional states. The results
show that although dispositional characteristics, mea-
sures of economic well-being and job security are pos-
itively associated with both life satisfaction and emo-
tional states, there are some variables that are more
intensely associated with emotional well-being (more
positive emotional states and less negative emotional
states) - for ex., measures of health and job satisfaction
- rather than to the cognitive dimension of well-being
(life satisfaction). As for the moderating role of per-
sonal resources, optimism interacts with the perception
of health, job satisfaction, and job insecurity to predict
life satisfaction, so that these relationships are stronger
the lower the level of individual’s optimism. Therefore,
optimism mitigates the negative impact that health
problems can have on the life satisfaction of the Por-
tuguese. Additionally, resilience exhibits a similar pat-
tern regarding the interaction with measures of health
and the perception of income regarding subjective well-
being. In fact, in general the results point to a tendency
for the relationship between predictors and subjective
well-being to be more salient (in terms of magnitude of
relationships and of greater significance) when individ-
uals report lower levels of resilience, which is consistent
with our hypotheses and with the literature. Hence,
these results point to the importance of health, eco-
nomic well-being and well-being at work as predictors
of subjective well-being but especially when individuals
have lower levels of personal resources, such as lower
levels of optimism or resilience.

ASSESSMENT OF PSYCHOSOCIAL RISKS:
STUDY

A CASE

Crescentini, A., SUPSI, Locarno, Switzerland; Sada,
A, Universita Cattolica S.C., Milano, Italy

Abstract: The project stands as a possible example of
an intervention methodology aimed at the assessment
of psychosocial risks in a large company in Milan. The
main aims of the intervention were to evaluate the per-
ception of potential diseases that could result from or-
ganizational factors (Warr, 2005) and to suggest cop-
ing strategies aimed at starting a virtuous cycle (Spal-
tro, 2003) oriented to the achievement of well-being.
The project was carried out in collaboration with the
Prevention and Protection Service. 53 employees have
been identified who could be representative of the Or-
ganization for job positions and years of service. All the
subjects have been interviewed on seven areas; Physical
environment, Social environment, Working day, Orga-
nizational context, Individual characteristics and sub-
jective evaluations, External influences, Psychological
diseases. The information collected has been integrated

with the answers to a questionnaire administered to
the same subjects by the PPS on ergonomic topics and
with structured observations of their workplace. The
feedback process took place at several levels: a meeting
with the Institutions involved a written report and a
meeting with the delegates of workers safety. Finally
a six focus were made with the subjects of the investi-
gation, where the results obtained were discussed and
confirmed. The sample of subjects observed perceived
a low level of work stress connected mainly with the
distribution of power inside the organization. One rel-
evant source of frustration is the feeling of lack of credit
for their work and the perception of a large gap between
management and employees, mainly due to a lack of
communication during the process of transformation
that involve all the organization. At the end of the
process some possible intervention have been proposed
like training courses on the topic of conflict, communi-
cation and emotional management and the institution
of an hearing point as a tool to permit the expression of
anxieties of staff. Spaltro E. (2003), "Psichica: bellezza
e gruppi per una psicologia del benessere’, Psicologia
e Lavoro, XXXIII, 130. Warr P.(2005), Work, well-
being, and mental health, in Barling J., Kelloway E.
K., Frone M. R. (a cura di) , Hanbook of Work Stress,
Sage, London.

SUBJECTIVE WELL-BEING AND PSYCHOLOGICAL Dis-
ABILITY ABSENTEEISM IN EMPLOYEES WORKING IN
A PUBLIC SCHOOL ORGANIZATION: A PROSPECTIVE
STUDY

Negrini, A., University of Sherbrooke-CAPRIT,
Longueuil (Québec), Canada; Perron, J., Univer-
site de Montréal, Montréal, Canada; Corbiere, M.C.,
University of Sherbrooke-Caprit, Longueuil (Québec),
Canada

Abstract: Being absent from one’s job because of a
psychological disability is costly for both individuals
and organizations (Darr & Johns, 2008) and frequent
in employees working in the field of education. To
prevent psycological disability in employees, theoret-
ical models focused on subjective well-being (SWB),
but few studies are interested in evaluating its differ-
ent facets (Diener et al., 1999; 2002). The objective of
this prospective study was to disentangle how the SWB
and its components [(i.e. Positive Affect(PA), Nega-
tive Affect(NA), and General Life Satisfaction(GLS)]
can potentially predict psychological disability absen-
teeism. A sample of 283 employees from a Canadian
public school organization was used to evaluate the re-
lationships between SWB and psychological disability
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absenteeism. SWB was collected at T1. GLS was mea-
sured with a French version of the Satisfaction With
Life Scale (Blais et al., 1989). The affectivity compo-
nents of SWB was measured with eight positive affect
(PA) items and eight negative affect (NA) items (Di-
ener and Emmons, 1984; Watson et al., 1988). Usu-
ally defined by three related components (PA, NA,
and GLS), SWB can be operationalized by discrete or
aggregate scores of these components. The aggregate
score of SWB was calculated by the difference between
PA and NA, multiplied by GLS. Psychological disabil-
ity absenteeism was measured one year later (T2) with
record-based professionally certified data (number of
single day absences) supplied by the organization. Lo-
gistic regression analysis showed that psychological dis-
ability was significantly predicted only by the aggregate
score of SWB (Exp(B)=.96). Observing the -2 times
the log of the likelihood (-2LL=120), as a measure of
how well does the model fit the data, we can consider
a low predictive capacity of this model (72(1)=5.96,
df=1, N=228, p<.05), probably in accordance to the
consistence of a subgroup who experienced psycholog-
ical absenteeism between T1 and T2 (absent=20, non
absent=263). These findings represent a contribution
to the conceptualization of SWB and to the promotion
of well-being interventions aimed at preventing psycho-
logical disability absenteeism in organizations.

LESS STRESS THROUGH A SHORT-TERM TIME MAN-
AGEMENT TRAINING?

Pinneker, L., Adolf Wiirth Zentrum fiir Geschichte
der Psychologie, Wiirzburg, Germany; Schwible, S.,
Adolf Wiirth Zentrum fiir Geschichte der Psychologie,
Wiirzburg, Germany; Héfner, A., Adolf Wiirth Zen-
trum fiir Geschichte Der Psychologie, Wiirzburg, Ger-
many; Stock, A., Adolf Wiirth Zentrum fir Geschichte
Der Psychologie, Wiirzburg, Germany

Abstract: On the one hand time management trainings
are widely applied in the occupational context. On the
other hand empirical research concerning the effective-
ness of time management training is scarce (Claessens,
Van Eerde, Rutte, & Roe, 2007). Former studies re-
ported mixed results with respect to the influence of
time management training on stress and performance
(e.g., Van Eerde, 2003; Macan, 1996). We explored
the effectiveness of a short-term time management in-
tervention, which lasted for about two hours, on differ-
ent indicators of perceived stress. The training focused
on various aspects of planning behavior such as prior-
itizing, daily planning, and monitoring. All trained
strategies were developed with respect to psychologi-
cal theory and research, such as intention theory (e.g.,

Gollwitzer, 1999). In a first study participants were
randomly assigned to either time management train-
ing or an active control group, which was designed as
neutral intervention. In a second study we included a
third group in which relaxation exercises were realized.
Our results show positive effects of the short-term time
management training on different indicators of stress.
Even short time management interventions seem to be
helpful instruments to deal with time pressure and in-
creasing time related demands. Psychological theory
and research should function as source for the develop-
ment of time management trainings.

AMBULATORY ASSESSMENT OF SKIN CONDUCTIV-
ITY DURING FIRST THESIS PRESENTATION: LOWER
SELF-CONFIDENCE PREDICTS PROLONGED STRESS RE-
SPONSE

Elfering, A., University of Bern, Bern, Switzerland;
Grebner, S., University of Applied Sciences Northwest-
ern Switzerland, Olten, Switzerland

Abstract: Public speaking is a demand in many occu-
pations. Public speaking is often stressful and increases
physiological arousal as part of the stress response. An-
ticipation of public speaking and public speaking it-
self induce ego-threat and a shift of attention focus
towards the self (Kallus, 1992). Self-confidence as a
personal resource helps one to focus on the task and
to recover quickly after the presentation (Semmer, Ja-
cobshagen, Meier & Elfering, 2007). Therefore, greater
self-confidence should be related to a healthy response’
to the stressor (McEwen, 1998). A healthy response
includes increasing activation prior to the talk, high ac-
tivation during the talk in order to cope actively with
the stressor and decreasing activation after the talk has
ended in terms of physiological recovery. Conversely,
lower self-confidence should be related to a prolonged
response’, i.e. a sustained or even increasing activa-
tion after the talk has ended (McEwen, 1998) owing to
perseverative cognition (Brosschot, Pieper & Thayer,
2005), for instance in terms of rumination about one’s
performance level. In this field study self-confidence
was tested to predict the course of galvanic electro-
dermal stress response prior, during and after public
speaking. Ten graduate students initially rated their
self-confidence and afterwards presented their thesis
proposals orally in a ten-minute presentation to their
supervisor and peers. Galvanic skin response level was
measured throughout and analysed for ten minutes
prior to, during, and ten minutes after the presenta-
tion. Two major galvanic electrodermal stress response
types were observed. Five students showed a healthy
response’, i.e. an anticipatory increase in electrodermal
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conductance, followed by a decrease after termination
of the presentation. The other five students showed a
steady increase of skin conductance during and after
their presentation (prolonged response’). In line with
the allostatic load model the prolonged response’ group
reported significantly lower self-confidence before pre-
sentation than the healthy response’ group (p < 0.01).
Self-confidence is a resource in novices facing public
speaking. Occupational training should address pub-
lic speaking, e.g., teach presentation skills and deliver
adequate feedback to enhance self-confidence.

IDENTIFYING PATTERNS OF RECOVERY EXPERIENCES
AND THEIR LINKS TO PsycHoLoGICAL OUTCOMES
ACROSS ONE YEAR

Siltaloppi, M.K., University of Tampere, Tampere,
Finland; Kinnunen, U., University of Tampere, Tam-
pere, Finland; Feldt, T., University of Jyvdskyld,
Jyvdskyld, Finland; Tolvanen, A., University of
Jyvdaskyla, Jyvdskyld, Finland

Abstract: Employees’ recovery from job strain is mo-
mentous: if recovery does not occur load reactions start
to accumulate and in the long-term result in chronic
health problems. In this study, our aim is to dis-
cover whether there exist subgroups of employees with
unique and distinctive patterns of mean-level stability
and change in recovery experiences (psychological de-
tachment, relaxation, mastery, and control) across one
year. Our second aim is to investigate how the pat-
terns identified differ in psychological outcomes (job
burnout, work engagement, and sleep problems) across
one year to ascertain which kinds of patterns promote
psychological recovery outcomes. The study was con-
ducted among 274 Finnish employees from a variety of
different jobs. The data were collected in two stages
(2007 and 2008) using mailed questionnaires, and the
response rates were 50.6% and 63.8%. Of the employ-
ees, 56.9% were women and the average age was 45.9
years. A majority (63.7%) had a university degree,
60.6% worked in the public sector and 39.4% worked
in the private sector. The patterns of recovery ex-
periences were identified using Latent Profile Analy-
sis (LPA), and differences in psychological outcomes
between the patterns were investigated by means of
ANOVA/ANCOVA for repeated measures. Five pat-
terns of recovery experiences were identified through
LPA. Over 70% of the employees belonged to a pattern
with high stable levels of all four recovery experiences
across time. This pattern seemed to suffer least from
job burnout and sleep problems. The pattern with ex-
periences of high levels of mastery and control during
off-job time (12.4%) had highest work engagement, and

among those with decreasing levels of all recovery expe-
riences (12.4%) job exhaustion increased across time.
In addition, the patterns of employees’ recovery ex-
periences were associated with their family and work
situations. Altogether, the results demonstrated that
recovery experiences are successful in maintaining psy-
chological well-being across one year. The information
obtained from differences between the patterns is use-
ful in occupational health care to identify those at risk.
Further, the study illustrates that individuals should
seek out situations during their leisure time where they
can optimize their recovery experiences and thus max-
imize their recovery processes and outcomes.

YOUNG PROFESSIONALS: THE MORE I WORK, THE
MORE I AM STRESSED? THE MODERATING ROLE OF
WORK-RELATED PERSONALITY TRAITS.

Weseler, D., University of Leipzig, Leipzig, Germany;
Sobiraj, S., University of Leipzig, Leipzig, Germany;
Otto, K., University of Leipzig, Leipzig, Germany

Abstract: During the last decades flexible working
practices and high work demands have become com-
mon in Western economies. Overall, employees more
often work in flexible time programs which have been
found to lead to increased work overtime. Particularly,
young professionals are supposed to be in need to be
competitive on the labor market and work longer than
agreed in contract. However, work overtime is assumed
to impact employees’ well-being negatively. In the con-
text of personal resilience we hypothesized that some
work-related personality traits as work-based flexibil-
ity, career orientation and personal initiative, for exam-
ple, might buffer the negative impact of workload on
employees’ well-being. Young professionals working in
varying psychological areas (N = 217) completed mea-
sures of workload, well-being (cognitive and emotional
irritation, job satisfaction), and work-related person-
ality traits (work-based flexibility, career orientation,
personal initiative). Next to main effects of working
hours per week on cognitive irritation, regression anal-
yses revealed interaction effects of working hours with
career orientation and personal initiative: Those low in
career orientation or high in personal initiative seemed
to be better off. These interaction effects could be
found only for cognitive irritation, but not for emo-
tional irritation and job satisfaction. In contrast to our
hypothesis, there were no interaction effects of working
hours with work-based flexibility. According to the re-
sults, high workload is related to heightened cognitive
irritation. However, being less career-oriented and hav-
ing high personal initiative seem to be resources under
conditions of increasing workload. The results indicate
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that work-related personality traits like career orien-
tation and personal initiative help professional new-
comers in psychology to buffer the negative effect of
high workload on psycho-social well-being. Implicat-
ing these results into students’ vocational training by
encouraging personal resources might facilitate young
professionals to deal with career entry when confronted
with increased work demands. Nevertheless, the neg-
ative impact of working hours on cognitive irritation
calls not only for behavior-oriented prevention, but also
for structural prevention, namely an avoidance of work
overtime.

Interactive posters: Employee wellbeing

Main topic area: Employee Well Being

Location: Expo (9:00-10:00)

DIFFERENCES BETWEEN PUBLIC AND PRIVATE SEC-
TOR EMPLOYEES WITH RESPECT TO EXPOSURE TO
BULLYING AT WORK: EVIDENCE FROM TURKEY

Soylu, S., London School of Economics, London, UK

Abstract: This study aims to investigate sector differ-
ences (i.e. public vs. private organisations) with re-
spect to exposure to workplace bullying in the Turkish
context. In Turkey, when a new party is elected to gov-
ernment, existing executives, top and middle-managers
in public organisations are replaced by new ones who
have strong relations with the governing party repre-
sentatives. These replacements contribute to high lev-
els of perceived injustice among subordinates. Such
problems may lead to bullying since perpetrators often
take out their frustration on others, when it is really
aimed at the organisation. In line with these argu-
ments, it was hypothesised that Turkish public sec-
tor employees experience bullying at work more than
Turkish private sector employees do. Turkish adapta-
tion (Soylu, 2009) of the Negative Acts Questionnaire
(Einarsen & Raknes, 1997) was distributed to white &
blue-collar employees in Turkey. A total of 715 surveys
were collected (357 from public and 358 from private
sector organizations). Factor analysis revealed five bul-
lying dimensions, namely ‘work-related criticism’, ‘task
pressures’, ‘social isolation’, ‘non-work related criti-
cism’, and ‘attacks on attitudes / ethnicity’. Results of
the MANOVA indicated significant multivariate effects
(Pillai’s Trace=.068, F=10.204, p <.001). Univariate
analyses indicated that public sector employees expe-
rience ‘non work-related criticism’ and ‘attacks on at-
titudes/ethnicity’ more than private sector employees

did (MPublic > MPrivate, p<.001). However, no sig-
nificant differences were observed between private and
public sector employees with respect to experiences of
task pressures, social isolation, and work-related crit-
icism. Findings revealed that public sector employees
experience non-work related criticism and attacks on
attitudes and ethnicity more than private sector em-
ployees did as hypothesised. However, differences with
respect to exposure to task pressures, work-related crit-
icism and social isolation were not statistically signif-
icant. Polarisation of employees in public sector due
to the current political turmoil in Turkey might be the
major reason why Turkish public and private sector
employees differ with respect to experiences of attacks
on attitudes and non-work related criticism. Practi-
cal Relevance of the Contribution Overall, the present
study implied that public sector organisations should
pay greater attention to the development of their hu-
man resources management policies regarding ethical
issues and workplace aggression.

THE ROLE OF SELF EFFICACY AND TRANSFORMA-
TIONAL LEADERSHIP IN THE DEVELOPMENT OF PER-
CEPTIONS OF A CLIMATE OF FEAR IN WORK

Moreno Hoyos, O., University of Valencia, Valencia,
Spain; Tordera Santamatilde, N., University of Va-
lencia, Valencia, Spain; Polo, M. de, Universitat di
Bologna, Cesena, Italy

Abstract: Literature shows that when people develop
and maintain different kinds of either personal and
organizational resources, they are more able to face
aversive situations in life, that means that even if the
context is not as good as it should be to promote a
good performance quality, people who have these per-
sonal and organizational resources, will not perceive
that environment as threatening for their well being
and performance. Some studies have focused on how
psychological climate influences the levels of Self Ef-
ficacy of workers, but few research has centralized on
how the levels of Self Efficacy as an individual recourse
can be an antecedent of a Climate of Fear. The fol-
lowing research has also the purpose to contribute to
the lack of empirical support that literature has in ex-
ploring the differential contributions of individual and
organizational resources in relation to de development
of a Climate of Fear. This study will not only test
if Self Efficacy and Transformational Leadership are
negatively related to the development of perceptions
of a fear climate in aversive situations, but also will
analyze the differences between the capacity of predic-
tion that both have over the Climate of Fear. One of
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the greatest empirical support for organizational prac-
tice that this study offers, is that organizations must
foster the development of different resources, individ-
ual and organizational, in their workers, by generat-
ing strong support of Transformational Leadership and
design training programs to improve the levels of self
efficacy in each worker. Another organizational impli-
cation is that recruiting and selection processes, espe-
cially at high levels such as managers should be fo-
cused in detecting transformational leadership charac-
teristics.

EXAMINING PERCEPTIONS OF SUPPORT, PERSISTENT
FATIGUE, AND AUTONOMOUS MOTIVATION ON TEACH-
ERS’ TURNOVER INTENTIONS AND OCCUPATIONAL
COMMITMENT

Austin, S., Universite du Québec a Trois-Rivieres,
Trois-Rivieres (Québec), Canada; Fernet, C., Uni-
versite du Québec a Trois-Rivieres, Trois-Rivieres
(Québec), Canada

Abstract: It is estimated that one out of every five
beginning school teachers leaves the profession within
their first five years of employment (Martel & Ouel-
lette, 2003). In light of the Self-Determination Theory
(SDT; Deci & Ryan, 2000), a theory of human mo-
tivation which focuses on the social-contextual condi-
tions which may facilitate optimal self-motivation and
psychological functioning, this study aimed to propose
and test a model of beginning teachers’ turnover inten-
tions and occupational commitment. The model posits
that support from school principals and colleagues pre-
dicts turnover intentions and commitment through au-
tonomous motivation - a feeling that one’s actions are
autonomous and stem from the self rather than from
external forces. Because beginning teachers are asked
to reach the same goals and maintain the same work-
load as more experienced colleagues, and that without
extra help or resources, the effect of persistent fatigue
was controlled for in the model. The model was tested
among 702 beginning school teachers and yielded rela-
tively good fit indices (X2 = 396.97, df = 379, NNFI
= .91, CFI = .93, RMSEA = .07). Results indicated
that support from school principals and coworkers were
positively associated with autonomous motivation (b
= .17, p <.01; b = .14, p <.05, respectively) while
perceptions of persistent fatigue was negatively associ-
ated with autonomous motivation (b = -.13, p <.05).
In turn, autonomous motivation was positively related
to occupational commitment (b = .41, p <.01) and
negatively related to turnover intentions (b = -.22, p
<.01). The practical implications of the present find-
ings lie in promoting factors that underpin occupa-

tional commitment in the early years of the teaching
profession. Findings reveal that perceptions of support
nurture autonomous motivation, which ultimately opti-
mize occupational commitment and minimize turnover
intentions. School principals and more experienced col-
leagues should thus be trained to be more supportive
of beginning teachers’ needs. Prospects for future re-
search along these lines are discussed.

THE RELATIONSHIP BETWEEN EMPLOYEE PARTICI-
PATION, WELL-BEING AND SELF-EFFICACY IN RUSs-
SIAN ENTERPRISES

Romanko, 1., Saint-Petersburg State University, Saint-
Petersburg, Russian Federation

Abstract: In Russia there is practically no research
which tried to explore the problems of participation
and of industrial democracy. According to the results
of the previous researches (which have been made, in
the European countries, England and the USA), we
can conclude that participation has interrelations with
well-being and self-efficacy of employees. The aim of
the present study is to investigate how organizational
participation influence on well-being and self-efficacy
of employees from Russian enterprises and its relation-
ship with organizational structure, organizational cul-
ture, demographic characteristics (age, gender, term
of employment, type of employment, supervision func-
tions) and personal variables. In our study we consider
participation on three levels: on the level of organiza-
tional context (organizational structure, organizational
culture and technology), on the level of communication
structure in organization and on individual level. As
the participation process in our research we investi-
gated: the experience of participation and influence,
using the opportunity to influence, the quantity of in-
fluence which employees would like to have on, and
the self estimation of skills to influence on different
organizational matters, the perception of the opportu-
nities to have influence on decisions in the company.
In the limits of the current research we are going to
investigate (1) whether organizational structure, orga-
nizational culture are influences on employee’s partic-
ipation, (2) whether the participation is influence on
employee’s well-being and self-efficacy, and the level of
satisfaction with the current job (3) whether participa-
tion depends on demographical and personal variables
of employees. The results of preliminary research in I'T
company showed that organizational structure, orga-
nizational culture, demographic and personality char-
acteristics are influences a lot on employee’s participa-
tion, well-being and self-efficacy, also we didn’t derived
any correlations between participation and employee’s
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well-being and self-efficacy, and the level of satisfac-
tion with their current job, we find out that partici-
pation a lot depends on manager’s influence behavior
and satisfaction of the basic needs at work (in com-
petence, relatedness and autonomy). During this year
we are going to extent our study and to collect more
data from companies of the same professional sphere
but with other organizational culture, organizational
structure and the type of technology.

GREY HAIR SERVICE WORKER — A CHALLENGE OR
A NIGHTMARE?

Molan, M., University Clinical Centre, Ljubljana,
Slovenia; Molan, G., Comtrade, Ljubljana, Slovenia

Abstract: Later retirement is the reality of a labour
market in the 21st century. We evaluated results of well
being for 1633 service workers (banks - 1126, hospitals
- 507); 8% of them were young (below 30) and 28%
(461) were senior (after 50). Senior workers in banks
reported lower level of availability, more fatigue and
exhaustion. Senior workers in hospitals reported the
same level of availability as workers below 50. Accord-
ing to the results of root causes analyses of perceived
fatigue and exhaustion among workers with lower level
of well-being the main root cause were unmotivation for
the job, high level of unemployment in the surrounding,
not adequate competences for work, disappointment
with their profession and conflict with younger gener-
ation. In hospitals the main root causes of perceived
exhaustion were shift work, longer working hours and
work extension. For senior bank workers work is per-
ceived as a nightmare. For seniors in hospitals, es-
pecially for physicians and experts, work after 50 is
a challenge. They are willing to continue with their
work and they have to do due to the late admission
in the world of work. As results of longitudinal study
and root cause analysis, tailored humanisation mea-
sures have been suggested. For bank workers humani-
sation measures were: divided working day with lunch
break for resting, offering of more consulting individual
service for customers, adapted education and training
programs according to age homogenous group, devel-
opment of new competence and creation of combined
teams from senior and younger service workers - for
each customer age relevant service worker. For hospi-
tals we have suggested separation of pure operational
tasks from more consulting activities, creation of bal-
ance between responsibility and competences, reorga-
nization of work schedulers, implementation of soft mo-
tivation (praises and small benefits) and encouraging of
team problem solving. In both groups, special concern
has been put to govern conflict between generations.

Special activities have been focused to create friendly
atmosphere and to reduce narcism and aggression of
younger in relation to senior. The guidance has been:
grey hair is silver for the future. Everybody wish to
achieve it once.

FrROM FRESH AND POSITIVE TO WORN CRITIQUES —
SIX CLUSTERS FOUND AMONG SWEDISH DENTAL STU-
DENTS

Schéle, 1., Umea University, Umea, Sweden; Hedman,
L., Umea University, Umea, Sweden

Abstract: Psychology is a science that focuses on indi-
viduals and groups of individuals, yet researchers tend
to present results based on the average linear relations
between variables. Hrenstam et al. (2003), contrast
this reductionist variable orientation with a holistic
approach and person-oriented methods such as clus-
ter analysis. The researchers present a model in which
variables are sorted into four themes: WHERE are spe-
cific circumstances found? WHAT constitutes these
circumstances? WHO reacts to these circumstances?
What Consequences do the circumstances have? We
aim to describe cluster-profiles, within the WHERE-
WHAT-WHO framework, in order to illustrate the
span of experiences and its consequences in a Swedish
student population. 40% (218 women, 114 men) of all
Swedish dental students in the clinical part of their ed-
ucation answered our survey. The cluster analysis was
conducted on WHAT-variables. The six-cluster solu-
tion that emerged explained 65% of the error sum of
squares, which is acceptable, and showed good clus-
ter homogeneities. The clusters found are: Cluster
1-The Fresh and Positive: These young students at
the beginning of the programme report the best work
environment and the least stress. Cluster 2-Satisfied
but tired. Cluster 3-In the balance: This cluster bal-
ances between the clusters where positive dominates
and those where the negative prevails. Students in the
middle of the programme are overrepresented. Cluster
4-Values matter. Cluster 5-Tired Women: This clus-
ter of 81% women reports the worst ergonomics of all,
and the second most tiredness in neck and shoulders
and limiting fatigue. Cluster 6-The Worn Critiques:
This cluster is in many respects the opposite of Clus-
ter 1. The students perceive the least justice of all
students. The students in this cluster were older than
the students in all other clusters when they entered the
dentistry programme, and most of the have entered the
two final years of the programme. We conclude that
the dentistry programme tends to take its toll on stu-
dents, but the circumstances and ways in which men
and women fare less well differ. Teachers and staff at
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the dentistry programmes can incorporate these find-
ing into their understanding of the students they en-
counter.

10:00-10:45

Keynote 1: Frederick P. Morgeson - Who
is responsible for good work?

Location: Auditorium 1 (10:00-10:45)

Speaker: Morgeson, F.P., Professor and Valade Re-
search Scholar, The Eli Broad Graduate School of Man-
agement, Michigan State University, Fast Lansing,
MI, USA

11:00-11:30

Coffee Break

Location: All levels (11:00-11:30)

11:30-12:30

Posters session: Work stressors, burn-out
and fatigue

Location: Expo (11:30-12:30)

IDENTITY DISRUPTIONS AND IDENTITY WORK IN THE
CONTEXT OF WORKPLACE BULLYING

D’Cruz, P., Indian Institute of Management Ahmed-
abad, Ahmedabad, India; Noronha, E., Indian Institute
of Management Ahmedabad, Ahmedabad, India

Abstract: Targets’ experiences of interpersonal bully-
ing in India’s international facing call centres, studied
empirically via van Manen’s (1998) hermeneutic phe-
nomenology, unleash a range of identity disruptions
across the bullying and post-bullying phases includ-
ing a heightened sense of naivete and vulnerability,
chronic uncertainty and discomfort, public scapegoat-
ing and sullying of image, deepening ontological inse-
curity and a pronounced sense of discontinuity in one’s
life story. Targets engage in identity work to address
these disruptions. Their identity work includes recre-
ating equilibrium and maintaining dignity and poise

during the bullying phase and building up personal se-
curity and insulation, re-establishing ontological foun-
dations and seeking continuity in one’s evolution which
span the bullying and post-bullying phases. Targets’
goal of self-preservation, support networks, career fo-
cus and professional identity as well as the job mar-
ket and the availability of extra-organisational redres-
sal options serve as stabilizing influences across both
phases. The study findings underscore that workplace
bullying is a traumatic experience which threatens tar-
gets’ sense of self. Identity disruptions emerge, causing
targets to strive for comfort, meaning and integration
against a backdrop of turbulence, ambiguity and frag-
mentation. Targets experience a heightened awareness
of the constructed quality of identity and engage in
concentrated identity work, where they seek to form,
maintain or revise constructions of the self that are
productive of a sense of coherence, continuity, distinc-
tiveness and positive value. Whereas under stable con-
ditions, identity work is comparatively unselfconscious
and reasonably automatic, entailing largely routinised
reproductions of the self, in traumatic situations such
as bullying, the attempt to restore the self acquires
a crisis-like quality and is acutely painful, involving
incessant and intense vacillations between self-doubt
and self-openness until the self-narrative has been re-
storied and a quasi-stationary equilibrium has been re-
established. . Since identity has not been studied in
the context of workplace bullying, the current study
represents a pioneering effort. Its findings deepen our
understanding both in terms of the impact of bully-
ing on targets as well as targets’ coping with bully-
ing. In terms of application, the findings underscore
the importance of long-term counseling and rehabilita-
tion programmes.

DOES PERSONALITY MATTER? RELATIONSHIPS BE-
TWEEN LIFE STYLE PERSONALITY ATTRIBUTES AND
WORKPLACE HARASSMENT

Astrauskaite, M., Vytautas Magnus University, Kau-
nas, Lithuania; Kern, R., Vytautas Magnus University,
Kaunas, Lithuania

Abstract: The subject of work harassment has been
investigated since 1990’s (Moayed et al., 2006). Pre-
vious studies revealed several important findings con-
sidering bullying at work and personality of the vic-
tim. Researchers claim that the targets of bullying are
often more neurotic and less agreeable, conscientious,
extraverted, have lower level of self-esteem, lower lever
of social competency and express higher levels of ag-
gressiveness (Glaso et al., 2007; Matthiesen, Einarsen,
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2007). Despite the several studies related to bully-
ing and personality of the victim, there are no stud-
ies that examine the Individual Psychology’s construct
of life style and its relations to bullying and harass-
ment in the workplace. Life style was Adler’s term to
describe personality and can be described as a subjec-
tive set of organized beliefs that the individual devel-
ops in his/her family of origin and is used to solve the
problems of living evolving from social, work and inti-
mate relationship (Eckstein & Kern.2009). The goal of
the following presentation is to discuss the interrelated-
ness of life style personality attributes and harassment
at work. The sample consisted of 320 employees (200
men, 116 women, and 4 persons who failed to identify
their gender) working in service sector in three organi-
zations in Lithuania. The mean age of the respondents
was 39 years. One hundred thirty seven respondents
had higher education, the other 183 respondents had
lower than higher education. The respondents were re-
quested to fill out the Work Harassment Scale (WHS,
Bjorkqvist, Osterman, 1992) and Basic Adlerian Scale
for Interpersonal Success (BASIS-A, Wheeler, Kern,
Curlette, 1993). The findings of the study indicated
that the scale of Taking Charge was negatively related
to higher levels of work harassment. In addition the
scales of Wanting Recognition, Being Cautious and
Harshness were positively related to work harassment.
We believe that the following results should contribute
potential methods of assessment of individuals within
the organizational setting from which in service train-
ing as well as human resource interventions may be de-
signed to improve the quality of organizational climate
related to harassment in the workplace.

THE MEASUREMENT OF LEVELS AND CAUSES OF
WORK STRESS OF EMPLOYEES IN A COMPETITIVE
OPEN MEDICAL SCHEME IN THE PRIVATE SECTOR

Steyn, G.J., University of Pretoria, Pretoria, South
Africa; Zyl, P. van, University of Pretoria, Pretoria,
South Africa

Abstract: INTRODUCTION Stress appears to be ev-
erywhere and for most people it has become so preva-
lent that it is almost unavoidable. Examining stress
thus provides a focussed vehicle by which to explore
how the sense of the individual relates to a particu-
larly modern and widespread discourse. Organisations
increasingly find themselves in an environment of so-
cial responsibility and accountability and thus have to
pay more attention to work related stress as it can be
harmful, almost fatal but also beneficial to the indi-
vidual and his/her organisation. In most competitive

industries and growing organisations, change has be-
come the absolute norm. Planned change results from
a deliberate decision to alter the organisation to re-
main sustainable and to acquire a competitive edge
over its completion. Change, however, leads to un-
certainty and lack of control and these two are of the
most important and stressful demands employees face
in modern organisations. The organisation undergoing
drastic change will be required to identify the causes
and levels of stress to enable it to react proactively and
in a responsible manner to a phenomenon which is a
reality and part of organisational behaviour. The aim
of the study was to measure the levels and causes of
stress of employees in an organisation undergoing im-
mense change. METHOD The population comprised
all the permanent employees of the organisation to-
talling 99 at the time when the questionnaires were pre-
sented to them. The data was collected electronically
via the organisation’s Intranet by means of the Expe-
rience of Work and Life Circumstances Questionnaire
(WLQ). The questionnaire consists of three different
parts namely, a demographic questionnaire, experience
of work which determine the levels of stress and fi-
nally, circumstances and expectations which analyses
the causes of stress. The results were analysed statis-
tically. It was clear from the study that organisational
change, such as is experienced by the employees of this
organisation, does lead to increased and higher stress
levels. It was further demonstrated from the results
that uncertainty and lack of control over their own des-
tiny and immediate circumstances, contributed to an
increase in the levels of stress. Applicable conclusions
and recommendations were made.

JOB SATISFACTION AND PSYCHOSOCIAL RISKS LINKED
TO WORK STRESS

Mondo, M., Unwwersity of Cagliari, Cagliari, Italy; Si-
mone, S. de, University of Cagliari, Cagliari, Italy; Ci-
cotto, G., University of Cagliari, Cagliari, Italy

Abstract: The legislative decree n. 81/08 about safety
and health at work, while does make effects to rules
of European Agreement on Work Stress, has intro-
duced the mandatory evaluation of work stress as a
part of Risks Evaluation Paper which employers of
labour must every year fill. School and other orga-
nizations as well must comply to new legislation. To
be more specific, the School manager is the individ-
ual deputy in charge for filling Paper above, aimed
to evaluing job risks. Present research aims to sur-
vey on connection between job satisfaction and psy-
chosocial risks linked to work stress in the scholastic
context. Sample consists of 3820 participants coming
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from several school of Sardinia. Tools used in produc-
ing data does foresee JSGS (Job Satisfaction General
Scale) (Schleicher, Watt, Greguras, 2004 in the Italian
version of Marini, 2007) and a questionnaire especially
made on results of specialistic literature of the mat-
ter (Cooper, 1978, 1988; I.S.P.E.L., 2000; O.P.R.A.,
Magnani, Mancini, Majer, 2009), aimed to find psy-
chosocial risks in scholastic context. Data have been
analysed by mean of Factor Analysis, Analysis of Vari-
ance, Linear Regression. Results highlight a significant
of psychosocial risk factors on felt job satisfaction. The
role on job, the job environment, innovation and con-
nection family-job especially work as predictor of job
satisfaction.

PERSONAL AND ORGANIZATIONAL ANTECEDENT OF
WORK STRESS

Tanucci, G., Universita di Bari, Bari, Italy; Epifani,
C., Universita di Bari, Bari, Italy; Palano, F., Univer-
sita di Bari, Bari, Italy

Abstract: Work stress is one of the risks at work that
deteriorates mental and physical health of the work-
ers. It represent an important amount of labour costs.
A level approach combining micro and macro perspec-
tives engenders a more integrated science of organiza-
tions (Klein and Kozlowski, 2000). The aim of this
paper is to understand the relationship between cer-
tain characteristics possessed by the subjects in rela-
tion to its working condition, and certain organiza-
tional characteristics. The proposed model was built
from the national and international literature on the
topic and is composed of three areas: the first explores
the organizational context, the second the actual work
experience of employees and third reports of workers
within the organization. Since that model has been
developed a questionnaire consisting of seven sections:
socio-demographic variables, description of the work
environment, description of work, perception of work
role, perception of work environment, self-perception of
current health status. The questionnaire was admin-
istered to workers in different organizational contexts
of southern Italy. Will present and discuss the main
findings.

WORK-RELATED STRESS RISK EVALUATION: APPLICA-
TIVE EXPERIENCES OF AN OBJECTIVE APPROACH

Setti, 1., University of Pavia, Pavia, Italy; Argentero,
P.G., University of Pavia, Pavia, Italy; Bruni, A., Uni-
versity of Pavia, Pavia, Italy

Abstract: This study aims to present a new approach
to stress evaluation based on objective analysis of

the work conditions recognized as dangerous for the
workers’ psychophysical health. The OSFA (Objec-
tive Stress Factors Analysis) method is an approach to
stress evaluation based on objective risk factors record-
ing, according to the Ttalian law (Legislative Decree
81/08) as well as to national and international guide-
lines. It comprises two main phases: phase A (company
data analysis) and phase B (analysis of work-related
stress conditions). Particularly, phase B is centred on
the work conditions peculiar to the different organiza-
tional units, and it is conducted by means of struc-
tured interviews to experienced employees who know
the specific company work environment. The inter-
views, based on a 72 items questionnaire, consider four
main work aspects: organization, social environment,
safety, and management. The final version of the in-
strument has been tested on 34 medium-small Italian
companies, operating in various fields, with a number
of employees ranging from 5 to 800. These method
experimentations allowed to verify its adequacy in re-
lation to the exhaustiveness of the examined areas, the
intelligibility of the items, and their capacity to dis-
criminate the stress risk factors peculiar to the vari-
ous productive activities. The results indicate that the
described approach is easy to apply, and favourably
accepted by employers and workers for its objectivity.
The OSFA method promotes organizational commit-
ment and employees involvement in evaluating sources
of work-stress and allows to plan preventive and ame-
liorative interventions to reduce the impact of stress
factors. Furthermore, OSFA method is an effective in-
strument to verify and monitor the output of the pre-
ventions and protection plans of stress in the work-
place. Finally, the information obtained can represent
the basis for a further stress risk evaluation through
subjective evaluation methods.

MEDIATORS AND MODERATORS OF INDIVIDUAL AND
ORGANISATIONAL ANTECEDENTS TO INSTIGATED IN-
CIVILITY

Griffin, B., Macquarie University, Sydney, Australia;
Dulagil, A., Macquarie University, Sydney, Australia;
Pyper, D., Macquarie University, Sydney, Australia

Abstract: There has been very little research on the
antecedents of instigated incivility at work. This study
tests a model where the effect of organizational climate
and individual work factors are mediated by the insti-
gator’s experience as a target of incivility. It also ex-
amines organizational and individual factors that mod-
erate the link between experienced and instigated inci-
vility. Data were collected from a sample of 687 Aus-
tralian employees from the financial services, profes-
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sional services and not-for-profit sectors. Linear re-
gressions were conducted, indicating that experienced
incivility mediated the relationship of role ambiguity,
cohesion, and competitive climate on instigated inci-
vility. The relationship between role conflict and insti-
gated incivility was only partially mediated by expe-
rienced incivility. These results not only suggest that
similar factors predict both instigated and experienced
incivility, but support Andersson and Pearson’s (1999)
'tit for tat’ theory explaining how experiencing incivil-
ity in the workplace can spiral to increasing levels of
interpersonal mistreatment. Our finding that both or-
ganizational and individual factors moderated the ex-
tent that targets reciprocated with uncivil behaviour
has important implications for intervention. Organi-
sational climate for incivility, perceived organisational
support, emotional reactivity and trait gratitude all
moderated the impact of experienced incivility on in-
stigated incivility. We discuss how the results can be
used by organizations and individuals to reduce the in-
cidence of incivility at work.

PARTIALLY DISAGREE’ AND ’'SOMEWHAT OFTEN’
STRESSED — HOW DOES IT SHOW IN THE DAILY WORK
LIFE OF GERIATRIC NURSES?

Herms, 1., Aalen University, Aalen, Germany; Rieder,
K., Aalen University, Aalen, Germany; Schroder, M.,
Aalen University, Aalen, Germany; Hausen, A., Aalen
University, Aalen, Germany

Abstract: Introduction. In times of demographic
change the work of the nursing staff and the quality of
care plays overall a significant role. In numerous ques-
tionnaire studies this profession indicates to be ’par-
tially disagree’ or ’somewhat often’ stressed by work
organizational aspects (e.g. time pressure, interrup-
tions). But what working conditions in the practice
of a geriatric nurse are these subjective assessments
based on? And what consequences do they have for
the quality of care? Method. In the research project
"Professionalisation of interactive work’, funded by the
"Federal Ministry of Education and Research’ (BMBF)
and the 'European Social Fund’ (ESF) an adapted ver-
sion of the Contrastive Task Analysis (KABA) was
used in a pilot study with geriatric nurse. There have
been four exemplary analysis in two senior centres. In
KABA observation and interview are combined and al-
low a differentiated description and evaluation of the
work processes. Results. The results show that be-
cause of the very good documentation little informa-
tional impediments arised. In times of staff shortage
(e.g. due to illness) there was a very high time pres-
sure. Striking are numerous interruptions in the work

of geriatric nurses. These particularly result from the
interactive share with colleagues and residents. For
geriatric nurses interruptions are negative since they
involve additional work. In interactive service work in-
terruptions can be negative for the residents if they
relate to their own care. But disruptions may also
lead to an increase of service quality when the nurse
responding flexibly to customer requirements. Discus-
sion. Implications for the work of geriatric nurses and
the quality of care as well as initial design options are
discussed.

JOB STRESS, EMPLOYEE HEALTH AND HOSPITAL OR-
GANISATIONAL WELLBEING: A PARTICIPATIVE RE-
SEARCH

Cortese, C.G., University of Turin, Torino, Italy; Mon-
tagna, S., University of Turin, Torino, Italy; Spano,
M., University of Turin, Torino, Italy

Abstract: The study presented aims to describe the
implementation, development and phases of a par-
ticipative intervention aimed at individuating theory
grounded and empirically supported adverse psychoso-
cial and physical work factors, and their harmful health
effects and bad working conditions for care providers
. The intervention was realised in a huge Italian hos-
pital, that manage forty-four structures and two thou-
sand and eight hundred care providers. A prior risk
evaluation was performed, using a quantitative ap-
proach, to determine the prevalence of adverse psy-
chosocial work factors and of psychological distress in
the hospital, We have done several job analysis inter-
views with chief physicians, chief nurses, medical staff
and health aider operators. In addition, the qualita-
tive approach included observation in the care units,
during the three different work shifts. Then a checklist
with the specific factors of the units, has been pre-
pared to be discussed with the care providers of each
ward. The previous risk evaluation has showed a pres-
ence of adverse psychosocial factors and psychological
distress among care providers. Psychosocial variables
at work associated with psychological distress in the
prior risk evaluation were high psychological demands,
low social support from superiors and co-workers, lack
of appreciation for nurse work that has limited oppor-
tunity for growth or promotion, emotional demands,
low emotional support in the units where the staff has
to deal with high level of sufferance or death, role am-
biguity, and conflicts among nurses an physicians in
ethical matters related to the patient care. Targets of
intervention were in a first idea associated to staffing
processes (e.g., participatory methods give to workers
opportunities to participate in decisions and actions
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affecting their jobs), work organisation (e.g., presence
of regular briefings and debriefings), communication,
and ergonomics. The participative method permitted
the identification of several adverse conditions and the
great collaboration of the staff, that felt the human
presence of the researchers as real interest of the man-
agement to their wellbeing. Moreover, while adverse
conditions in the psychosocial and physical environ-
ment identified in this study may be specific to the
healthcare sector, we consider the intervention process
used highly exportable to other work organisations.

JOB RELATED EXHAUSTION, INCIVILITY AND VER-
BAL ABUSE: A MULTILEVEL STUDY IN THE SERVICE
SECTOR

Carmona, 1., Universidad Auténoma de Madrid,
Madrid, Spain; Garrosa, E., Universidad Auténoma
de Madrid, Madrid, Spain; Moreno-Jiménez, B., Uni-
versidad Auténoma de Madrid, Madrid, Spain; Sanz,
A., Universidad Auténoma de Madrid, Madrid, Spain;
Blanco, L.M., Universidad Auténoma de Madrid,
Madrid, Spain

Abstract: Introduction: Empirical research suggests
that employees targeted with uncivil behavior show
greater job stress, cognitive distraction, psychological
distress and lower job satisfaction. Personnel targeted
with pervasive incivility ultimately leave their organi-
zations at higher rates (Lim, Cortina, & Magley, 2008).
Moreover, emotional exhaustion is a likely response to
being the target of verbal abuse. The arousal from neg-
ative emotions, such as fear and anger, is a mechanism
by which verbal abuse from supervisors and coworkers
is likely to induce exhaustion, as discussed by others
(Schat & Kelloway, 2000). Method: This study applies
a diary design with a multilevel analysis. The sample
includes 105 employees from different organizations of
the service sector in Madrid (Spain). Participants had
to complete two different measures: a general and a
daily questionnaire. The daily questionnaire had to be
completed during a work week from Monday to Fri-
day at three different moments: in the morning before
work, in the afternoon after work and at night before
going to bed. The variables included were measured
with: PANAS, Meaning in Life Questionnaire, Work-
place Incivility Scale, Interpersonal Conflict at Work
Scale and Scale of Job-Related Exhaustion. Data were
analyzed with MLwin. Results: Multilevel analyses
showed that day-levels of workplace incivility and ver-
bal abuse during work time significantly predicted day-
levels of emotional exhaustion in the afternoon. Day-
level positive, negative affect and meaning in life in the
morning were not significantly related with emotional

exhaustion in the afternoon. Conclusion: This study
shows the influence of the organizational context on
the employees’ health in the service sector. Workplace
incivility and verbal abuse might negatively affect the
health of employees. Furthermore, this diary study an-
alyzes the negative consequences of day to day work-
place aggression levels on the health of in the service
sector working employees. These findings reveal prac-
tical implications for employees and organizations and
explicit policies regarding workplace aggression may
help organizations to reduce aggression.

WORK-RELATED STRESS PREVENTION: A RE-

SEARCH ON SOURCES OF RISK

Ardolino, P., University of Verona, Verona, Italy;
Bottura, P., University of Verona, Verona, Italy;
Formicuzzi, M., University of Verona, Verona, Italy;
Speranzini, K., University of Verona, Verona, Italy;
Tessari, S., University of Verona, Verona, Italy; Top-
pan, A., University of Verona, Verona, Italy

Abstract: Work-related stress and its consequences is
an obstacle to welfare, organizational efficiency and di-
rect and indirect costs for companies, employees and
societies (sickness, turnover, interpersonal conflicts,
health costs etc.). Eustress (good stress) and distress
(bad stress) occur in organizations with a different like-
lihood in relation to personal and contextual elements.
A survey conducted in 2006 in Veneto (Italy) noted
that stress has become the leading cause of lack of
health perceived by workers (27%), beyond factors such
as low back pain (18%) and pain due to incorrect pos-
ture (11%). This project is part of a research for in-
novative ways in the process of detection and manage-
ment of work-related stress in companies in Veneto (ac-
cording to European Agency for Safety and Health at
Work). We used an anonymous, self-administered on-
line tool, with a web-based platform through intranet
(16 areas studied, 260 items, 5-step Likert’s scale) that
wants to capture workers’ experiences (77subjects), in
terms of thoughts and representations, relationship be-
tween different members of the organization and those
events linked to biological stressors. The results iden-
tify sources of organizational malaise, sensed at the
level of discomfort, in the organization of work (dissat-
isfaction with one’s own qualification), in the workplace
(uncomfortable), in relation to leadership and represen-
tation of the boss (misunderstanding), the quality of re-
lationships between colleagues (conflicts and disputes),
and in the connection between work and family (diffi-
culty in the management of children by women). The
data show that, despite the constant applied academic
attention to these issues and the actual improvement
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of working conditions, there are still quite important
sources of stress for a good part of workers. In practice,
this translates into some issues, ranging from absen-
teeism to psychosomatic illnesses, from discomfort to
malaise. Some trade associations have also joined this
project, which are currently administering the ques-
tionnaire and the database is continuously updated.
The construction and validation of this questionnaire
on work-related stress, the development of awareness-
raising activities and promotion of a safety culture in
the workplace, not to mention the spread of results,
represent the achievements and points from which to
begin and find one’s way to wellness.

EFFECTS OF PATIENTS ~ FREQUENCY OF ATTENDANCE
ON GP EMOTIONAL EXPERIENCE AND WELL-BEING

Martinez-Inigo, D., Rey Juan Carlos University, Alcor-
con, Spain; Funcasta, L., Rey Juan Carlos University,
Alcorcon, Spain; Crego, A., Rey Juan Carlos Univer-
sity, Alcorcon, Spain; Gil, M., Rey Juan Carlos Uni-
versity, Alcorcon, Spain

Abstract: Dealing with patients with high frequency
of attendance to health care services have been identi-
fied as one of the main challenges in the sustainability
of public health systems because they spent a consid-
erable amount of resources. Despite of attending fre-
quently to different medical specialties (more than 12
times per year) most of these patients perceived they
are not receiving the attention their health demands.
High attendance increases the professionals workload
and patients’ low satisfaction with the service deliv-
ered reduces professionals positive feedback. Generally
it is assumed that delivering care for frequent attenders
constitutes an additional source of strain for health pro-
fessional. This study analysis if there is difference in
the emotional experience of GP during the surgery de-
pending on the level of attendance of the patient. It an-
alyzes the difference in emotional exhaustion and emo-
tional numbness too. A sample of 50 GP were asked to
fill a questionnaire on after the surgery with different
kinds of patients. Results showed that GPs emotional
experience was more negative when the patient attends
frequently. There were also higher levels of GP’s emo-
tional exhaustion and emotional numbness after the
interaction with frequent attenders.

Is ATTACHMENT STYLE PROTECTIVE IN THE FACE
ofF HicH EMoOTIONAL LABOUR WORK ROLES?

Tawadros, T., London Metropolitan University, Lon-
don, UK; Bohot, L., London Metropolitan University,

London, UK; Pheiffer, G., London Metropolitan Uni-
versity, London, UK

Abstract: A key issue related to the conference theme
of a decent work and beyond is the notion of emo-
tional labour. This study explores the interrelation-
ship between emotional labour (EL), personality and
attachment style (AS). Why so some people find emo-
tional labouring at work intrinsically satisfying, whilst
others find that it exacts a greater psychological cost
in stress and burn out? The paper examines the re-
lationship between AS and EL. The concept of emo-
tional labour advanced by Hochschild (1983) has been
repeatedly identified as a key dimension of work, es-
pecially in the service sector, though its importance
in professional and semi professional roles has been in-
creasingly studied. According to Hochschild, emotional
labour is the display of socially desired feelings or con-
versely, the suppression of emotions- required by the
job. Although usually conceived in terms of psycho-
logical costs, some studies have pointed to the positive
benefits of some types of EL. AS, a psychological char-
acteristic founded on early experiences of parenting by
the individual, form the basis for an internal working
model of self and others that can be either secure (oth-
ers and self are perceived positively) or insecure (oth-
ers or self are perceived negatively). The various styles
of attachment have been linked to workplace resilience
and leadership style, as well as being influential on per-
ceptions and conduct of work and team relationships.
The context for the study is those caring for older peo-
ple, and shows that the socioemotional requirements
of being a paid carer for older people are experienced
differently depending on the individual’s attachment
style. Existing scales such as the ECR are used in the
study. Possible practical applications of the research,
particularly in ameliorating work place stress for those
whose disposition may render them vulnerable is sug-
gested. This is particularly important in the UK con-
text where Health and safety Legislation has recently
placed a greater focus and responsibility on employers
and line managers in regard to preventing and dealing
with workplace stress, and indeed to the conference
theme, 'decent work and beyond’.

COMPARISON BETWEEN VICTIMS OF BULLYING IN
ITALY AND IN GERMANY:THE POST TRAUMATIC EM-
BITTERMENT DISORDER ( PTED )

Ege, H., Associazione PRIMA, Bologna, Italy

Abstract: Nearly every research showed that bullying
can cause serious impairment in psychological function-
ing. Also often victims of bullying are classified and di-
agnosed as affected of Post Traumatic Stress Disorder
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(PTSD). But if we are following the diagnostic criteria
of the DSM IV TR in Bullying situations it can’t be
diagnosed because of the lack of being exposed to a life-
threatening traumatic event. In the last years we used
for this reason a further sub classification of adjust-
ment disorder: the Post Traumatic Embitterment Dis-
order (PTED), introduced by Michael Linden. While
in Post Traumatic Stress Disorder (PTSD) anxiety is
the predominant emotion, in Post Traumatic Embit-
terment Disorder (PTED) it is embitterment. Also we
can not find the specific causal connection between the
trigger event and symptomatology in Post Traumatic
Embitterment Disorder, like to the depression affect.
Also we have no tendency to spontaneous remission
in Post Traumatic Embitterment Disorder, like to the
adjustment disorder. So the objective of this research
was to use the criteria of the Post Traumatic Embitter-
ment Disorder (PTED) comparing victims of bullying
in Italy and in Germany. According to the fact that the
Post Traumatic Embitterment Disorder (PTED) is a
specific form of adjustment disorder, we tried to use the
criteria for the victims of bullying. The instruments for
this research have been a specific PTED- questionnaire
and guided psychological interviews. The interviewed
persons are all examined cases of bullying victims of
the Associazione PRIMA in Italy and patients in Ger-
many. We have 2 basically results: In reality nearly
all bullying victims are affected to the Post Traumatic
Embitterment Disorder (PTED), and we have no cul-
tural difference of perception between german and Ital-
ian victims.

ROLE STRESS AND OVERALL LIFE SATISFACTION
IN YOUNG WORKERS: THE MODERATING ROLE OF
WORK CENTRALITY

Saavedra, J., University of Valencia, Valencia, Spain;
Rocabert, E., University of Valencia, Valencia, Spain;
Peiro, J.M., University of Valencia, Valencia, Spain

Abstract: The assumption that the work stress usually
is related to a decrease in job satisfaction of workers has
been demonstrated by a variety of studies; however the
relationship that may exist between role stress and the
overall life satisfaction in general has been less stud-
ied. The following research seeks, in a sample of 1.402
young Spanish workers aged between 16 and 30, the
moderating role of absolute work centrality between
role stress (role ambiguity, role conflict and role over-
load) and life satisfaction. The results show that role
conflict and role ambiguity predict negative and signif-
icantly overall life satisfaction. On the other hand the
absolute centrality predicts significantly and negative
overall life satisfaction. As for interactions between role

overload and absolute work centrality it significantly
and negatively predicts for overall life satisfaction and
role ambiguity and absolute work centrality interac-
tion also predicts life satisfaction. High role ambiguity
and high absolute centrality of work decrease overall
life satisfaction in the same way a high role overload
with high absolute centrality of work decrease over-
all life satisfaction. The principal findings as well as
theoretical and practical implications of this study are
discussed.

PREVALENCE AND DIAGNOSIS OF BURNOUT AMONG
BELGIAN POPULATION

Cia, J. de, University of Liege, Liege, Belgium; Mairi-
aux, P., University of Liege, Liege, Belgium; Schip-
pers, N., University of Liege, Liege, Belgium; Panda
Lukongo, K., University of Liege, Liege, Belgium;
Braeckman, L., University of Ghent, Ghent, Belgium;
Cobbaut, L., University of Ghent, Ghent, Belgium

Abstract: Background: The past 35 years of re-
search have established burnout as a complex con-
struct. Burnout is usually considered as a prolonged re-
sponse to chronic job stressors, and is defined by three
dimensions: emotional exhaustion, depersonalization
and a sense of reduced effectiveness. Due to various def-
initions and different instruments, little is known about
the prevalence of burnout among the international and
the Belgian population. However burnout is recognized
as an important issue because of its represents consider-
able social and economic costs. Goals: The aim of this
study was to estimate the prevalence of burnout among
Belgian workers through burnout cases collected within
the practices of general practitioners and occupational
physicians. Methodology: The prevalence estimation
was based on the clinical judgment of general practi-
tioners and occupational physicians. Based on litera-
ture and focus-groups, a diagnostic form for health pro-
fessionals was elaborated in order to help them in their
diagnostic when they examine patients facing job prob-
lems. This diagnostic form was used by 178 general
practionners and 168 occupational physicians to col-
lect burnout cases during three months. The database
was also used to identify which symptoms and work-
ing characteristics were the most frequently related
to burnout and to discriminate the early-onset stage
cases (beginning of the process) and the more severe
burnout cases. Results: 135,131 patients were exam-
ined during the collection time. Among them, 1089
burnout cases were identified. Overall, the prevalence
of burnout was estimated at about 0, 8 % of the Bel-
gian population. The most frequent symptoms were
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sleep disorders (61%), decreased energy (53%) and neu-
rovegetative and functional complaints (52%). Work-
load (58%), time pressure (41%), organizational change
(38%) and lack of social support (63%) are the working
characteristics the most frequently related to burnout.
Practical Implication: As restriction of job demands
is difficult, it is important to provide job resources to
workers to balance the negative impact of job demands
on burnout. Furthermore in order to prevent burnout,
it is essential to identify the beginning of the process.
The diagnostic form can be an important assistance for
health professionals in this regard and will be presented
at the conference.

WORK-FAMILY INTERFACE AND BURNOUT IN TwWO
NORTH-WEST ITALIAN HOSPITALS

Martini, M., Department of Psychology, University of
Turin, Italy, Torino, Italy; Converso, D., Department
of Psychology, University of Turin, Torino, Italy

Abstract: Introduction Care professionals are particu-
larly exposed to the risk of burnout (Maslach, 1982).
Among determinants of burnout, a very important
role is plaid by job characteristics, which can be mea-
sured by using the Job Demand-Control (JDC) model
(Karasek, 1979). This is, nevertheless, quite a simplis-
tic model (Verhoven et al., 2003). To supplement it,
also social support at work (Johnson & Hall; 1988) and
patients expectations (Dormann & Zapf, 2004) can be
considered. As evidenced by the European Agency for
Safety and Health at Work (2007) also work-family in-
terface (expressible by the complementary concepts of
work-family conflict and enrichment; Lapierre & Allen,
2006; Rothbard, 2001) can be a risk for well-being at
work. Thus, the aim of the study is to understand
which elements influence the perception of burnout
syndrome experienced by workers in two North-West
Italian hospitals. Method The questionnaire, filled by
307 workers in the two hospitals, included scales mea-
suring burnout (Emotional Exhaustion, Depersonal-
ization, Personal Accomplishment; Maslach & Jack-
son, 1981) and possible determinants, such as Job
Demand-Control-Support, exceeding patients expecta-
tions, work-family conflict and enrichment. The relia-
bility of the scales is between .69 and .94. Data were
analysed by PASW 18. After correlations, hierarchi-
cal regressions estimate influences on burnout. In the
first step we set as determinants ’classical’ work as-
pects, in the second step, we set work-family conflict
and enrichment. Results Multiple regressions evidence
that work characteristics have an influence on burnout
factors: job demand and control, exceeding patients

expectations and support at work on Emotional Ex-
haustion; support at work and patients expectations on
Depersonalization; job demand, control and support on
Personal Accomplishment. The introduction of work-
family conflict and enrichment as determinants, in the
second step of the models, nevertheless, enhance the
R-square for all dimensions of burnout. Conclusions
If job characteristics in terms of demands (workload,
patients expectations) and quality of relationship (per-
ceived support), as expected, play a key-role in the
perception of burnout, a critic matter is represented
by work-family conflict and enrichment. Thus, sani-
tary organisations should focus their attention on the
workers’ work-family interface in order to sustain well-
being at work.

BURNOUT SYNDROME IN UNIVERSITY PROFESSORS:
THE DIFFERENTIAL ROLE OF WORK-FAMILY CONFLICT
AND FAMILY-WORK CONFLICT

Santos de Carvalho, C.M., University of Coimbra,
Coimbra, Portugal; Ferreira Peralta, C.M., University
of Coimbra, Coimbra, Portugal; Andrade, M., Univer-
sity of Coimbra, Coimbra, Portugal

Abstract: Scientific research has shown great interest in
the problem of teacher’s burnout, seeking to determine
not only levels of burnout in these professionals but
also the factors that contribute to its manifestation.
This study focuses on the relationships between work-
family and family-work conflicts and burnout. With
a cross-sectional study and a sample of 226 univer-
sity professors, we tested the contribution that both
types of work-family conflicts (i.e., conflict of work
with family/personal life and conflict of family/per-
sonal life with work) have in predicting burnout (i.e.,
emotional exhaustion, depersonalization and reduced
personal accomplishment). Consolidated scales were
used: Maslach Burnout Inventory (Maslach & Jackson,
1986) to measure the three dimensions of burnout syn-
drome and Sloan Work-Family Researchers Electronic
Network (MacDermid, 2000) to evaluate the levels of
work-family conflict and family-work conflict. More-
over participants reported age and number of hours
worked per week. These demographics were used as
control variables. We conducted hierarchical multiple
regression analysis and concluded that both types of
conflict significantly predicted levels of emotional ex-
haustion, and that only the conflict of family to work
explains variance in depersonalization after controlling
for demographics. Contrary to expectation, neither
type of conflict revealed a significant impact on per-
ceived levels of personal accomplishment. The con-
ceptual and practical implications of these results are
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analyzed and discussed. Indeed, these results can be
understood taking into account the importance of pay-
ing attention to the source (work or personal life/fam-
ily) in addressing the different dimensions of burnout
(Halbesleben, 2006). When work to family conflict ex-
ists, emotional exhaustion is prevalent, and when fam-
ily to work conflict emerges, depersonalization occurs.
Therefore different strategies need to be implemented
in order to enhance professional well being and reduce
levels of burnout.

EXPLORING BURNOUT AMONG ESTONIAN TEACHERS
AT THE END OF A SCHOOL-YEAR

Kiis, Kaidi, Mainor Business School, Tallinn, Esto-
nia

Abstract: The large majority of studies on burnout
among teachers have employed the Maslach Burnout
Inventory. The present study examined teacher’s
(n= 263) burnout with Copenhagen Burnout Inven-
tory in domains of personal, work- and pupil-related
burnout. Research result showed, that teachers ex-
perienced moderate level of burnout, with the pupil-
related burnout being the lowest of the three domains
(F(2,522) = 44,20; p<,00001). Tt was also discov-
ered, that burnout profile differs according to gender
(F(2,522) = 6,28; p<,002). For female teachers the
highest average score was at personal and for male
teachers at work-related burnout domain. Results in-
dicate that prevention programs for female teachers
should focus more at physical and psychological ex-
haustion. For male teachers the program should focus
at exhaustion that is perceived to be related to work,
especially at the lack of time for family and friends.

A POLISH VERSION OF THE MASLACH BURNOUT IN-
VENTORY — GENERAL SCALE: FACTORIAL VALIDITY
AND CONSISTENCY ACROSS OCCUPATIONAL GROUPS

Chirkowska-Smolak, T., Institute of Psychology, Adam
Mickiewicz University, Poznan, Poland; Kleka, P.,
Institute of Psychology, Adam Mickiewicz University,
Poznan, Poland

Abstract: This paper concerns the psychometric evalu-
ation of the Polish version of a self-report questionnaire
to measure burnout. Although the Maslach Burnout
Inventory (MBI) is the most commonly employed mea-
sure of burnout, researchers have been troubled by
some of its psychometric limitations. The aim of this
study is to validate the Polish version of the MBI-GS
(General Scale), and more specifically, to examine the
MBI-GS factor structure in four occupational groups
(both within the human services sector and elsewhere),

and to evaluate its reliability (internal consistency). In
evaluating factorial validity, we carried out an explana-
tory analysis and a number of confirmatory analyses
(using the total database and the four occupational
groups). An additional aim was to explore the relation-
ships between biographic characteristics (gender, age,
work experience, employment level, and occupation)
and burnout. The results of the confirmatory analyses
show us that all three models fit the data almost ac-
ceptably, both in the total sample (N=998) and in the
separate occupational groups, and that the fit of the
three-factor solution appears to be somewhat better
than that of the one- and two-factor solutions. When
the initial model failed to fit the data well, we had to
eliminate two items with weak reliability. The results
then confirmed the factorial validity of the MBI-GS-
as expected, the MBI-GS consists of three scales that
are moderately correlated. The present findings are
also consistent with criticism of the three-component
model of burnout: we identified exhaustion as the core
element of burnout, and cynicism as perhaps a sub-
sidiary dimension. We also address the shortcomings
of the MBI-GS, and we discuss the implications of this
study for practice - we suggest how to improve psycho-
metrically the measurement of burnout, and we suggest
some research directions that stem from our findings.

BURNOUT AND QUALITY OF CARE IN THE HEALTH
SECTOR

Costa, P., ISCTE-Lisbon University Institute, Lis-
bon, Portugal; Passos, A.M., ISCTE-Lisbon University
Institute, Lisbon, Portugal; Silva, S., ISCTE-Lisbon
University Institute, Lisbon, Portugal; Tavares, S.M.,
ISCTE-Lisbon University Institute, Lisbon, Portugal;
Leite, E., Centro Hospitalar de Lisboa Norte, E.P.E,
Lisbon, Portugal

Abstract: Burnout has been widely studied in sev-
eral different work contexts, as a prolonged response
to chronic stressors on the job (Maslash, 1999). In-
deed, more than a few studies have shown the pres-
ence of burnout syndrome among medical personnel
and some underlie the hazards of burnout symptoms
in health care, such as emotional distance and de-
personalization toward patients or even medical error
(e.g. Bakker, Schaufeli, Sixma, Bosveld & Dieren-
donck, 2000; Shanafelt, Bradley, Wipf & Back, 2002).
The present study has three main objectives: to study
the actual factors that may influence the emergence
of burnout symptoms within the health care context
from the perspective of the professionals; to under-
stand what the main actors in the health context,
professionals and patients, perceive as quality of care;
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and exploring the possible overlapping of the two ar-
eas (burnout and quality of care) within the discourse
of professionals by looking at the emergence of refer-
ences to burnout symptoms or causes in the quality
of care related speech and at the emergency of quality
of care related reflections when thinking about burnout
issues. We conducted 8 focus groups with 4 to 5 people
each, on three topics: stress in the health profession-
als, quality of care from the patient’s perspective and
from the professionals’ perspective. Most of the par-
ticipants were recruited from one teaching hospital in
Lisbon, Portugal, and the interview’s guide was tested
in a pilot phase with a sample from different health
care providers. The data was analyzed using content
analysis and Atlas.TI. A mixed process of coding was
used, where some codes were defined a priori based on
previous literature review and some of them emerged
a posteriori from the process of analysis. To assure
reliability of analysis, both inter-rater and intra-rater
agreement were computed. The results are important
for understanding the specific questions raised by a hos-
pital setting that are crucial in promoting both the pro-
fessionals health and well-being and also the patient’s
safety. Researchers ought to address this context in or-
der to help promoting a safer environment for patients
and to shape a work context that boosts motivated and
enthusiastic professionals.

ASSOCIATIONS BETWEEN ORGANIZATIONAL CHARAC-
TERISTICS, OCCUPATIONAL CHARACTERISTICS, AND
EMOTIONAL EXHAUSTION IN BREAST CENTER EM-
PLOYEES: RESULTS FROM A MULTILEVEL REGRESSION
ANALYSIS

Kowalski, C., University of Cologne, Koeln, Germany;
Nitzsche, A., University of Cologne, Koln, Germany;
Jung, J., University of Cologne, Cologne, Germany;
Ansmann, L., University of Cologne, Koeln, Germany;
Pfaff, H., University of Cologne, Koeln, Germany

Abstract: Background: Studies in psychology and so-
ciology have examined both the association between
personality traits and emotional exhaustion and the as-
sociation between workplace characteristics and emo-
tional exhaustion. The aim of the present study is to in-
tegrate both predictor groups of emotional exhaustion
and to investigate whether organizational and occupa-
tional characteristics persist as predictors of emotional
exhaustion in breast center employees after accounting
for personality traits. Methods: Data collection was
still in process at the time this abstract was written.
Multilevel regression analysis will be applied, combin-
ing two datasets: 1) survey data from an expected n =

2000 employees of breast center hospitals in the Ger-
man state of North Rhine-Westphalia (data collection:
October ? December 2010) and 2) data from a 2010
survey of key hospital informants (network coordina-
tors, department heads, quality assurance managers
and nursing managers) from all of the 91 North Rhine-
Westphalian breast centers (completion date: October
2010). At the employee level sociodemographic data
and data on personality traits are currently being col-
lected. Data on emotional exhaustion are being ob-
tained using the Maslach Burnout Inventory - HS. Data
collected at the hospital level included number of pa-
tients, teaching status, organizational culture, and hos-
pital ownership. Results: Of the 317 key hospital infor-
mants contacted, 232 completed and returned the ques-
tionnaires (response rate: 73.2%). We received at least
one completed questionnaire from 87 of the 91 hospi-
tals (95.6%). Initial results from the employee survey
are expected in February 2011. Discussion / Practical
relevance: At the time this abstract was written, the
employee survey had not yet been completed.

BURNOUT-RELATED EEG CHANGES: OCCURRENCE
IN HEALTHY SUBJECTS INDUCED BY A DEMANDING
LEARNING TASK

Otto, T., University Maastricht, Maastricht, The
Netherlands; Sona, M., Maastricht University, Maas-
tricht, The Netherlands; Lacthem, M. van, Maastricht
University, Maastricht, The Netherlands; Smulders,
F., Maastricht University, Maastricht, The Nether-
lands; Goebel, R., Maastricht University, Maastricht,
The Netherlands; Zijlstra, F.R.H., Maastricht Univer-
sity, Maastricht, The Netherlands

Abstract: Burnout is a very common and incapacitat-
ing occupation-related mental health problem. The
current discussion of the topic includes increasingly
the interplay of the associated cognitive factors and
changes in the neurophysiological correlates of infor-
mation processing, which might underlie a chronicity of
the condition. A recent study has shown various EEG
components in subjects diagnosed with Burnout Syn-
drome to be altered in comparison to healthy controls.
Burnout patients showed a reduction in P300 response,
Alpha peak frequency and beta power when compared
to healthy controls. In our study, we investigate the
changes of these parameters in healthy subjects dur-
ing the course of an exhaustive learning task over the
course of several hours. We hypothesized that only
a combination of increased Emotional Exhaustion and
Mental Fatigue together with a low subjective feeling
of Personal accomplishment will lead to the pattern
changes in EEG parameters that have been found in
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Burnout patients. Relevant parameters such as task
related Mental Effort, Mental Fatigue, Emotional Ex-
haustion, Personal Accomplishment and performance
were either monitored continuously or on several occa-
sions in the course of the task. EEG was measured at
three periods during task execution in order to mea-
sure baseline band power changes over time. Intermit-
tently, an auditory oddball task was implemented to
detect changes in amplitude and latency of the P300
ERP component. Preliminary results support these hy-
potheses, albeit final results will be presented on the
conference itself. We aim to demonstrate that the neu-
rophysiological changes that have been identified as be-
ing characteristic for Burnout can be reproduced in the
course of a few hours in healthy subjects. More insight
in the mechanisms that mediate the influence of stres-
sors on changes in brain function might render valuable
insights into how these changes can become permanent
in Burnout patients.

PERSON — JOB INCONGRUENCE AND DIMENSIONS OF
BURNOUT AMONG MEDICAL PROFESSIONALS

Bria, M., Babes-Bolyai University, Cluj-Napoca, Ro-
mania; Ratiu, L., Babes-Bolyai University, Cluj-
Napoca, Romania; Baban, A., Babes-Bolyai Univer-
sity, Cluj-Napoca, Romania

Abstract: A significant number of empirical research
has identified a number of variables important in
the development of burnout. There is a relationship
between the exhaustion and cynicism dimensions of
burnout and the corresponding consistency and sta-
bility of burnout and engagement patterns (Maslach
& Leiter, 2008). People with consistent patterns
(burnout, engagement) would be more stable in their
experience and would show less change over time, while
those with inconsistent, early warning patterns (ex-
haustion or cynicism only) would show more change.
Given the relationship between burnout and the work-
life factors as workload, fairness, control, etc., the di-
rection of change is highly influenced by the person-job
congruence/incongruence in one of these worklife fac-
tors. The objectives of the present study are: 1) to
identify and compare the patterns of burnout among
medical professionals practicing in private and public
settings; 2) to compare the burnout dimensions and
factors of worklife among medical professionals from
these two settings; 3) to identify if incongruities be-
tween person and job in each of the six areas of worklife
are correlated with burnout. Method: 427 medical pro-
fessionals from private and public settings from Cluj-
Napoca were investigated for burnout with Maslach

Burnout Inventory - Human Services Survey (MBI-
HSS) and for the person-job congruence/incongruence
with Areas of Worklife Survey (AWS). Results: Con-
sistent patterns of burnout and engagement are more
frequent than inconsistent patterns, but no differences
were identified between the two categories of medical
settings. However there have been identified differ-
ences in the type of person-job incongruities in areas of
worklife between medical professionals from public and
private settings. Incongruities in areas of worklife are
significantly correlated with burnout in medical profes-
sionals on the factors workload and values. Practical
relevance: The implications of these results are dis-
cussed in terms of identifying early signs of burnout
and designing intervention programs to reduce it.

Interactive Poster: Health and
Interventions

Main topic area: Health and Interventions

Location: Expo (11:30-12:30)

RELATIONSHIP BETWEEN PERCEIVED ORGANIZA-
TIONAL JUSTICE AND WORK PLACE VIOLENCE IN-
TENTION AMONG STEEL INDUSTRY EMPLOYEES

Mehdad, A., Islamic Azad University Khorasgan
Branch, Esfahan, Iran; Tabakh Eshghi, Y., Islamic
Azad University Khorasgan Branch, FEsfahan, Iran;
Mehdizadegan, 1., Islamic Azad University Khorasgan
Branch, Esfahan, Iran

Abstract: The purpose of this research was to study
the relationship between perceived organizational jus-
tice and work place violence intention among one of the
steel industries employees in Esfahan province of Iran.
Three hundred and twenty subjects from production
line workers were selected via random selection partic-
ipated in this research. This research is a correlation
study and a set of questionnaires consisting of orga-
nizational justice with 18 questions including of dis-
tributive justice with 5 items developed by Niehof and
Moorman (1993), procedural justice with 7 items de-
veloped by Moorman (1991) and relational justice with
6 items which developed by Moorman (1991) and sec-
ond one for measuring of work place violence intention
with 23 questions, which developed by researchers. In
this study Cronbach’s Alpha coefficients of distributive
justice, procedural justice, and relational justice were
0.86, 0.86, and 0.91 respectively, and for work place vi-
olence intention questionnaire was 0.96. Data analyzed
with use of Pearson’s correlation coefficient, simultane-
ous and stepwise regression analysis. The analysis data
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showed that there are relationship between perceived
organizational justice ,sand related dimensiondistribu-
tive, procedural and relational justice with work place
violence intention (P?0/01). The results of simulta-
neous regression analysis showed that: relational jus-
tice significantly accounted for %8/6 of the variance
in workplace violence intention (8= -0.263, F=4.179,
P?0/01). Also, the results of analysis of variances in-
dicated that, there are significance differences between
workplace violence intention between married and sin-
gle employees. There aren’t significance differences be-
tween workplace violence intention between low edu-
cated and high educated employees and there aren’t
significance differences between workplace violence in-
tention between young and adult employees.

SEXUAL INTIMIDATION AT THE WORKPLACE AND THE
MODERATION OF PERSONALITY TRAITS ON PHYSICAL
AND MENTAL HEALTH

Pouwelse, M., Open University of the Netherlands,
Breda, The Netherlands; Uijtdewilligen, L., Open Uni-
versity of The Netherlands, Breda, The Netherlands;
Stevelmans, 1., University of Haifa, Haifa, Israel

Abstract: In this cross sectional survey, building on
the Michigan Stress model, the influence of personal-
ity traits on the relationship between sexual intimida-
tion in the workplace and physical health and / or de-
pressive symptoms has been examined. Hypothesized
was that employees who report more sexual intimida-
tion will report more health and depressive symptoms
(H1 and H2) and that personality traits moderate the
relationship between sexual intimidation and physical
health and / or depressive symptoms (H3). The sam-
ple consisted of employees obtained from TNT (N =
288) and staff from four municipalities (N = 175). The
response rate was 27%. The data has been collected
with a self-report questionnaire that mainly consisted
of validated and reliable scales(VOEG, BDI, NEO-FFI,
Spanningsmeter (Stress indicator) and SEQ). Hierar-
chical regression analyses were used to analyze the
data and examine the hypotheses. The results show
that 34% of the employees have suffered at least one of
the forms of sexual intimidation. Findings confirmed
H1, but not H2. There is also moderation of person-
ality trait Type A behavior, but not of extraversion
and neuroticism, on the relationship between sexual
harassment and physical health complaints. Contrary
to the prediction in hypothesis 3 in case of depressive
symptoms as dependent variable there is no interaction
effect. There is a strong direct relation between neu-
roticism and depressive symptoms. Our conclusion is
that our findings support mostly our hypotheses about

the relation between reported sexual intimidation at
the workplace and experienced health but not about
the relation with reported depressive symptoms. At
least one personality trait, Type A behavior, moder-
ates the relationship between sexual harassment and
health complaints. It is recommended to conduct fur-
ther research into the influence of personality traits on
sexual intimidation and to develop effective interven-
tions to predict sexual intimidation. Important is not
only to concentrate upon the individuals (perpetrators,
targets and bystanders) with interventions as conflict
management and deescalating and coping strategies,
but also upon the culture of the organizations, given
the reluctance of the approached public organizations
to join this survey, even if they had an official anti-
intimidation policy.

PUPILS’ SCHOOL SATISFACTION AS PREDICTOR OF
TEACHERS’ SICKNESS ABSENCE: A PROSPECTIVE CO-
HORT STUDY

Ervasti, J., Finnish Institute of Occupational Health,
Helsinki, Finland

Abstract: Background: Although health is an impor-
tant determinant of sickness absence, social relation-
ships at the workplace may also affect absence lev-
els. This study examined the extent to which pupils’
self-assessed satisfaction with school was predictive of
teachers’ sick leaves in Finnish lower secondary schools.
In an international comparison, although the Finnish
school system has been a success in academic compar-
isons, Finnish 15-year-olds were amongst those who
most disliked school. Methods: School satisfaction
was measured by a survey of 17 033 pupils aged 14
to 16 (the School Health Promotion Study) and ag-
gregated to school-level (n=90 schools). These school-
level data were then linked to sickness absence records
for 2364 teachers in the survey year and the following
year. For sickness absence longer than nine days, diag-
noses were obtained from national health registers. Re-
sults: Multilevel Poisson and logistic regression mod-
els adjusted for relevant baseline covariates showed a
rate ratio of 1.2 (95% confidence interval 1.0-1.5) for
long-term (>3 days) sickness absence among teachers
working in schools with average and most dissatisfied
pupils when compared with teachers of the most satis-
fied pupils. Diagnosis-specific analysis suggested a par-
ticularly strong association with psychiatric sickness
absence among teachers (OR 1.9, 95% CI: 1.1-3.2), and
more specifically, neurotic and stress-related disorders
(OR 2.6, 95% CI: 1.2-5.9). Pupils’ school satisfaction
was not associated with teachers’ self-certified sickness
absence episodes (1-3 days). Conclusions: These data

11:30-12:30

Thursday



MECC Maastricht

61

suggest a link between social relationships at school,
as expressed by pupils’ school satisfaction, and teach-
ers’ health, especially with regard to long-term sick-
ness absence due to mental health problems. Relevance
to practice: The findings imply that attention should
be paid in policies improving pupils’ school satisfac-
tion because they probably would not only benefit the
pupils but would also improve teachers’ health. Mental
health problems among teachers may lead to a vicious
circle at school, in turn affecting pupils’ satisfaction,
academic achievement and health.

WORK-RELATED STRESS SURVEY: THE CASE OF ITAL-
IAN PUBLIC TRANSPORT

Scatolini, E., University of Florence, Bologna, Italy;
Gattai, A., University of Florence, Bologna, Italy;
Marocci, G., University of Florence, Florence, Italy

Abstract: Introduction This work pertains to the stud-
ies concerning the detection of psychosocial risks in the
workplace. The recent European and Italian legislation
(Directive 89/391, framework agreement of 10.8.2004
and D. Lgs. 81/08) on Work Health and Safety offers
some interesting considerations regarding the psycho-
sociological approaches to workers’ health and allows
us to rethink the practices of intervention in Orga-
nizations. The innovations introduced by the previ-
ous regulations substantially aimed to assign greater
responsibility to the operators in charge of security
(RSPP (Health & Safety Manager), RLS (Health and
Safety Representatives), Occupational Physician, etc).
This new law, instead, deals with Work Health and
Safety in accordance with the logic of primary preven-
tion, promoting the development of a safety culture.
Recent researches have shown that several organiza-
tional factors affect workers’ safety and health, and
that it is necessary to tackle the topic of work security
through a multidimensional and interdisciplinary ap-
proach, taking into account classical psychological or-
ganizational constructs such as organizational climate,
internal communication, leadership styles, team work-
ing, workloads, quality of the work environment, etc.
Method The methodology employed involves the use
of both quali-quantitative instruments such as an ad
hoc built questionnaire assessing organizational well-
being and focus group interviews on the topics of work
security and work-related stress. Results About 2000
questionnaires were administered in seven urban Pub-
lic Transport Companies. The study did identify the
organizational dimensions involved in the work-related
stress survey useful in order to draft a set of guidelines
for organizational interventions aimed at protecting

Work Health and Safety in these environments. Con-
clusions For Organizations protecting workers’ health
and safety is a duty that goes beyond the compliance
with legal requirements. A participated intervention
may facilitate the transition from the culture of mere
duties performances to one of promotion and dissemi-
nation of safety culture.

WORK SKILLS IN GRADUATE OCCUPATIONS

Okay, B., University of Strathclyde, Glasgow, UK;
Scholarios, D., University of Strathclyde, Glasgow,
UK

Abstract: Introduction The ’infection control nurse’, in
Italian ’Infermiere addetto al controllo delle infezioni’
(ICT), is a specific professional profile that in Italy have
been defined with a specific law in 1985. As a spe-
cialization of nurses it exists till 1955 in other nation.
The development of the professional profile has been
not linear and differentiated in the different area of the
nation. During the year 2009-2010 a national project
has been conducted to identify the characteristics of
this profession, the source of satisfaction of people em-
ployed and their perceived professional needs. Method
In this communication we present the analysis of 17
focus groups that have been conducted with the ICI of
different regions of Italy (nearly one in each region).
Focus groups have been literally transcribed and ana-
lyzed using a quail quantitative content approach (Ted-
die e Tashakkori, 2009). The analyses have been con-
ducted separately with the support of two software T-
Lab and Atlas.ti and the results have been compared
then the processes have done a second time to validate
each analysis using the other technique. The aim was
to augment the strength of conclusion maintaining the
text richness, during the presentation this topic will
be explored deeply. First results The ’infection con-
trol nurse’ is identified for its competencies on preven-
tion, control and care of infection. Most of the subjects
speak about a work that need competencies differenti-
ated and connected with activities that involve man-
agerial dimension and clinical work. Conclusions Our
analysis shows that nowadays ICIs have a liminal pro-
file, close to the idea of Tempest and Starkey (2004).
Their work is partly inside and part outside of the orga-
nization and their identity is different from the admin-
istrative peoples and from the other nurses too. This
shows some analogies with a growing number of pro-
files of worker in different field. Tempest, S. & Starkey,
K. (2004). The Effects of Liminality on Individual and
Organisational Learning. Organisational Studies. vol.
25. no. 4. pp. 507-527. Teddlie, C. e Tashakkori,
A. (2009). Foundations of mixed methods research :
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integrating quantitative and qualitative approaches in
the social and behavioral sciences. Thousand Oaks :
Sage.

EVIDENCES ON THE RELATIONSHIP BETWEEN THE
HSE INDICATOR TOOL AND STRESS-RELATED WORK
OUTCOMES IN THE ITALIAN CONTEXT

Toderi, S., University of Bologna, Bologna, Italy;
Sarchielli, G, University of Bologna, Bologna, Italy;
Tovoli, D., AUSL, Bologna, Italy; Perna, A., AUSL,
Bologna, Italy

Abstract: The Management Standards approach de-
veloped by the UK Health & Safety Executive is an
interesting method aimed to help firms to reduce work
stress, but little empirical research is available about
the relationship between the Management Standards
and stress-related work outcomes. Kerr et al. (2009)
highlighted this issue and provided first positive evi-
dences in this way, considering job satisfaction, wellbe-
ing and errors/near misses. The aim of this study is
to provide further support to this relationship in two
ways, considering: a) additional outcomes; and b) a
different context (Italy). The Italian version of the
Indicator Tool (Toderi et al., In Press) was adminis-
tered to 191 employees of a National Health Service
center in Italy, measuring also wellbeing, emotional dis-
sonance, sleep problems and psychosomatic symptoms.
After controlling for gender and age, regression analy-
sis show that wellbeing (anxiety - depression) and sleep
problems are all predicted by Management Standards.
Anxiety is predicted by demands (B = .25 ; p = .002)
and depression by control (B =-.30 ; p < .001); sleep
problems are predicted by demands (B = .22 ; p <
.008) and coworker support (B =-.20 ; p < .027). Fur-
thermore, several management Standards are related to
different psychosomatic symptoms declared by employ-
ees. These results confirm and extend previous findings
of Kerr et al. (2009). However, important differences
with the previous study emerge considering the pattern
of relation between Management Standards and stress-
related work outcomes. These differences underline the
importance of considering the contextual factors in the
work stress evaluation. Overall, results support the
use of the Management Standards approach by firms,
aimed to identify psychosocial factors that have to be
improved in a continue development of a non stress-
ing environment. References Kerr R, McHugh M, &
McCrory M. (2009). HSE Management Standards and
stress-related work outcomes. Occupational Medicine,
59, 574-9. Toderi, S., Broccoli, M., Sarchielli, G. e
Mancini, G. (In Press). I Management Standards per

la gestione dei rischi psicosociali e prima validazione
italiana dell'Indicator Tool. Risorsa Uomo

ORGANISATIONAL MOBBING PREVENTION MECHA-
NISMS IN VIEW OF THE POLISH ANTI-MOBBING LEG-
ISLATION

K., Wroclaw,

Durniat, University of Wroclaw,

Poland

Abstract: The presentation is based on the authors lat-
est research (2010, N=260) on diagnosing the presence
and effectiveness of organisational mobbing prevention
mechanisms in the Polish workplace. Poland in one of
the few countries in Europe which has an anti mobbing
legislation (since January 2004). In view of that Pol-
ish legislation it is the employer who is responsible for
mobbing occurrence in the workplace. Thus it seems
the employers and employees should be well aware of
the mobbing phenomenon, as well as should develop
effective prevention strategies and mobbing coping or-
ganisational mechanisms. The author of the study,
who has already had a long experience in mobbing
researching and diagnosing (work in the Polish anti-
mobbing society; construction of the psychometrical
tool for mobbing diagnosing; two vast research projects
on the occurrence, character, socio-organisational mob-
bing factors and mobbing consequences) in her present
study explores the range and effectiveness of anti-
mobbing organisational mechanisms and intervention
practices. Sample: N=260 - heterogeneous in terms of
the controlled demographic variables (sex, education,
work position, work experience, sector and branch of
employment, etc). The data was collected from em-
ployees of various organisations, working in Wroclaw
(which is the fourth biggest city in Poland). The re-
spondents were examined individually and in groups,
always in the presence of a psychologist and always
outside the workplace. The participation in the study
was voluntary and anonymous. Tools: The original,
validated SDM questionnaire for mobbing diagnosing
accompanied by questions concerning organisational
mobbing prevention mechanisms, interventions prac-
tices and their effectiveness. The SDM Questionnaire
consists of 2 scales: Scale of mobbing behaviours (43
items) and a Scale of victims feeling and interpretations
(21 items). The scale of mobbing behaviours (result of
factor analysis) is build of three subscales with a Cron-
bacha of 0.927, 0.932 and 0.803. Results: The author
diagnosis the level of awareness of mobbing , along with
the range organisational anti-mobbing mechanism and
practices, relating them to the mobbing prevalence.
She also discusses the limitations of the content and
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execution of Polish anti-mobbing low and tries to in-
dicate some practical suggestions for combating work-
place bullying on the level of organisation.

COMPETENCIES EVALUATION: A QUALITATIVE AP-
PROACH FOR A RISING NURSE’S PROFILE.

Crescentini, A., SUPSI, Locarno, Switzerland; Sca-
tolini, E., Universita Statale, Firenze, Italy

Abstract: Introduction The ’infection control nurse’, in
Italian ’Infermiere addetto al controllo delle infezioni’
(ICI), is a specific professional profile that in Ttaly have
been defined with a specific law in 1985. As a spe-
cialization of nurses it exists till 1955 in other nation.
The development of the professional profile has been
not linear and differentiated in the different area of the
nation. During the year 2009-2010 a national project
has been conducted to identify the characteristics of
this profession, the source of satisfaction of people em-
ployed and their perceived professional needs. Method
In this communication we present the analysis of 17
focus groups that have been conducted with the ICI of
different regions of Italy (nearly one in each region).
Focus groups have been literally transcribed and ana-
lyzed using a quail quantitative content approach (Ted-
die e Tashakkori, 2009). The analyses have been con-
ducted separately with the support of two software T-
Lab and Atlas.ti and the results have been compared
then the processes have done a second time to validate
each analysis using the other technique. The aim was
to augment the strength of conclusion maintaining the
text richness, during the presentation this topic will
be explored deeply. First results The ’infection con-
trol nurse’ is identified for its competencies on preven-
tion, control and care of infection. Most of the subjects
speak about a work that need competencies differenti-
ated and connected with activities that involve man-
agerial dimension and clinical work. Conclusions Our
analysis shows that nowadays ICIs have a liminal pro-
file, close to the idea of Tempest and Starkey (2004).
Their work is partly inside and part outside of the orga-
nization and their identity is different from the admin-
istrative peoples and from the other nurses too. This
shows some analogies with a growing number of pro-
files of worker in different field. Tempest, S. & Starkey,
K. (2004). The Effects of Liminality on Individual and
Organisational Learning. Organisational Studies. vol.
25. no. 4. pp. 507-527. Teddlie, C. e Tashakkori,
A. (2009). Foundations of mixed methods research :
integrating quantitative and qualitative approaches in
the social and behavioral sciences. Thousand Oaks :
Sage.
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Symposium: Understanding the complex
effects of conflict at work: The importance
of conflict management

Main topic area: Leadership and Management
Location: 0.1 London (11:30-12:45)

Chair: Rispens, S., Findhoven University of Technol-
ogy, Eindhoven, The Netherlands

Abstract: Understanding the complex effects of conflict
at work: The importance of conflict managementCon-
flict is a pervasive and inevitable phenomenon within
organizations. Conflict, in general, is defined as per-
ceived incompatibilties between two or more parties
—individuals, teams, or organizations. Past empirical
research has shown that conflict can have destructive
effects, for example decreasing performance, satisfac-
tion, and well-being. Some studies, however, demon-
strated that under certain conditions conflict may en-
hance productivity and performance. This debate -
whether conflict can have positive consequences or not-
still continues in the literature. Research suggested
that how conflicts are managed or coped with can have
diverse consequences ranging from escalation to res-
olution. However, there are still several unanswered
questions about the role of conflict management styles
or strategies. Aim of this symposium is to bring to-
gether innovative research on conflict management in
order to unravel the complex effects conflicts have for
individual, team, and organizational functioning and
performance. This symposium includes four studies
that together cover conflict management at the indi-
vidual, team, and organizational level of analysis. The
study of Benitez et al. investigates the moderating
role of team conflict management styles on the link
between relationship conflicts and emotional exhaus-
tion in service organizations. Benitez et al. found a
positive association between relationship conflicts in
teams and team-level emotional exhaustion. Moreover,
avoiding and integrating conflict management strate-
gies buffered the positive link between relationship con-
flict and emotional exhaustion, while a compromising
management style incrases the assocation between re-
lationship conflict and emotional exhaustion. Dijkstra
and Beersma examined the relationship between per-
ceptions of leader conflict management strategies, in-
teractional justice, and one specific type of employee
behavior: gossip. They tested their hypotheses on
data collected among police officers, and the results
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showed leader avoiding and forcing conflict manage-
ment strategies were negatively related to interactional
justice. Yielding and problem solving were positively
related to interactional justice. Interactional justice,
in turn, was found to be negatively related to nega-
tive gossip behavior and positively to positive gossip
behavior. Finally, Dijkstra and Beersma demonstrated
interactional justice partly mediated the relationship
between avoiding and forcing and negative gossip be-
havior, and fully mediated the relationship between
yielding and problem solving and positive gossip be-
havior. Rispens and Demerouti’s diary study showed
the buffering effect of psychological conflict detachment
— the cognitive ability of an employee to detach one-
self from the conflict- on the relationship between con-
flict and individual performance and well-being. Eu-
wema will present three lines of current research. First,
demonstrating the antecedents and effects of informal
peacemaking of coworkers in teams in schools. Second,
a study among managers and service workers showed
the relevance of different third party conflict manage-
ment behaviors by managers. Furthermore, Euwema
will address conflict management at the system level
of organizations. Good practices of different organi-
zations in which conflict professionals worked aligned
with management will be presented to demonstrate
how to promote a conflict positive organization. The
general conclusion of this symposium is that conflict
management is an important factor influencing how
people are affected by conflicts at work. Furthermore,
these four presentations highlight new developments in
the study of conflict management.

MANAGING RELATIONSHIP CONFLICT AND EMO-
TIONAL EXHAUSTION AT WORK IN SERVICE ORGA-
NIZATIONS

Benitez, M., University of Seville, Seville, Spain; Med-
ina, F.J., University of Seville, Seville, Spain; Mundu-
ate, L., Unwversity of Seville, Spain

Abstract: This study analyzes the link between rela-
tionship conflict and emotional exhaustion at work,
exploring the moderating role of conflict management
styles. We study which specific conflict management
styles (avoiding, integrating and compromising) reduce
or increase the link between relationship conflict and
emotional exhaustion at the work-unit level. Hypothe-
ses are tested by tracking 91 work-units (398 employ-
ees) from 42 hotels and restaurants in southern Spain.
Results revealed that; a) relationship conflict is pos-
itively related to work-unit emotional exhaustion; b)
this relationship depends, in part, upon how work-
unit members handle the relationship conflict. That

is, avoiding and integrating conflict management styles
buffered the link between relationship conflict and emo-
tional exhaustion, while compromising increased this
positive link. Thus, this study supports the idea that,
at work-unit level, integrating and avoiding conflict
management styles are effective in preventing emo-
tional exhaustion at work while compromising is prej-
udicial in service contexts.

ORGANIZING CONFLICT MANAGEMENT AND INFOR-
MAL THIRD PARTIES AT WORK

Euwema, M.C., Leuven University, Leuven, Belgium

Abstract: Conflict management too often is limited to
the direct interaction of conflicting parties at work,
and the detrimental effects of these conflicts for re-
lations, productivity and wellbeing at work. Conflict
management is essential to counter these negative ef-
fects, and make conflicts productive for working rela-
tions and innovations. Current work design and work
force developments require evermore competencies in
conflict management, at all levels in the organization.
Employees should be able to deal with their diverging
needs, ideas and interests. In three different studies
we explored elements of conflict management. First,
the antecedents and effects of informal peacemaking of
coworkers in teams. This study among 180 teachers
in Belgium secondary schools shows relations between
personality characteristics, conflict styles and informal
peacemaking. Secondly, a study among 40 Dutch man-
agers and 200 service workers, shows the relevance of
different 3d party roles of managers, and the detrimen-
tal effect of forcing interventions by these managers.
Thirdly, two separate studies in a large ministry in the
Netherlands shows the needs for active conflict man-
agement. Employees were not satisfied over the con-
flict management by supervisors and HR profession-
als. In addition, a survey among 800 line managers
and 160 human resource managers shows a strong need
for proactive policies, advice and support structures
in the organization. The presentation concludes with
good practices in conflict management systems, and
the promotion of peacemaking behavior by co-workers
and supervisors, and presents lessons learned for the
implementation of such systems.

How LEADERS’ CONFLICT MANAGEMENT TRIGGERS
GOSSIP: THE MEDIATING ROLE OF INTERACTIONAL
JUSTICE.

Dijkstra, M.T.M., VU University, Amsterdam, The
Netherlands; Beersma, B., University of Amsterdam,
Amsterdam, The Netherlands
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Abstract: Interpersonal conflict at work is between two
or more persons, as is embedded in the term. Thus,
during conflict, individuals react to each other emo-
tionally and behaviorally. However, the vast majority
of studies on workplace conflict has concentrated on the
effects of a particular individual’s conflict management
strategies on that same individual, thus ignoring the in-
terpersonal nature of conflict. The current study takes
a different approach, and examines the relationship be-
tween perceived leader conflict management strategies
and employee behavior. We focus in particular on em-
ployees’ gossip behavior, defined as the exchange of in-
formation with evaluative content about absent third
parties (Foster, 2004). Within organizations managers
spend 20 % of their time handling conflicts (Thomas,
1992). Moreover, researchers have estimated that peo-
ple spend up to 90 percent of their conversations gossip-
ing (Dunbar, Duncan, & Mariott, 1997; Emler, 1994).
So apart from the important consequences that conflict
management and gossip may have for primary organi-
zational processes, the amount of valuable time spent
on these activities alone already calls for a thorough
understanding of the relationships between workplace
conflict management and gossip. We propose that lead-
ers’ conflict management strategies are related to em-
ployees’ perceptions of interactional justice; employees
perceive more interactional justice when managers en-
gage in conflict management strategies that reflect a
high concern for the other party (i.e. integrating and
yielding) than when they engage in conflict manage-
ment strategies that reflect a low concern for the other
party (i.e. forcing and avoiding). In turn, we expect
perceived interactional justice to be related to the fre-
quency and nature of gossip behavior. Survey respon-
dents were 97 employees of the Amsterdam-Amstelland
police force. Results revealed that leaders’ avoiding
and forcing behavior were negatively related to per-
ceived interactional justice, whereas leaders’ yielding
and integrating behavior were positively related to per-
ceived interactional justice. Furthermore, interactional
justice was negatively related to negative gossip behav-
ior and positively to positive gossip whereas interac-
tional justice fully mediated the relationship between
all leader conflict management strategies and negative
employee gossip. Finally, Interactional justice partly
mediated the relationship between leaders’ forcing and
integrating behavior and positive employee gossip and
fully mediated the relationship between leaders’ avoid-
ing and yielding behavior and positive employee gos-
sip.

COPING WITH CONFLICT: A DIARY STUDY ON THE
MODERING ROLE OF PSYCHOLOGICAL DETACHMENT

Rispens, S., Eindhoven University of Technology, Find-
hoven, The Netherlands; Demerouti, E., Findhoven
University of Technology, FEindhoven, The Nether-
lands

Abstract: This study examines the link between task
and relationship conflicts at work and individual per-
formance and well-being, exploring the role of indi-
vidual conflict management strategy. Specifically, we
studied whether psychological conflict detachment -
the cognitive ability of individuals to actively distance
themselves from conflict- moderates the relationship
between experienced conflict and outcomes such as per-
formance and well-being. Sixty-four employees com-
pleted a diary study over 5 consecutive workdays. Data
were analyzed with hierarchical linear modelling and
the results revealed that psychological conflict detach-
ment is an important moderator buffering the nega-
tive effects of conflict. Psychological conflict detach-
ment buffered the negative relationship between rela-
tionship conflict and in-role performance, such that a
stronger unfavorable effect of conflict on in-role perfor-
mance was found for those who were unable to detach
themselves from the conflict. We found similar interac-
tion effects regarding the conflict-aftermath feeling of
sadness and the level of conflict resolution. Regarding
task conflict, we found that employees who were able
to detach from the conflict, experienced less exhaustion
and more conflict resolution. Thus, cognitively detach-
ing oneself from the conflict seems to be a very fruit-
ful strategy for individual employees. Theoretical and
practical implications of these findings are discussed.

Presentations: Performance: Measurement
and Theory

Main topic area: Organizational Behavior
Location: 0.11 Pressroom (11:30-12:45)

Chair: Yperen, N.-W. van, University of Groningen,
Groningen, The Netherlands

FLUCTUATIONS OF PERFORMANCE OVER TIME: EVI-
DENCE FROM PROFESSIONAL BASKETBALL

Ramos, P.J., University of Owviedo, Oviedo, Spain;
Navarro, J., University of Barcelona, Barcelona, Spain;
Garcia-Izquierdo, A.L., University of Oviedo, Oviedo,
Spain
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Abstract: In the last years a growing interest in the re-
lationship between time and organizational behaviour
is developed. In job performance topic, the research
about how it fluctuates across the time is called “dy-
namic criteria”, and research proved that performance
is more unstable that we though some years ago, but
is also predictable in some degree. In this communi-
cation we contribute to the study of dynamic crite-
ria in two ways: first, we identify if job performance
describes any pattern in their fluctuations over time;
and second, we compare the fluctuations at individ-
ual and team levels. To do this we use the theory of
nonlinear dynamical systems (NLDS), which is devel-
oped to study dynamical phenomena without any as-
sumption about their evolution over time (linear, non-
linear, non-deterministic, etc.), and that is scarcely
used in I/O Psychology until now. In the present study
we analyze the performance of 94 professional bas-
ketball players and 23 teams with analytic techniques
derived from the NLDS. These techniques (maximal
Lyapunov exponents, recurrence plots, and surrogate
data testing) allow distinguish between deterministic
and non-deterministic patterns. The job performance
measure was a composite criterion based on individ-
ual and team stats of each match. Results reveal that
88.30% players and 100.00% teams have deterministic
patterns, and that are low-dimensional chaos pattern
in the most cases (81.92% in players and 65.22% in
teams). The conclusions of our study are the follow-
ing: first, as previous literature states, job performance
show fluctuations across time. Second, in most cases
these fluctuations have chaotic deterministic patterns
(i.e. are predictable, at least in the short-term). Third,
based on the comparison between individual and team
data, we find evidence about how order emerges from
instability, but further research is needed about this
question. Talking about implications and further re-
search, we stress the convenience of use NLDS tech-
niques when phenomena under study show high fluc-
tuations. Lastly, as practical implication, we strong
recommend the use of repeated measures to assess per-
formance, and the need to acknowledge the instability
is inherent in teams, avoiding attempts to control the
team and trying, by contrast, to manage uncertainty.

CONCEPTUAL FRAMEWORKS OF INDIVIDUAL WORK
PERFORMANCE - A SYSTEMATIC REVIEW

Koopmans, L., TNO & VU University medical center,
Leiden, The Netherlands; Bernaards, C., TNO, Lei-
den, The Netherlands; Hildebrandt, V., TNO, Leiden,
The Netherlands; Schaufeli, W.B., Utrecht University,
Utrecht, The Netherlands; Vet, H. de, VU University
Medical Center, Amsterdam, The Netherlands; Beek,

A. van der, VU University Medical Center, Amster-
dam, The Netherlands

Abstract: Objective Many studies in the occupational
setting incorporate individual work performance as a
relevant outcome measure. However, despite its im-
portance, there is no consensus on how individual
work performance should be conceptualised and oper-
ationalised. Aim of the current review was twofold: 1)
identifying conceptual frameworks of individual work
performance, and 2) integrating these in order to reach
one comprehensive conceptual framework of individual
work performance. Methods A systematic review was
conducted in medical, psychological and management
databases. Studies were selected independently by two
researchers based on title and abstract, and if needed,
full text. Studies were included when they presented a
framework describing the construct of individual work
performance. Results This review included 58 stud-
ies. 36 Studies presented an original conceptual frame-
work of individual work performance. The remaining
22 studies did not present a new framework, but re-
ferred to an original framework. 16 Generic frameworks
(applying to individual work performance across occu-
pations) and 20 job-specific frameworks (applying to
individual work performance in a specific occupation)
were identified. Based on the individual work perfor-
mance dimensions identified in these frameworks, three
main dimensions were distinguished which should be
included in an integrated conceptual framework: task
performance, contextual performance, and counterpro-
ductive work behavior. Additionally, adaptive perfor-
mance appeared to be a relatively new and relevant
dimension that should also be included in such a frame-
work. Conclusion Based on the literature, it was possi-
ble to develop an integrated, comprehensive conceptual
framework of individual work performance, consisting
of four separate dimensions. This contribution is prac-
tically relevant because it presents a framework that
can serve as a theoretical basis for future research and
practice. Empirical support for and practical relevance
of the framework should be determined. An impor-
tant next step is developing a measurement instrument
based on this framework.

SELF-EVALUATION OF JOB PERFORMANCE: THE
OVERPOWERING EFFECT OF SOCIAL COMPARISON

Yperen, N.W. van, University of Groningen, Gronin-
gen, The Netherlands

Abstract: In our achieving society, excellence and
success are often defined in terms of an individual’s
achievement relative to others, as exemplified by prizes,
bonuses, and honors. Accordingly, employees routinely
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evaluate their job performances by comparing them-
selves with others, that is, through social comparison.
They may also evaluate their own job performances
by focusing on their past selves, that is, through tem-
poral comparison. Because interpersonal and intrap-
ersonal comparison standards tend to evoke negative
and positive response patterns, respectively, it is inter-
esting and important to examine the strength of so-
cial comparison versus temporal comparison. Remark-
ably, however, the relative impacts of these comparison
standards on self-ratings of job performance have been
neglected in psychological science. For example, how
do employees rate their own job performances when
they learn that they clearly improved their own job
performance, but nevertheless performed worse than
their colleagues? The present research was conducted
to address this issue at the workplace and in labora-
tory settings. In four studies, individuals were asked
how they evaluated their own performances. In Study
1, call center agents indicated that the main reason
for negative self-ratings of their job performances was
performing worse than their colleagues; the primary
reason for positive self-ratings was performing better
than their colleagues. In contrast, temporal compar-
isons were not associated with self-ratings. To deter-
mine whether it was the comparison standard that led
to differences in self-ratings, comparison information
was experimentally manipulated in three subsequent
laboratory studies. These studies revealed that when
combined with interpersonal standards, intrapersonal
standards tend to be neglected (Study 2), even in a con-
text in which the importance of temporal comparison
is strongly emphasized (Study 3). Ouly in the total ab-
sence of social comparison information, self-ratings of
performance were determined using temporal compar-
ison (Study 4). Self-evaluation based on interpersonal
standards tends to disrupt concentration and elicit un-
certainty, self-doubt, and anxiety. In contrast, intrap-
ersonal standards direct individuals’ monitoring pro-
cesses to task-related cues and improve their percep-
tions of control over achievement outcomes. Therefore,
practitioners should emphasize intrapersonal standards
as a counterpoise against the power of social compari-
son.

EMPLOYEE — LEADERSHIP REGULATORY FIT. How
FIT IN DUAL FOCUS LEADERSHIP AND DUAL FO-
CUS EMPLOYEES LEADS TO BETTER WORK PERFOR-
MANCE

Beudeker, D.A., Leiden University / TNO, Leiden,
The Netherlands; Ellemers, N., Leiden University, Lei-
den, The Netherlands; Blonk, R., TNO, Quality of

Life, Hoofddorp, The Netherlands; Rink, F., Gronin-
gen University, Groningen, The Netherlands

Abstract: Goal We examine whether a regulatory fit be-
tween leaders and subordinates in the public sector in-
fluences the work performance of subordinates. Previ-
ous research shows that fit between the regulatory focus
of a leader and a subordinate can increase individual
performance (Stam, Van Knippenberg & Wisse, 2010).
At the same time, recent findings show that within the
public sector specifically, employees who have a dual fo-
cus (employees who switch focus if this is required by
a task) function more effectively than employees who
use one focus across different task situations (Beudeker,
Ellemers, Blonk & Rink, 2010). In this study, we will
examine whether leaders in the public sector acknowl-
edge this dual focused nature of the work and adjust
their leadership style accordingly. Hypotheses We ex-
pect leaders with a dual focus to have a better fit with
employees. Employees will then recognize that their
leaders consider both foci to be important. Conse-
quently, we expect that a fit in dual focus between lead-
ers and subordinates will enhance the employees’ work
performance. Method and results Questionnaires were
distributed among 80 subordinates in a Dutch public
service organization. Subordinates rated both them-
selves and their leaders on regulatory focus. Depen-
dent variables were 1) innovative work behavior and
2) work satisfaction of the subordinates. Additionally,
we obtained objective performance score cards for each
employee (rated by their leaders). Preliminary results
show that subordinates with a dual focus report more
innovative work behavior and work satisfaction and ob-
jectively performed better when their leader also had
a dual focus than (1) subordinates who did not have
a regulatory fit with their leader, and (2) subordinates
who had a fit with their leader, but in one focus only.
Conclusion We conclude that public sector employees
perform best at their job when their own, as well as
the focus of their leader entails both a prevention- and
a promotion oriented nature. Practical relevance This
research shows that by leaders adapting a dual focus,
employees’ performance in the public sector can be op-
timized.

Symposium: Multiteam systems processes
and effectiveness: A new era for teams
research

Main topic area: Teams and Workgroups

Location: 0.2 Berlin (11:30-12:45)
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Chairs: Rico, R., Universidad Auténoma de Madrid,
Madrid, Spain; DeChurch, L., University of Central
Florida, Orlando, USA

Abstract: Tremendous progress has been made in
understanding the drivers of team performance dur-
ing the last 25 years (Mathieu, Maynard, Rapp, &
Gilson, 2008). What was long discussed as the in-
creasing trend towards team-based work has now tran-
sitioned into a new era characterized by team-based
organizations in which tightly coupled networks of
teams are tasked with goals at multiple collective lev-
els (DeChurch & Mathieu, 2008). Continued progress
in the area of team effectiveness will require further
endeavors; one squarely focused on understanding the
complex socio-emotional dynamics of teams working
with other teams. The importance of this boundary-
focused perspective on teams is clear when we consider
that many teams fail not because individual teams col-
lapse, but because of defunct handoffs between dis-
tinct teams — failure to share information, to coordi-
nate timelines, to utilize knowledge sets. Organiza-
tional effectiveness in the era of fast-paced, globalized,
digitized teamwork requires embracing these sources of
complexity, broadening our theories of teamwork, and
empirically refocusing the lens to a larger system level
of analysis. The four papers that comprise this sympo-
sium represent a mix of theoretical and empirical work
and begin to investigate some of the challenges these
types of systems face.

A MULTILEVEL MODEL OF MULTITEAM PERFOR-
MANCE

Rico, R., Universidad Auténoma de Madrid, Madrid,
Spain; DeChurch, L., University of Central Florida,
Orlando, USA

Abstract: This paper presents a multilevel episodical
theoretical model of multiteam performance. This pa-
per and model help to frame the session, and make an
important contribution to understanding the shift in
focus of effort regulation that underpins performance
when individuals are nested within teams embedded
within larger systems of teams during transition and
action phases of its performance. The MTS perspec-
tive focuses on network-level performance and the co-
ordination of teams with one another, as opposed to
the effectiveness of isolated teams. The chain of events
leading to multiteam performance begins with individ-
ual activity, and so we consider individual effort as the
core building block of performance. Importantly, per-
formance requires emergent states that routinize be-
havioral patterns both within teams as they work to-
ward proximal team goals, and also between teams, as

teams bridge boundaries. Thus, the two major com-
ponents of the model explain, below a temporary per-
spective, the: (1) the role that goal hierarchy plays
on core processes through which individual attention
and effort are regulated across goal levels (i.e., team,
multiteam), and (2) how functional process interdepen-
dence influence emergent compositional and compila-
tional processes which translate effort into performance
outcomes.

DEVELOPMENT OF AN OPERATIONAL CONTROL CEN-
TRE AS A MULTI-TEAM SYSTEM: A CASE STUDY

Essens, P., TNO, The Netherlands; Vries, T. de, Uni-
versity of Groningen, Groningen, The Netherlands

Abstract: The present paper reports a case study of
the the Operational Control Center Rail (OCCR) in
The Netherlands. The development of that new work-
ing model and the initial observations of its begin-
nings, will be presented using the key aspects model
of multi-team systems as described by Zaccaro, Marks,
& DeChurch (in press). The nature of interdepen-
dence is addressed in terms of common environmen-
tal conditions, inter-team/intra-system interaction re-
quirements, and outcome interdependencies. Finally
other notable attributes of the multi-team systems and
component teams are discussed, including core val-
ues and norms of behaviour, domains of expertise,
team /multi-team history, leadership structures, and
other notable features. The analysis of the real life
system OCCR will provide valuable insight into the
development of a robust MTS, in particular the roles
of leadership, the intra-group and inter-group balance,
and perceptions in the sourcing organizations.

AN EPISODIC STUDY OF MULTI-TEAM SYSTEM PLAN-
NING, ANTICIPATION, AND COORDINATION

Cuijpers, M., Maastricht University, Maastricht, The
Netherlands; Giinter, H., Maastricht University, Maas-
tricht, The Netherlands; Uitdewilligen, S., Maastricht
University, Maastricht, The Netherlands

Abstract: This paper builds on recent findings on MTS
literature regarding teams need for synchronizing their
actions effectively over time to accomplish overall MTS
goals. To reach that goal, they investigate the effects
of between team-planning processes during MTS tran-
sition phases on the between team coordination pro-
cesses during MTS action phases. In so doing, it was
conducted a simulation with 67 MTSs, each consisting
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of two teams of two members who performed in a com-
puterized fire fighting simulation. In a longitudinal de-
sign, it is explored the effects of deliberate and contin-
gency planning during three transition phases on team
anticipative actions, coordination, and reactive plan-
ning during the three subsequent action phases com-
bining survey data as well as video-taped data of the
transition periods.

MULTITEAM SYSTEM EFFECTIVENESS: LEADERSHIP,
COMMUNICATION, AND TRUST WITHIN AND BETWEEN
TEAMS

DeChurch, L., University of Central Florida, Orlando,
FL, USA; Murase, T., University of Central Florida,
Orlando, USA; Doty, D., University of Central Florida,
Orlando, FL, USA

Abstract: This paper examines leadership, communica-
tion and trust in a MTS simulated environment. The
current study explores the structural contingency the-
ory (SCT) prediction that collaboration is a function
of alignment between the form of leadership and struc-
ture of trust and communication networks. Ideas were
tested in a sample of 100, 6-person networks tasked
with performing a laboratory pc-game-based human-
itarian aid task. Leadership form (vertical v. col-
lective), and trust and communication network struc-
tures were manipulated in a 2 x 2 x 2 between-
MTS design; effects on socio-cognitive networks, team-
work processes, and multiteam effectiveness were ex-
amined. Findings support a multiteam extension of
SCT whereby MTS performance is highest when the
leadership and communication structures are in align-
ment. MTSs with vertical leadership outperformed
those with collective leadership when the MTS was cen-
tralized and the reverse was true when the MTS was
decentralized.

Presentations: Employee Well Being -
Organizational Perspectives of Wellbeing

Main topic area: Employee Well Being
Location: 0.3 Copenhagen (11:30-12:45)

Chair: Albrecht, S., Monash University, Caulfield

East, Victoria, Australia

How THE ORGANIZATIONAL LEVEL RESOURCES OF
PERCEPTIONS OF SENIOR MANAGEMENT AND A CLI-
MATE FOR ENGAGEMENT INFLUENCE JOB RESOURCES
AND EMPLOYEE ENGAGEMENT: TEST OF A MODEL.

Albrecht, S., Monash University, Caulfield Fast, Vic-
toria, Australia

Abstract: Introduction The study extends research on
the relationship between job resources and employee
engagement by examining the upstream influence of the
organizational level resources of senior leadership and
a ‘climate for engagement’. More specifically the study
set out to test a pattern of relationships showing job
level resources (autonomy, supervisor support, skill uti-
lization, career development opportunities), and work
meaningfulness mediating the influence of organiza-
tional level resources (perceptions of senior leadership
and a ‘climate for engagement’) on employee engage-
ment. Method The sample on which conclusions are
based consisted of 222 full time employees occupying
a diversity of roles within a diverse range of organi-
zational settings. Confirmatory factor analysis (CFA)
and structural equations modelling (SEM) were used to
test the measurement and structural models proposed.
Results CFA showed acceptable fit indices for the mea-
surement models after respecifying a reduced number
of items for each of the established variables. New mea-
sures of perceptions of senior management and climate
for engagement demonstrated acceptable psychomet-
ric properties. Structural equations modelling of the
proposed model also yielded acceptable fit indices and
showed that self-perceptions of senior management in-
fluence a climate for engagement and supervisor sup-
port which in turn have downstream influences on the
job resources of autonomy, skill utilization, and career
development opportunities. Furthermore, work mean-
ingfulness was found to meditate the influence of job
resources on engagement. Conclusions Results are dis-
cussed in terms of the importance of considering orga-
nizational level resources such as perceptions of senior
leadership and climate for engagement as well as job
level resources. The practical utility of the suite of mea-
sures used in the study is also discussed. The results
will be of interest to practitioners and researchers.

KEEPING THE PASSION TO INNOVATE: INNOVATOR
RESILIENCE AND INNOVATION PROJECT TERMINA-
TIONS

Weiss, M., WHU-Otto Beisheim School of Manage-
ment, Vallendar, Germany; Moenkemeyer, G., WHU-
Otto Beisheim School of Management, Vallendar, Ger-
many; Hoegl, M., WHU-Otto Beisheim School of Man-
agement, Vallendar, Germany
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Abstract: Innovation projects fail at an astonishing
rate. Yet, even though abundant research on innova-
tion failure has looked at, e.g., success and failure fac-
tors of these terminations, the decision making process
underlying termination decisions, as well as delayed
terminations and escalating commitment to underper-
forming innovation projects, what has gone largely un-
noticed in the research streams dealing with innovation
project terminations is that these terminations have
the palpable potential to negatively affect employees
associated with terminated innovation projects. This
is particularly noteworthy since these people and all
their motivation and capabilities are among the most
valuable resources a company possesses, especially re-
garding future innovative activities which have to be
executed by the same individuals who have experienced
the termination of an innovation project. Therefore
it is important to maintain or even strengthen project
members’ innovative capabilities, and their passion and
commitment for subsequent innovation projects after a
termination and to foster learning from failure. For
this, the concept of resilience is fundamental. As re-
silience has never been regarded in the context of in-
novation, we identify six factors that are important for
the project members’ innovative ability, passion, and
commitment after a termination and that are possibly
influenced by a project termination, together forming
the construct of innovator resilience. Building on so-
cial cognitive theory as well as a in-depth case study of
the termination of a large corporate innovation project,
we develop a multi-facetted conceptualization of in-
novator resilience, including self-efficacy, outcome ex-
pectancy, optimism, hope, self-esteem, and risk tak-
ing. Moreover, we specify propositions regarding pos-
sible determinants of innovator resilience. By study-
ing the influence of innovation project terminations
on the project members and their future functioning,
this study provides recommendations how to effectively
support project members in strengthening their inno-
vator resilience and foster their innovative capacity in
future innovation projects after a termination. These
insights will help managers to appropriately care for
the members of terminated innovation projects, thus
protecting the most valuable resource a company pos-
sesses regarding future innovative activities.

MANAGING COPING STRATEGIES TO DECREASE
STRESS LEVELS IN MEXICAN GENERAL MAN-
AGERS.

Cervantes, 1., Monterrey Technological Institute, State
of Mexico, Mexico; Powell, L., Monterrey Technological
Institute, State of Mexico, Mexico

Abstract: This research focused its findings on the orga-
nizational behavior management approach. The main
objective was to apply cognitive-behavioral programs
to reduce distress at the workplace in three service com-
panies in Mexico City. The specific objective was to an-
alyze the intra and extra organizational stressor factors
and the impact on employees work performance. The
research design was Quasi-Experimental n=99 with a
pre test and post test. Maslach Burnout Inventory -
General Survey (MBI-GS) was administrated and re-
sults were analyzed with T Student at a 0.05% signif-
icance level to confirm the hypothesis and a variance
analysis among three groups; in which group one was
the control group with 33 subjects, group two receive a
brief combined coping skills training with 33 subjects
and group three received a single technique on stress in-
oculation with 33 subjects. In order to determine how
much relevance the variables such as emotional exhaus-
tion, depersonalization and personal accomplishment
have over each one of the techniques applied. The sam-
ple was composed by one hundred Mexican General
Managers from 35 to 65 years old. Variables such as
emotional exhaustion, depersonalization, and personal
accomplishment were measured by MBI-GS. Several
cognitive-behavioral programs were used according to
the groups assigned such as coping skills training, stress
inoculation and programmed relaxation techniques to
increase resilience at work. Results demonstrated a sig-
nificant decrease on their emotional exhaustion during
the intervention and in the second baseline with an av-
erage of 34.6%. Pre and post tests were compared and
showed a decrease in depersonalization at 26.7% and
personal accomplishment increased 23.4%. These psy-
chological variables were reduced significantly after the
intervention. A generalization and maintenance behav-
ioral program was installed in order to keep monitoring
and supporting the progress on their programmed cop-
ing skills to face stressor factors at the workplace.

THE TRIPLE-MATCH PRINCIPLE IN THE TECHNOL-
OGY SECTOR: A TWO-WAVE LONGITUDINAL PANEL
STUDY

Ven, B. van de, Ghent University, Ghent, Belgium; V-
erick, P., Ghent University, Ghent, Belgium

Abstract: The present study investigates the issue of
match between job demands and job resources in the
prediction of employee well-being and job strain in a
two-wave longitudinal panel study in the technology
sector. Previous research stresses the importance of
work characteristics, such as job demands and job re-
sources in relation to job related outcomes. Job de-
mands as well as job resources and job related outcomes
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are not one-dimensional concepts. At a very basic
level they comprise cognitive, emotional and/or physi-
cal components. The Triple Match Principle (TMP; de
Jonge & Dormann, 2006) proposes that the strongest,
interactive relationships between job demands and job
resources are observed when job demands, job re-
sources and strains are based on qualitatively identi-
cal dimensions. In this study three measures of em-
ployee well-being (cognitive, emotional and physical
well-being) and three measures of job strain (cognitive,
emotional and physical strain) are included. We specif-
ically hypothesize that the likelihood of interaction ef-
fects between time 1 job demands and job resources in
the prediction of time 2 job-related outcomes increases
as the number of matching variables increases. Self re-
port data were gathered in a large organization in the
technology sector using a two-wave panel study with
a one-year time lag (n = 720). Analyses were con-
ducted with structural equation modeling. We found
two out of six tested triple-match interactions: a sig-
nificant interaction effect of time 1 emotional job de-
mands and time 1 emotional job resources on time 2
emotional well-being and a significant interaction ef-
fect between time 1 cognitive job demands and time
1 cognitive job resources on cognitive job strain. Fur-
thermore, the pattern of significant interactions con-
firms our hypothesis. These findings provide support
for the triple-match principle. However, in line with
previous research, emotional job resources are strongly
related to the studied well-being and strain indicators,
irrespective of their qualitative dimension. Study lim-
itations and implications will be discussed.

THE RELATIONSHIP BETWEEN EMPLOYEE PARTICI-
PATION, WELL-BEING AND SELF-EFFICACY IN RuUs-
SIAN ENTERPRISES

Romanko, 1., Saint-Petersburg State University, Saint-
Petersburg, Russian Federation

Abstract: In Russia there is practically no research
which tried to explore the problems of participation
and of industrial democracy. According to the results
of the previous researches (which have been made, in
the European countries, England and the USA), we
can conclude that participation has interrelations with
well-being and self-efficacy of employees. The aim of
the present study is to investigate how organizational
participation influence on well-being and self-efficacy
of employees from Russian enterprises and its relation-
ship with organizational structure, organizational cul-
ture, demographic characteristics (age, gender, term of
employment, type of employment, managing a supervi-
sion functions) and personal variables. In our study we

consider participation on three levels: on the level of
organizational context (organizational structure, orga-
nizational culture and technology), on the level of com-
munication structure in organization and on individual
level. As the participation process in our research we
investigated: the experience of participation and influ-
ence, using the opportunity to influence, the quantity
of influence which employees would like to have on, and
the self estimation of skills to influence on different or-
ganizational matters, the perception of the opportuni-
ties to have influence on decisions in the company. In
the limits of the current research we are going to in-
vestigate (1) whether organizational structure, organi-
zational culture are influences on employee’s participa-
tion, (2) whether the participation is influence on em-
ployee’s well-being and self-efficacy, and the level of sat-
isfaction with the current job (3) whether participation
depends on demographical and personal variables of
employees. The results of preliminary research showed
that organizational structure, organizational culture,
demographic and personality characteristics are influ-
ences a lot on employee’s participation, well-being and
self-efficacy, also we didn’t derived any correlations be-
tween participation and employee’s well-being and self-
efficacy, and the level of satisfaction with their current
job, we find out that participation a lot depends on
manager’s influence behavior and satisfaction of the
basic needs at work (in competence, relatedness and
autonomy). During this year we are going to extent
our study and to collect more data from companies of
the same professional sphere but with other organiza-
tional culture, organizational structure and the type of
technology.

Presentations: Changing Employment
Relations - Power and Influence

Main topic area: Changing Employment Relations
Location: 0.4 Brussels (11:30-12:45)

Chair: Kozusznik, B., University of Silesia, Katowice,
Poland

THE EFFECT OF HOLDING A UNION LEADERSHIP PO-
SITION ON UNION SATISFACTION AND COMMITMENT:
RESULTS FROM A LONGITUDINAL STUDY

Connelly, C.E., McMaster University, Hamilton,
Canada; Gallagher, D.G., James Madison University,
Harrisonburg, USA

Abstract: We use inducements-contributions equilib-
rium theory (March & Simon, 1958) to investigate
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how holding a voluntary leadership position in an orga-
nization affects the office-holder’s organizational atti-
tudes. This theory suggests that individuals are satis-
fied when there is a balance between inducements pro-
vided by the organization and contributions given by
the worker. Applied to our context, this theory sug-
gests that workers who take on voluntary leadership
positions as union stewards are likely to feel as though
they have contributed more to the organization than
they are receiving in return, because the organization
will continue to treat them the same way as before, as
per union by-laws, despite their contributions as union
stewards. As such, the ratio of inducements to contri-
butions becomes unbalanced, and their satisfaction and
commitment to the union will gradually decline until
an equilibrium is achieved. Our data (n = 100, four
time periods over ten years) was analyzed with hier-
archical linear modeling (HLM; Raudenbush & Bryk,
2002). This method is suitable for longitudinal data
and allows us to examine how changes in union sat-
isfaction and commitment are affected by whether or
not someone holds a voluntary union leadership posi-
tion (union stewards vs. non-stewards). Our results
suggest that union stewards have a pattern of union
commitment and satisfaction that is significantly dif-
ferent from non-stewards, both before and after they
take office. In the time periods preceding their be-
coming a union steward, these individuals had increas-
ing levels of union commitment and satisfaction, while
non-stewards had stable levels of union satisfaction,
and slightly decreasing levels of commitment. Seven
years after they were a union steward, these individuals
had lower levels of union satisfaction and commitment,
whereas non-stewards’ union satisfaction and commit-
ment increased gradually over time. Those workers
who were union stewards at the third wave of data
collection were no longer stewards in the final time pe-
riod. These findings contribute to our understanding
of how worker attitudes change over time, and suggest
a possible downside to an otherwise positive worker be-
havior (i.e., voluntary leadership). Our discussion will
focus on practical implications and future research di-
rections.

THE EFFECT OF EMPLOYEE PARTICIPATION ON DIF-
FERENT INNOVATION OUTCOMES: A MIXED-METHODS
APPROACH

Shajek, A., Humboldt University of Berlin, Berlin,
Germany; Janetzke, H., Humboldt University of
Berlin, Berlin, Germany; Breitling, K., Humboldt Uni-
versity of Berlin, Berlin, Germany; Scholl, W., Hum-
boldt University of Berlin, Berlin, Germany

Abstract: Economic competition is increasingly becom-
ing an innovation contest. Therefore innovations be-
come a prerequisite for employment creation and eco-
nomic wealth. The innovative capability of organi-
zations is highly dependent on whether abilities and
knowledge of all employees, irrespective of their hi-
erarchical position, are used. This demands the par-
ticipation of all parties involved, as it is realized in
participation-oriented organization forms. Employee
participation has been suggested by different authors
as one way of making full use of the organization’s
knowledge. In our study, we assume that the effect
of participation on different innovation outcomes such
as economic success and improved working conditions
is mainly mediated by two factors: knowledge gain and
the reduction of employees’ resistance to change. Since
most studies in this field investigate the effects of dif-
ferent forms of participation (e.g. work groups, qual-
ity circles) on performance, job satisfaction or inno-
vative behaviour in general, we conducted a study to
investigate the actual effect of employee influence in n
= 40 real process innovations. For every innovation
project, 2-4 interviews were carried out with the peo-
ple most involved. The interviewees were also asked to
fill in questionnaires on the extent of direct employee
participation, important process aspects and different
innovation outcomes. Path analyses of the quantita-
tive data show significant effects of participation on
knowledge gain, reduction of employees’ resistance and
improved working conditions. However, correlations
between participation and most economic success in-
dicators were insignificant. The interviews were used
to shed light on the quantitative results and illustrate
the importance of general conditions such as innovation
type, organizational culture, conflicting interests and
the involvement of management consultants. Given the
increasing importance of process innovations and the
prevalent call for employee participation in manage-
ment literature, the study helps to clarify whether par-
ticipation can meet these high expectations in real-life
working settings. Moreover, we aim to specify under
which conditions and how participation can be most
successful.

THE CoONscIOUS INFLUENCE TACTICS REGULATION
AND RECOGNITION VERSUS WORK TEAM EFFEC-
TIVENESS.

Kozusznik, B., University of Silesia, Katowice, Poland;
Pollak, A., University of Silesia, Katowice, Poland

Abstract: PURPOSE of this contribution is to answer
the question how to use different influence sources and
tactics for the full use of the work team capital and
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its effectiveness. The studies indicate how leaders use
their power and social influence when trying to achieve
their goals (Bass, 1998; Hollander, 1988; Argyris, 1976;
Deci, 1975). A lot of studies document the close re-
lationship between the skillful use of social influence
by leaders and the accomplishment of difficult institu-
tional goals (Neustadt 1990; Kellerman 1984; Vroom
1976; Fiedler 1979). However, we observe the overuse
of individual managerial influence and still its closeness
to control (Argyris, 1998). The analysis of influence ef-
fective use reveals the lack of skill to recognise and reg-
ulate their influence by managers. The question arises
if deinfluentization (ability to conscious regulation of
one own’s influence) (Kozusznik, 2005) and if recog-
nition of influence tactics and deinfluentization corre-
late with the effectiveness of traditional or virtual work
team. METHODS. DEI-beh Scale(Kozusznik, 2007)
Influence Behavior Questionnaire (IBQ) (Yukl, 1994),
Team Effectiveness Scale (Pollak, 2010), Influence Be-
havior Observation Scale (IBOS) (Kozusznik, 2010).
Research and observations concern 35 traditional and
35 project virtual teams (each team about 5-10 mem-
bers). The questionnaires results are enriched by ob-
servation data. RESULTS. There is a positive rela-
tion between ability to conscious reducing of influence
(deinfluentization) and effectiveness in traditional and
virtual teams. The ability of conscious influence regu-
lation seems more important in virtual teams. Some of
the influence tactics are well and some are poorly rec-
ognized. Adequate recognition of influence tactics and
deinfluentization behavior correlates with work team
effectiveness. CONCLUSION AND PRACTICAL IM-
PLICATIONS. The results confirm that there is a need
to change leader behaviour towards not only flexible
use of influence tactics but also towards influence reg-
ulation ability which helps in better use of intellectual
capital in traditional and virtual team. The impor-
tant thing is also to help work team members recog-
nize influence tactics and deinfluentization to be more
conscious of the possible effects of social influences at
work. The ability could be trained and developed in
traditional forms and in virtual environment.

MODERATING EFFECTS OF UNION SUPPORT IN THE
RELATIONSHIP BETWEEN UNION PARTICIPATION AND
EMOTIONAL EXHAUSTION IN A SAMPLE OF SPANISH
DELEGATES

Crego, A., Rey Juan Carlos University, Alcorcon,
Spain; Martinez-Inigo, D., Rey Juan Carlos University,
Alcorcon, Spain; Zacharewicz, T., Rey Juan Carlos
University, Alcorcon, Spain; Dominguez-Bilbao, R.,
Rey Juan Carlos University, Alcorcon, Spain; Gil, M.,
Rey Juan Carlos University, Alcorcén, Spain

Abstract: Turnover rate among Spanish trade union
delegates/stewards) is relatively high with more than
fifty percent of them quitting their positions after the
first term of office. Considering the shortage of human
resources that trade unions are facing, to understand
the psychosocial processes involved in the continuity
of delegates on their roles becomes a relevant ques-
tion. Previous research has been focused on the atti-
tudinal antecedents of continuity in individuals’ union
participation. Higher levels on pro-union attitudes, in-
strumental orientation and union loyalty are positively
related with more diversity or frequency of partici-
pation behaviors. However, negative consequences of
union participation that may explain turnover remain
relatively unexplored. This paper explores the nega-
tive effects of union participation in the delegates well-
being. As poor well-being is associated with higher
intentions of quitting an organization, the negative ef-
fects of union participation on emotional exhaustion
could explain the high level of turnover among union
delegates. According with previous research, organi-
zational support was expected to moderate the rela-
tionship between union participation and emotional ex-
haustion. A survey study was conducted on a sample
of UGTs delegates (Union General de Trabajadores)
from different sectors (N=931). Results showed a pos-
itive correlation between union participation behav-
iors and emotional exhaustion. Hierarchical regression
analysis confirmed a moderating effect of union sup-
ports in the relationship between union participation
and emotional exhaustion. The positive relationship
between union participation and emotional exhaustion
was stronger when perceived union support was low
and weaker when union support was high.

Symposium: New directions in emotional
labour research |: Consequences of
emotional labour

Main topic area: Emotions In The Workplace
Location: 0.5 Paris (11:30-12:45)

Chairs: Fischbach, A., German Police University,
Miinster, Germany; Hiilsheger, U.R., University of
Maastricht, Maastricht, The Netherlands; Ven, J. van
de, Tno Human Factors, Soesterberg, The Nether-
lands

Abstract: The regulation of emotions has become part
of organizational rules and occupational norms because
of the wide held believe that the expression as well as
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suppression of certain emotions helps influencing cus-
tomers and clients in order to meet higher-order per-
formance goals. The relationship of emotional labour
with impaired psychological health and performance
outcomes is well documented in the literature. The
present symposium will built upon previous research
and illuminate the consequences of emotional labour
by addressing topics that have, to date, only received
scant attention: Martinez and Crego investigate job
involvement as a potential moderator of the emotional
labour-burnout relationship, Hiilsheger and colleagues
test the direction of effects in the relationship between
emotional labour, strain, and performance, Bernhardt
and Zapf compare emotional requirements and their
consequences of leaders with those for service em-
ployees, Fischbach and colleagues examine emotional
labour in leadership in relation to authentic leadership,
and Hahn and colleagues investigate how emotional cli-
mate within service organizations relates to affective
delivery and business performance. To examine these
topics, the researchers assembled in the present sym-
posium have made use of a variety of methodological
approaches, such a cross-sectional field, diary, and lon-
gitudinal studies. Results of these studies yield im-
portant implications for organizations. Presenters will
therefore conclude their presentations by indicating
how research findings can be used to shape work envi-
ronments, design training programs and adapt manage-
ment practices in order to enhance organizational per-
formance and alleviate the burden of emotional labour
for employees.

THE MODERATING ROLE OF JOB INVOLVEMENT ON
THE SURFACE ACTING AND EMOTIONAL EXHAUSTION
RELATIONSHIP IN A SAMPLE OF MENTAL HEALTH RE-
HABILITATION STAFF

Martinez-Inigo, D., Rey Juan Carlos University,
Mostoles, Spain; Crego, A., Rey Juan Carlos Univer-
sity, Alcorcon, Spain; Ven, J. van de, Tno Human Fac-
tors, Soesterberg, The Netherlands

Abstract: Previous research on emotion work has con-
sistently shown that regulating emotions through sur-
face acting —display an emotion not aligned with the
inner feelings- becomes a hazard for the employee’s
well-being. Despite of its deleterious effects, surface
acting is a ubiquitous strategy in occupations involv-
ing interaction with people. This presence is more in-
tense in those settings where negative events are perva-
sive, as it is the case of professionals working with stig-
matized populations. In this scenario, identifying the
psychological variables that may contribute to buffer
against or attenuate surface acting’s negative effects

on employees’ well-being has practical implications for
occupational health. This paper analyzes whether em-
ployees’ job involvement moderates the relationship be-
tween surface acting and emotional exhaustion in a
sample of professionals working in the rehabilitation of
people with severe mental disorders (N= 175). Results
revealed that the positive relationship between surface
acting and emotional exhaustion was strong when job
involvement was low and weak when job involvement
was high.

THE CHICKEN OR THE EGG: TESTING RECIPRO-
CAL RELATIONSHIPS BETWEEN EMOTIONAL LABOR,
STRAIN AND PERFORMANCE

Hiilsheger, U.R., Maastricht University, Maastricht,
The Netherlands; Lang, J.W.B., Maastricht Univer-
sity, Maastricht, The Netherlands; Maier, G.W., Biele-
feld University, Bielefeld, Germany; Ven, J. van de,
Tno Human Factors, Soesterberg, The Netherlands

Abstract: Models of emotional labour suggest that
emotional labour leads to strain and affects job perfor-
mance. Although the link between emotional labour,
strain, and performance has been well documented in
cross-sectional field studies, not much is known about
the causal direction of relationships between emotional
labour, strain, and performance. Goal of the present
study was therefore to test the direction of effects in
a two-wave longitudinal panel study using a sample of
151 trainee teachers. Longitudinal lagged effects were
tested using structural equation modelling. Results re-
vealed that the emotional labour strategy of surface
acting led to increases in subsequent strain while deep
acting led to increases in job performance. In contrast,
there was no indication of reverse causation: Neither
strain nor job performance had a significant lagged ef-
fect on subsequent surface or deep acting. Overall, re-
sults support models of emotional labour suggesting
that surface and deep acting causally precede individ-
ual and organizational well-being. This finding has im-
portant practical implications for service organizations
that are discussed in conclusion.

DIFFERENCES IN EMOTION WORK OF LEADERS AND
SERVICE EMPLOYEES

Bernhardt, L., Goethe-University of Frankfurt, Frank-
furt, Germany; Zapf, D., Goethe University, Frankfurt
am Main, Germany; Ven, J. van de, Tho Human Fac-
tors, Soesterberg, The Netherlands

Abstract: Research on emotion work has focused on
how service employees regulate their emotions in cus-
tomer interactions with consequences on well-being and
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performance. Only little research has examined how
leaders regulate their emotions in interactions with em-
ployees. We analyze the whole emotion work process on
an interaction level for leaders and service employees.
It is stated that leaders have more freedom and thus
emotion regulation should be easier; others argue that
leaders are in a sandwich position and thus required to
display a variety of emotions. We hypothesize that: a)
leaders have same requirements regarding the percep-
tion of emotions, but higher expression requirements
because they have to show a greater variety of emo-
tions; b) leaders have more emotion control because of
their status; c) different regulation strategies are used
with leaders using more deep acting; d) emotion work
is less exhausting for leaders. We have data from a
diary study with service employees reporting 389 in-
teractions and a diary study with currently 50 lead-
ers reporting 5 interactions each. Preliminary results
show that leaders have more emotional requirements
and control. Further, emotion work is less stressful for
them. The less negative consequences might be a re-
sult of better workplace conditions. Thus, one practical
implication is to adapt the workplaces of employees so
that emotion work is less negative for them as well.

EMOTIONAL LABOUR AND AUTHENTICITY IN LEADER-
SHIP

Fischbach, A., German Police University, Miinster,
Germany; Wohlers, C., German Police University,
Miinster, Germany; Lichtenthaler, P.W., German Po-
lice University, Miinster, Germany; Ven, J. van de,
Tno Human Factors, Soesterberg, The Netherlands

Abstract: Recent research indicates that leaders’ who
regulate own emotions and who try to influence follow-
ers’ emotions are more effective. For instance, lead-
ers’ positive emotion displays can foster followers’ cre-
ativity, while leaders’ negative emotion displays can
promote followers’ attention to details. Thus, effec-
tive leadership may involve management of own and
followers’ emotions (i.e., emotional labour). How-
ever, in recent years, scholarly and public publications
have emphasized the importance of authentic leader-
ship. Authentic leaders are proposed to be highly ef-
fective in influencing followers’ work behaviours and
attitudes. Claims for emotional labour in effective lead-
ership seem to be conflicting with claims for authentic
leadership. Aim of this study is to examine the rela-
tionship of emotional labour and authenticity in lead-
ership. In a survey study, leaders (N=28) were asked
for their expressed and felt emotions as well as their
regulation strategies when interacting with followers.

Their followers (N=347) were asked for their percep-
tion of leaders’ authenticity. Our analyses revealed that
leaders express more positive than negative emotions,
that they most frequently express genuinely felt emo-
tions, and that they use deep acting strategies more
frequently than surface acting strategies when interact-
ing with their followers. Moreover, leaders’ use of deep
acting was positively related to employees’ perceptions
of leader authenticity. A practical implication of our
findings is that organizations may train leaders in deep
acting strategies to foster authentic leadership. We will
discuss strength and limitations of this study.

EFFECTS OF EMOTIONAL CLIMATE ON BUSINESS PER-
FORMANCE IN SERVICE ORGANIZATIONS

Fischbach, A., German Police University, Miinster,
Germany; Lichtenthaler, PW., German Police Univer-
sity, Miinster, Germany; Hahn, A.C., German Police
University, Miinster, Germany; Ven, J. van de, Tno
Human Factors, Soesterberg, The Netherlands

Abstract: What can service organizations do to pro-
mote the delivery of positive emotion displays toward
customers? Based on theory and empirical findings on
emotional contagion and service climate research, we
propose that positive emotional behaviours within a
service organization (i.e. positive emotional climate)
sustain the positive emotional behaviour delivered to
their customers. We argue that the positive emotional
climate of service organizations affect the positive emo-
tional delivery of service workers and in turn business
outcomes of service organizations. We tested this idea
in a field study in the retail context. Study partici-
pants (N=215 employees of 22 retail stores) were asked
to rate the frequency of displayed positive emotions
of their store managers and their colleagues. After
demonstrating within-group agreement, we aggregated
individual-level perceptions of displayed positive emo-
tions within each store to store level positive emotional
climate. As expected, a positive emotional climate was
positively related to positive emotional delivery and to
business performance. The practical implication of our
findings is that service organizations may enhance fre-
quency of positive emotional displays of their service
workers and raise business performance by providing a
general positive emotional climate within their organi-
zation.

Symposium: Psychological contracts in
teams: Horizontal and vertical perspectives

Main topic area: Human Resource Management
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Abstract: This symposium focuses on a new perspec-
tive of psychological contract theory, applyingpsycho-
logical contracts to intra-team relations and inter-team
relations.  Although work is increasinglystructured
around teams (e.g. Morgeson & DeRue, 2005), there
is little attention for the psychologicalunderpinnings of
the relations between team members (horizontal rela-
tions) and between the team as awhole and representa-
tives of the organization in which the team is embed-
ded (vertical relations).Strong and reciprocal relations
between team members have a considerable impact
on teameffectiveness (Reagans & Zuckerman, 2001).
There is little attention, however, for the content of the-
serelations, and evaluations of these relations over time.
Furthermore, these strong relations providepossibilities
for matching beliefs about what the organization owes
their employees, and to theirteams. This allows for the
emergence of “shared psychological contracts” (Nichol-
son & Johns, 1985;Rousseau, 1995).Despite calls for
more research on psychological contracts in team con-
texts (e.g. Marks, 2001;Shore et al., 2004), psychologi-
cal contracts underlying intra- and inter team relations
remains anunderstudied area of research. This sympo-
sium aims to open up the discussion on psychologi-
calcontracts in teams, and to contribute to knowledge
about relations within teams and between teamsand
organizational agents. The symposium features one
conceptual study and three empirical studieson psy-
chological contracts in teams. Two studies take a hor-
izontal and vertical perspective (Sverdrupand Linde &
Schalk), focusing on psychological contracts between
team members and between teammembers and the
team as a social entity. The two other studies take
a vertical perspective (Raeder andDe Jong), explor-
ing shared psychological contracts in teams. In doing
so, the former perspectivestakes the individual as the
level of analysis, while the latter takes a team-level
approach by applyingmulti-level designs. The sym-
posium features studies using samples from different
European countriesand beyond, including respondents
from Norway, Switzerland, the Netherlands, and South
Africa.

A DESCRIPTIVE AND PRESCRIPTIVE FRAMEWORK OF
PsycHOLOGICAL CONTRACTS IN TEAMS

Sverdrup, T.E., Norwegian School of Economics and
Business Administration, Bergen, Norway

Abstract: High-performance team is a commonly used
phrase to describe a group of people that are extreme-
lycommitted to reach a common goal. Team organiza-
tion has been and still is implemented in manyorgani-
zations because of the belief that a group of people can
exceed the contributions of individuals.Hence, studies
of teams have increased to find answers to questions
like: What makes a team effectiveor high-performing?
How do we utilize the team’s potential? In this paper
we introduce a frameworkthat answers some of these
questions. The framework classifies some character-
istics of teams, namelylevel of task interdependence
and leadership level. This is because the essence of
a team comprisesindividuals that are interdependent
to reach a common goal, and must be managed one
way or anotherto reach this goal. As a result, teams
vary as to how interdependent the individuals are, and
also howformally they are led.To categorize teams is
not new, but the application of the concept of psy-
chological contract tothis categorization is. The con-
cept of psychological contract has traditionally been
used to describe thereciprocal promises between an em-
ployer and an employee, and the last couple of decades,
theconcept has been embraced for its dynamic charac-
teristics. Considering the assumption that teams are-
dynamic, complex and adaptive systems (Ilgen, Hol-
lenbeck, Johnson, & Jundt, 2005), the utilizationof the
psychological contract to understand the dynamics of
teams may be valuable. In teams, teammembers in-
teract both with each other and with the team leader
to reach a common goal. Therefore,psychological con-
tracts will develop between the different parties in the
team. The frameworkillustrates different combinations
of horizontal and vertical psychological contracts in
teams, based onthe degree of interdependence and lead-
ership level. Furthermore, the framework is suggested
as aprescriptive tool for managers that aim to develop
high-performing and effective teams.

THE LINK BETWEEN THE TEAM EXCHANGE RELA-
TIONSHIP AND PERFORMANCE

Schalk, R., Tilburg University, The Netherlands;
Linde, B., North-West University, South Africa

Abstract: Some influences that can cause a workgroup
not to function optimal, include misguided use of en-
ergyand time, establishing norms of low productivity,
patterns of destructive conflict, and the exploitationof
emotions. It is argued by some authors that the ad-
vantageousness of workgroups is not a definitegiven,
since certain circumstances in such groups can cause
emotionally based disruptions.Performance-based work
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teams are especially exposed to the experience of sat-
isfaction and theexchange relationship. Within sport
teams such team work is not an option, but a ne-
cessity, wherespecific roles with clear obligations exist.
The research question that arises is: Do the variations
in theexperienced quality in exchange relationships in
the team reflect in the team’s performance?A longitu-
dinal survey was done among the players of a semi-
professional rugby team.Questionnaire data was gath-
ered two days before and two days after eleven games to
measure theexchange relationships in the team, satis-
faction and perceived performance. The exchange rela-
tionshipmeasurement comprised of eight items (e. g. ‘I
like the way we played in the game “; “The team actedas
a unit during the game ") with a five-point Likert scale
(Strongly disagree; Somewhat disagree;Neither agree
or disagree; Agree somewhat; Strongly agree). Four
satisfaction items (e. g. ‘I amsatisfied with the team’s
effort during the game”) were also measured on the
five-point Likert scale.Four items also measured the
perceived performance of the team and member on
a ten-point intervalscale.Relations were found between
the experiences of the exchange relationship, satisfac-
tion andperformance. The level of correlations dif-
fer between the before and after game measurements.
Linkswere also found between the results of the games
and the means of the experiences of the exchangere-
lationship, satisfaction and performance of those same
games.

AGREEMENT IN PSYCHOLOGICAL CONTRACTS IN
TEAMS AND WORK-RELATED OUTCOMES

Raeder, S., Unwversity of Oslo, ETH Ziirich, Zirich,
Switzerland

Abstract: Some researchers have argued that the
psychological contract emerges from organizational
culture(see Rousseau, 1989) meaning that employ-
ees in social units develop a common understand-
ing oftheir psychological contract as they develop a
common understanding of their organizational cul-
ture.Consequently, work-related outcomes should be
affected by the individual perception of thepsychologi-
cal contract as well as by the common understanding of
the psychological contract in thesocial unit.Multilevel
analysis was applied to test these assumptions in a sam-
ple of 360 employeesworking in 70 teams in a Swiss
logistics company. The influence of the psycholog-
ical contract onwork-related outcomes (intention to
quit, performance, self-perceived employability, emo-
tionalexhaustion) was investigated. Different dimen-
sions of psychological contracts were distinguished.
Thecommon understanding was measured as the level

(=mean) and the agreement (=variance) in the team-
regarding the specific dimension of the psychological
contract. Apart from the effects of thepsychological
contract at the individual level, agreement (=variance)
in the psychological contract wasrelated to intention to
quit and the level (=mean) was related to self-perceived
employability andemotional exhaustion. The results
support the cultural component in terms of a common
understandingof psychological contracts. In managing
psychological contracts, employers should also consider
thedynamics of psychological contracts in teams and
departments.

ON COLLECTIVE BETRAYAL. THE IMPACT OF TEAM
PsycHOLOGICAL CONTRACT BREACH ON TEAM EF-
FECTIVENESS

Jong, J. de, Tilburg University, Tilburg, The Nether-
lands

Abstract: Teams are commonly defined as collections
of individuals that independently work on a common
taskand consider themselves and are considered by
other as social units embedded in a larger social sys-
tem(Cohen & Bailey, 1997). Teams actively manage
their team boundaries, and as such, they are involvedin
social relations with organizational agents that provide
resources and support (e.g. training,facilities, political
support, etc.) to facilitate the team in accomplish-
ing their task. In this paper, Ipropose that teams de-
velop shared beliefs about team-related promised obli-
gations within theexchange agreement with organiza-
tional agents, or a team psychological contract (TPC).
Similar toindividual-level promised obligations, these
obligations are not always fulfilled, leading to beliefs
thatthe organization has failed to fulfill one or more
promised obligations within the TPC.This research fo-
cuses on the implications of TPC breach on team effec-
tiveness. The impact ofshared beliefs of TPC breach
on team effectiveness was analyzed using a sample of 35
teamsembedded in 8 Dutch organizations. Moreover,
the moderating roles of frequency of interaction with-
agents and contract content (transactional and rela-
tional) was assessed. Data on TPC breach wasobtained
from team members and interrater agreement scores
(Rwg(j)) supported aggregation to theteam level. Data
on team effectiveness was provided by the team leader.
The results show that sharedTPC breach impacts team
effectiveness. Moreover, this effect is stronger when
transactional promisedobligations are breached, and
when the team had strong relations with organizational
agents.
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CO-WORKER TRUST AND WORK OUTCOMES: THE
MEDIATING ROLE OF WORK ENGAGEMENT AND
LEARNING GOAL ORIENTATION

Chughtai, A.A., Dublin City University, Dublin, Ire-
land; Buckley, F.L., Dublin City University, Dublin,
Ireland

Abstract: Traditionally, trust research has primar-
ily concentrated on examining leader-subordinate re-
lationships. Recently however, co-worker trust has
assumed increased significance because of the emer-
gence of work-teams within organizations. The success
of these teams requires employees to work collabora-
tively and coordinate effectively with one another. To
this end, co-worker trust has been found to be a ma-
jor driver of interpersonal cooperation and synergistic
team relationships. In spite of the growing importance
of co-worker trust, relatively few studies have empiri-
cally investigated this phenomenon. The present study
therefore, sought to address this gap by exploring the
effects of trust in co-workers on three work outcomes,
namely, in-role job performance, innovative work be-
haviour and feedback seeking for self-improvement.
Furthermore, this paper endeavoured to examine the
mediating role of work engagement and learning goal
orientation in these relationships. Data for this study
were obtained from 168 research scientists, drawn from
six Irish science research centres using paper and pen-
cil and web-based surveys. Structural equation mod-
elling was used to test the research hypotheses. The
results of this study showed that work engagement and
learning goal orientation fully mediated the effects of
co-worker trust on in-role job performance and inno-
vative work behaviour, while they partially mediated
the link between co-worker trust and feedback seeking
for self-improvement. The findings of this investiga-
tion indicate that trust in co-workers is liable to have
an important bearing on employees’ performance, in-
novativeness and their inclination to seek diagnostic
feedback. Additionally, the results suggest that trust in
co-workers may influence these work outcomes through
two distinct processes - that is, by strengthening em-
ployees’ work engagement and by raising their learning
goal orientation. Practically speaking, these findings

indicate that facilitating the formation of co-worker
trust can prove critical because it is likely to exercise
a significant impact on individual and organizational
effectiveness. The approaches and strategies that may
be employed to enhance trust in lateral group relation-
ships are discussed.

CUSTOMER AGGRESSIVE BEHAVIOR AND SERVICE
QUALITY: THE ROLE OF TRUST

Gur, A., Uniwersity of Haifa, Haifa, Israel; Tzafrir, S.,
University of Haifa, Haifa, Israel; Dolan, S., ESADE,
Barcelona, Spain

Abstract: Healthcare Organizations (HCO) have to
cope with aggressive behaviors of customers against
employees, a phenomenon which is stressful for employ-
ees and harmful for organizations. The current study
attempts to discover ways to face up aggressive behav-
ior at the organizational level from twofold, individual
and organizational. From that perspective, the key to
understanding aggressive behavior is to be found in the
service process. Following Bandura’s Social Learning
Theory (1973), the service setting might encompass el-
ements which are likely to encourage aggressive behav-
iors. One might claim that organizational elements and
personal characteristics could probably lead to aggres-
siveness against employees which eventually harm also
the organization. Furthermore, since service process in
HCO often involves risk and uncertainty, trust plays an
important role in customer-relationship and has a po-
tential to influence its dynamics. Therefore, customers’
trust could serve as a tool that HCOs can utilize to de-
crease aggressive behavior through attributional pro-
cess. Yet, despite its potential, customers’ trust as a
proactive organizational tool for coping with aggres-
siveness was not studied. The current study explored
the relationships between personal and organizational
elements, aggressive behavior of customers, and ser-
vice quality in healthcare setting. Data collection was
made through questionnaires for employees (N=394),
managers (N=79) and customers (N=575) from 45 pri-
mary medicine clinics and organizational archive data
concerning formal report and customer’s service qual-
ity. Our findings show that low level of service quality
increased the level of aggressiveness resulting in de-
creased level of service quality. Also, indicate a dif-
ferent pattern of relationships between organizational
and personal elements, aggressiveness against employ-
ees, and service quality in clinics with high vs. clinics
with low levels of customer trust. From practical as-
pect, we suggest that trust act as a moderate mech-
anism that balances customer behavior. Higher lev-
els of customer’s trust create more positive attitude
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toward the organization and its employees, while low
level of trust is likely to escalate customers’ reaction
to organizational elements that might result in aggres-
sive behavior. Organizational investment in nurturing
customers’ trust will be a strategic decision to coping
with the phenomenon and its implications.

WHEN DO PERPETRATORS APOLOGIZE? AN INSTRU-
MENTAL VERSUS A NORMATIVE PERSPECTIVE

Leunissen, J., Rotterdam School of Management, Rot-
terdam, The Netherlands; Cremer, D. de, Rotterdam
School of Management, Erasmus University, Rotter-
dam, The Netherlands; Reinders Folmer, C.P., Rotter-
dam School of Management, Erasmus University, Rot-
terdam, The Netherlands

Abstract: Trust repair has become a topic of increas-
ing attention over the last decade. In line with this
trend, research has zoomed in on apologies as a trust
repair tactic. Most research has concentrated on the
effects that apologies elicit on the victim’s behaviors
and perceptions. Virtually no research has adopted
the perpetrator perspective: do perpetrators indeed
deliver apologies and when they are most likely to do
this? In the present research we adopt this perpetra-
tor perspective. In 2 experiments, we test two different
motivations of perpetrators to apologize. According
to an instrumental motivation, perpetrators apologize
in order to obtain the positive effects associated with
apologizing. Perpetrators apologize more when posi-
tive effects will emerge (i.e. they will be forgiven) and
less when forgiveness is unlikely to happen. An apology
can thus be understood as a means to an end According
to a moral motivation, perpetrators apologize regard-
less of whether they will be forgiven or not. Indeed,
sociological and psychological research has identified
a strong norm to apologize and as such, an apology
can be an end in itself. We tested these two moti-
vations in a scenario study and a lab experiment. In
both studies, the participant was the perpetrator of
a transgression. We manipulated whether the victim
was known as a forgiving person or not. If apologies
are given on instrumental grounds, one would expect
perpetrators to apologize more when the victim seems
forgiving, and less when the victim seems unforgiving.
If apologies are given on normative grounds, one would
not expect a difference between these conditions. Our
results supported the instrumental motivation to apol-
ogize: perpetrators were found to apologize more when
the victim was known as a forgiving person rather than
an unforgiving person. This effect was mediated in
both studies by the perceived likelihood that an apol-
ogy would elicit a positive effect. These results paint

a clearer picture of the apology process. The expected
forgiveness reaction of the victim to a transgression is
an important determinant of whether the trust repair
process (by means of delivering an apology) will be ini-
tiated or not.

IT’S NOT WHAT YOU SAY IT’S THE WAY THAT YOU
SAY IT.

Geertshuis, S., The University of Auckland, Auckland,
New Zealand; Cooper-Thomas, H., The University of
Auckland, Auckland, New Zealand; Morrison, R., AUT
University, Auckland, New Zealand

Abstract: Subordinates vary in the influencing tactics
they use and high and low performing members of staff
appear to use tactics differently. The link between
performance and tactic use however is not fully un-
derstood with some workers suggesting that tactic use
is associated with managers’ performance appraisals
rather than with subordinate performance. This pa-
per presents the results of a survey of over 200 subor-
dinates working in a range of roles in a variety of or-
ganisations. Respondents were asked to rate their own
performance using a differentiated measure of perfor-
mance that assessed task proficiency, proactivity and
adaptivity. They also reported LMX, engagement and
political skill and were asked to assess the frequency
with which they used rational argument, ingratiation
and assertive tactics in an effort to influence. At a sim-
plistic level it might be expected that, if tactic use is as-
sociated with performance rather than with managers’
performance appraisals, influencing tactics, which are
supposed to be used proactively to bring about change,
should be associated more strongly with proactive per-
formance levels than with either proficiency or adaptiv-
ity. This expectation was borne out for rational tactic
use but not for ingratiation or assertiveness. The mod-
erating roles of engagement, political skill and LMX on
the tactics to performance relationship were also ex-
amined. The results are interpreted as reflecting that
tactic use is determined by performance capability but
moderated by dispositional and situational factors and,
additionally, it is argued that different tactics serve
different purposes in subordinates’ efforts to influence
their superiors. The paper is important in mapping the
communication differences between superior and weak
performers. The practice implications for managers of
the associations between performance and communica-
tions and the way these benefits can be lost if the work
context is suboptimal are outlined.
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CROSSING THE BORDER: THE RELATIONSHIP BE-
TWEEN BOUNDARY MANAGEMENT, WORK-FAMILY
ENRICHMENT AND JOB SATISFACTION

Daniel, S., University of Konstanz, Konstanz, Ger-
many; Sonnentag, S., University of Mannheim,
Mannheim, Germany

Abstract: Work-family enrichment is a relatively new
construct in work-family research. It is defined as the
extent to which experiences in one role improve the
quality of life in another role. Despite increasing in-
terest in positive interdependencies between work and
family, still little is known about their antecedents
and consequences. Particularly, there is barely any re-
search on how working parents can manage their life
domains and how organizations can support them, not
only to reduce work-family conflict but, moreover, to
feel enriched by having multiple roles. Building upon
Boundary Management Theory the present study aims
at investigating boundary management strategies as
predictors of work-to-family enrichment and job sat-
isfaction. We consider boundary management strate-
gies both as an individual (preferences of an individ-
ual) as well as a contextual variable (perceived supplies
from an organization) regarding the two boundary di-
mensions permeability (psychological boundary) and
flexibility (time and spacial boundary). In a paper-
based survey of employees from different occupational
groups having at least one child (N=222) we assessed
permeability and flexibility preferences of the employ-
ees, perceived permeability and flexibility supplies of
the organization, work-to-family enrichment and job
satisfaction. Regression analysis showed a strong posi-
tive association between permeability preferences of an
employee, work-to-family enrichment and job satisfac-
tion and between perceived flexibility supplies of the
organization, work-to-family enrichment and job sat-
isfaction. The more employees prefer boundaries to
be permeable and the more they perceive the organi-
zation to be flexible the more they experience work-
to-family enrichment and job satisfaction. Additional
mediation analysis indicated that work-to-family en-
richment partially mediated the relationship between
permeability preferences and job satisfaction. It fully

mediated the relationship between perceived flexibility
supplies and job satisfaction. Our results offer strong
practical implications regarding the work-family inter-
face. Organizations should provide flexibility policies
(e.g., flextime) to their employees with children so that
they can not only experience less work-family conflict
but also high work-family enrichment and high job sat-
isfaction. Furthermore, preferring to have permeable
psychological boundaries from work to home fosters
work-to-family enrichment and job satisfaction. Hence,
employees should integrate working life into family life,
for example by thinking at home of accomplishments
at work.

THE POSITIVE IMPACT OF VIRTUAL TEAM WORK SAT-
ISFACTION ON WORK-LIFE BALANCE PERCEPTIONS

Olivero, N., Universita Milano-Bicocca, Milano, Italy;
Vecchio, L., Universita Milano-Bicocca, Milano,
Ttaly

Abstract: Portable electronic tools, such as PDAs and
Intelligent Mobile Phones, are increasingly adopted in
work organisations to extend flexibility in the timing
and location of work and, thus, enabling distant collab-
oration between knowledge workers. Previous research
that explored the impact of the virtual office and/or
virtual teams on aspects of work and work-life balance
indicated the raise of working hours and positive ef-
fects on perceived productivity. Negative influences
on the work-life balance are also commonly described.
In this study, 24 qualitative interviews on IBM Ital-
ian employees were carried out to provide a grounded
and interpretative account of the perceived effects of
the virtual office. Results indicate that portable elec-
tronic tools are often associated with Internet usage
for non-working purposes and that the raise of work-
ing hours is caused by an higher flexibility in the tra-
ditional working practise. Positive perceptions for the
work-life balance appeared to be greatly associated to
work satisfaction when the individual was part of a
virtual team.

EMOTIONS EMBEDDED IN WORK-FAMILY COPING
STRATEGIES: SPANISH UNIVERSITY PROFESSORS,
WORK-LIFE BALANCE, AND WELL-BEING

Kuschel, K., Universidad Auténoma de Barcelona,
Barcelona, Spain

Abstract: Purpose: The study of emotions in organiza-
tional settings has been a neglected line of research in
the past. This study attempts to bridge this gap by in-
troducing the emotion issues in the work-family (WF)
research. The paper examines the unique work-family
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interface coping strategies among Spanish university
professors, and identifies how some WF strategies are
embedded with emotions. This work analyzes how par-
ticular emotional coping strategies can undermine well-
being. Method: A qualitative approach was used to
investigate the work-family interface antecedents, out-
comes, and coping strategies. A survey administered
to 146 female and male Spanish university professors
asks if they perceive a lack of, a sufficient amount of,
or a surplus of time to do their work. Seventeen in-
terviews and two focus groups were also conducted in
Barcelona. Findings: A unique set of WF interface
antecedents, outcomes, coping strategies, and linkages
to other factors were identified in the professors’ re-
sponses. Work overload (as a perceived lack of time
to complete work) is the main stressor that spills over
to the family domain. Professors’ work overload is due
to the very nature of the profession and the multipur-
pose character of their work: teaching, research, and
management. Work family conflict has been related to
several negative emotions (i.e., guilt, frustration, anger,
sadness, shame, envy, jealousy, bad mood), which re-
sulted in lower levels of general well-being. Emotions
are embedded in the strategies to cope with all types of
WEF conflict. Emotions also generate particular coping
strategies that may have detrimental consequences on
work. This is the reason why employees self-regulate
and manage their (bad and good) feelings. Professors’
rank plays an important role in anger scripts played
out in dyads within organizations. Practical Implica-
tions: The study of emotions in the workplace has the
potential to add to our understanding of behavior in
organizations and employees’ well-being. Originality /-
value: The main contribution of this research consisted
in placing WF research in a particular profession and
context: teaching and research professors in Spain. It
also recognizes that particular emotional coping strate-
gies are predictors of WF conflict.

DIARY STUDIES AND THE POSITIVE RELATIONS BE-
TWEEN WORK AND FAMILY: A METHODOLOGICAL AN-
SWER TO OUR THEORETICAL PROBLEMS

Gonzalez-Morales, M.G., University of Guelph,
Guelph, Canada; Tetrick, L.E., George Mason
University, Fairfax, VA, USA

Abstract: The positive relations between work and fam-
ily or other non-work domains has been conceptual-
ized using three different approaches: first, work-family
positive spillover refers to the transfer of positively va-
lenced elements from one domain to the other resulting
on beneficial effects (Hanson et al., 2006); enrichment
refers to 'the extent to which experiences in one role

improve the quality of life in the other role’ (Greenhaus
& Powell, 2006); third, the broadest concept that con-
templates system-level functioning is facilitation, de-
fined as the extent to which an individual’s engage-
ment in one social system contributes to growth and
enhanced functions in another system or life domain
(Grzywacz et al.,2007). These are three different in-
clusive levels and building items to measure these con-
structs gets more complex as we advance in the lev-
els. Positive spillover is simple: items reflect how a
particular experience or element or its effects transfers
domains (when something positive happens at work, I
am in a good mood at home’). Enrichment is compli-
cated, we need a wording that suggests that there is
a transfer of elements and that this transfer improves
the general quality of life in the other role (double-
barrelled items: not only involvement at work puts me
in a good mood, but in addition this good mood ac-
tually makes me a better family member). Finally,
facilitation items are triple-barrelled: my engagement
in work provides my family members with unique op-
portunities, and this improves overall functioning in my
family’. Even though we should follow theory to design
measurement, we should consider that measuring vari-
ous ideas in one item is not only cognitively challenging
for respondents, but a threat to measurement validity.
We propose diary methods for solving this dilemma:
facilitation items can be divided in three pieces to be
measured at different times: I am engaged at work; To-
day/ week/ month my job has provided me with new
skills / positive attitudes; Today/week/month my fam-
ily functioning has been good. The aim of this paper
is to discuss the suitability of cross-sectional designs
for the study of enrichment and facilitation and ex-
plain how to approach this problem with longitudinal
methodology.

Symposium: Job Crafting Il: Antecedents
and Consequences

Main topic area: Health and Interventions
Location: 0.9 Athens (11:30-12:45)

Chairs: Bipp, T., Technische Universiteit Eindhoven,
FEindhoven, The Netherlands; Demerouti, E., Technis-
che Universiteit Eindhoven, Eindhoven, The Nether-
lands

Abstract: In the field of job design, the research fo-
cus has shifted in the last decades from the pure in-
vestigation of management driven top-down processes
to design jobs, to the acknowledgement of an active
employee that changes or customizes his or her own
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work. Job crafting, as defined in the seminal arti-
cle by Wrzesniewski and Dutton (2001), includes all
“actions employees take to shape, model, and redefine
their jobs” (p. 180). The four papers presented in this
symposium provide insights into recent, international
findings in this newly emerging research field, by inves-
tigating important antecedents and consequences of job
crafting. The first contribution by Niessen and Gunkel
examines different predictors of task, relational, and
cognitive job crafting not only on the situational but
also personal level (e.g., job control and job satisfac-
tion). The second contribution by Bipp and Demerouti
deepens the knowledge about individual differences as
antecedents of job crafting not only on a cross-sectional
but also an experimental basis. The third contribution
by Tims and colleagues investigates in a daily-diary
study the effects of crafting ones resources on extra-
and in-role job performance, and corroborates the role
of state self-efficacy as antecedent and work enjoyment
as mediator of job crafting on performance. The fourth
and final contribution by Dorenbosch focuses on possi-
ble interventions in low-skilled jobs. Does freedom in
work planning or stimulation of proactive goal-setting
really have effects on job crafting behavior?The studies
presented in the symposium are based on a variety of
applications fields and use various operationalizations
of job crafting, in order not only to contribute to theory
building in this field, but also to enlarge our knowledge
on the phenomena of job crafting for practice.

PERSONAL AND SITUATIONAL ANTECEDENTS OF JOB
CRAFTING

Niessen, C., University of Konstanz, Konstanz, Ger-
many; Gunkel, J., Technical University of Munich,
Germany

Abstract: In many organizations and occupations in-
dividuals engage in job crafting. Job crafters actively
shape and utilize their jobs to fit their needs, values,
and identities. The purpose of the present study was
to identify personal antecedents (job satisfaction, well-
being) and situational antecedents (job control, time
pressure) which motivate job crafting. Relying on the
theoretical framework of Wrzesniewski and Dutton, we
investigated three job crafting activities, namely al-
tering the form and number of tasks (i.e., changing
task boundaries), the cognitive framing of the job (i.e.,
changing cognitive task boundaries), and deciding with
whom one interacts while doing the job (i.e., changing
relational boundaries). We conducted a survey with
445 German school teachers. Hierarchical regression
analyses revealed that job control positively predicted
the extent with which teachers altered the form and

number of tasks. In addition, time pressure was also
positively related to changing task boundaries, and
changing relational boundaries. Under time pressure
teachers increasingly chose with whom they interacted
(e.g., colleagues, parents). Moreover, reduced well-
being was also related to changing relational bound-
aries. Altering cognitive boundaries of the job was
predicted by personal antecedents such as job satis-
faction, and well-being. Teachers who experienced low
job satisfaction reported a higher tendency to see their
job according to their personal values. Furthermore,
when individuals experienced low time pressure, re-
duced well-being was also positively related to changing
cognitive task boundaries. Theoretical and practical
implications of the study will be discussed.

THE RELATIONSHIP BETWEEN INDIVIDUAL DIFFER-
ENCES AND JOB CRAFTING

Bipp, T., Technische Universiteit Eindhoven, Eind-
hoven, The Netherlands; Demerouti, E., Findhoven
University of Technology, FEindhoven, The Nether-
lands

Abstract: Prior research has shown that job crafting
can have positive effects on work outcomes, as job sat-
isfaction. In order to prevent potential negative out-
comes (as additional stress), it is important to under-
stand who changes his or her job proactively in which
way. Since job crafting refers to changes employees
make in order to align their work with their own ex-
pectations, needs, values or interests, it can be ex-
pected that individual differences shape job crafting
behavior. We investigated in two studies how two ba-
sic dimensions of personality in terms of Approach and
Avoidance temperament influence job crafting, opera-
tionalized in terms of seeking resources or challenges at
the workplace, or reducing demands. Study 1 investi-
gated the relationships in a sample of 99 international
employees with various job backgrounds. After con-
trolling for effects of age, gender, and job complexity,
the temperament dimensions were able to account for
up to 18% of the variance in job crafting. The results
showed that persons scoring high on Approach temper-
ament increased resources and demands, whereas per-
sons scoring high on Avoidance temperament tended to
reduce demands in the current work situation. Study
2 aimed to experimentally manipulate the approach
and avoidance focus on a state basis, in order to in-
vestigate the causal relationships. Three experimental
conditions (approach, avoidance, control) were realized
and the intention to craft the job within the next work-
ing week was assessed afterwards. Preliminary results
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of this study (n=48) also provide support that per-
sons with an avoidance focus have a higher tendency
to decrease demands in their work situation. Taken to-
gether, the two studies provide important insights into
the effects of individual differences on job crafting. The
results will be discussed with regard to person-job fit
and the relevance of the findings for practice.

JOB CRAFTING EXPLORED: HOW JOB CRAFTING

LEADS TO JOB PERFORMANCE

Tims, M., FErasmus University, Rotterdam, The
Netherlands; Bakker, A.B., FErasmus University
Rotterdam, Rotterdam, The Netherlands; Derks,

D.A.J.A., Erasmus University Rotterdam, Rotterdam,
The Netherlands

Abstract: In this 5-day diary study it is examined
whether one aspect of job crafting, namely increasing
one’s structural job resources (autonomy and variety)
led to better in-role and extra-role performance me-
diated by work enjoyment. Job crafting was opera-
tionalized as the self-initiated changes that employees
made in their own level of job resources. Job resources
are seen as those work characteristics that enhance
work performance, individual growth and learning and
buffer against the negative effects of high job demands.
Furthermore, we investigated the role of state self-
efficacy as a predictor of job crafting.The results of this
study supported our hypothesized mediation: Employ-
ees who scored high on state self-efficacy on one day
were also more likely to craft more job resources on
that day. This increased level of autonomy and vari-
ety in turn enhanced their work enjoyment. Finally,
employees who enjoyed their work were more likely to
perform well on in-role tasks. However, work enjoy-
ment did not reach significance in predicting extra-role
performance. Here only job crafting mediated the re-
lationship between self-efficacy and extra-role perfor-
mance.Job crafting may be an important mean to keep
employees motivated because they can craft tasks or re-
sponsibilities they find interesting. As a consequence,
this study showed that employees who enjoyed their
work more performed better on their own tasks but
also on tasks that were not prescribed in their jobs
(i.e. extra-role).

REFLECTING ON JOB CRAFTING IN LOW-SKILLED
JOBS: QUANTITATIVE AND QUALITATIVE INSIGHTS
FROM TWO SMALL-SCALE INTERVENTION STUDIES

Dorenbosch, L., TNO Institute for Work € Employ-
ment, The Netherlands

Abstract: Following a dynamic person-job fit perspec-
tive, this study states that job crafting concerns a
range of behavioral techniques that employees use to
sustain a fit by aligning their job with their (phys-
ical/cognitive) abilities and their strengths, motives
and passions. By some labeled as job redesign from
“bottom up”, job crafting implies that employees can
proactively engage in the modification of task, rela-
tional and cognitive boundaries of their job in order
to gain or restore a healthy, meaningful or challeng-
ing job. In low-skilled jobs with low-skilled workers
two factors might, however, withhold employees from
crafting their job: their work discretion and their work
goal orientations. In contrast to higher-skilled jobs,
low skilled-jobs in general provide less functional dis-
cretion and control which is found relate to lower levels
of job crafting. Otherwise, work values research in-
dicates that low-skilled workers attach more value to
extrinsic work goals than to intrinsic work goals (e.g.,
growth, challenge), which makes that low-skilled work-
ers might feel less reason to pursue proactive job craft-
ing goals because a change toward an future intrin-
sic work-related outcome is marginally important to
them.This study presents the results of two small-scale
intervention studies aimed at dealing with these job
crafting obstacles for lower-skilled workers by (1) giv-
ing a team of maintenance workers more discretion in
the work planning and (2) stimulating proactive goal-
setting among elderly care workers. Installing discre-
tion with regard to the work planning was found to
increase the instances of collaborative (and not indi-
vidual) job crafting through which they successfully
negotiated the allocation of best-fitting tasks for each
team member. A workshop with elderly care workers
to stimulate the process of proactive goal-setting for
sustaining a person-job fit showed (1) the difficulty of
envisioning critical future fit risks, (2) variance in the
extent to which they were motivated to decrease health
risks or increase job meaningfulness and job challenge
and (3) variance in the job crafting techniques they
considered to be effective in reaching the same type of
goals.

Symposium: Workplace Bullying:
Overcoming Existing Shortcomings
Main topic area: Employee Well Being
Location: 2.1 Colorado (11:30-12:45)

Chairs: Baillien, E., HU Brussel, Brussels, Bel-
gium; Rodriguez-Munoz, A., Autonoma University of
Madrid, Madrid, Spain
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Abstract: The economical crisis has triggered orga-
nizations to substantially change their work environ-
ment and policies to become more cost-efficient; of-
ten neglecting devastating social consequences of these
acts. This symposium aims to focus on one particular
negative social outcome that may be linked to such
economic changes: workplace bullying. In five pre-
sentations, this symposium aims to (a) take scientific
knowledge about bullying to the next level by address-
ing a range shortcomings in the domain so far (cross-
sectional designs, lack on intervention studies, concep-
tualization) and (b) strive for insights that can guide
practitioners that want to prevent/counteract bullying
and aim to improve the quality of social relations at
work. First, data from Spanish and Costa Rican em-
ployees showed that gender differences impact on how
bullying is defined; underlining that there could be dif-
ferences in when female versus male managers might
act against bullying. Second, addressing the urban
legend that targets and perpetrators of bullying are
‘one and the same’, a study among Belgian employ-
ees revealed that being a target versus perpetrator can
be regarded as different classes. Third, a longitudi-
nal Belgian sample revealed that job demands and job
recourses are antecedents rather than consequences of
bullying and can be used to prevent bullying. Fourth,
an Italian longitudinal study advanced these findings
by adding the individual characteristic of workaholism
as a factor to predict bullying. At last, a longitudinal
intervention study in Spain assessed whether training
in conflict management can be used as a strategy to
prevent (more) future bullying.

GENDER DIFFERENCES IN CONCEPTUALIZATIONS OF
WORKPLACE BULLYING

Escartin, J., University of Barcelona, Barcelona,
Spain; Salin, D., Hanken School of FEconomics,
Helsinki, Finland; Rodriguez-Carballeira, A., Univer-
sity of Barcelona, Barcelona, Spain

Abstract: This presentation focuses on the significance
of gender for conceptualizations of bullying. Analyses
are based on validated taxonomy of six different bully-
ing behavior categories: isolation, control and manipu-
lation of information, abusive working conditions, emo-
tional abuse, professional discredit, and devaluation
of the target’s professional role. We draw upon data
from three studies. First, we investigated how men and
women define bullying in a convenience sample of 246
Spanish and Costa Rican employees who provided their
own definitions of bullying. The second and third study
analyzed gender differences in the perceived severity
of the different bullying categories. First, 30 Spanish

experts from various fields (psychology, law,..) were
asked to do a severity rating by distributing 100 points
among the bullying categories. Second, 300 Spanish
employees were asked to rate the severity of 35 bully-
ing behaviors, belonging to the bullying categories, on
a scale from 0 (no harassment) to 10 (maximum sever-
ity). The results showed that, when defining bullying,
women emphasized emotional abuse and professional
discredit more than men. Moreover, both female em-
ployees and female experts considered emotional abuse
to be more severe than their male counterparts. In
fact, men rated the severity of all bullying categories as
lower than women. These findings suggest that gender
is an important factor for how bullying is conceptual-
ized. This may have implications for how and when
managers of either gender think it is necessary to take
measures against negative behavior and what kind of
measures they deem appropriate for specific offences.
It also highlights the need for contact and support per-
sons of both sexes and for a balanced gender composi-
tion on grievance committees.

IDENTIFYING PERPETRATORS AND TARGETS OF BUL-
LYING WITH A LATENT CLASS MODELLING AP-
PROACH.

Notelaers, G., Maastricht University, Maastricht, The
Netherlands; Baillien, E., HU Brussel, Brussels, Bel-
gium

Abstract: The majority of studies on workplace bully-
ing address this phenomenon solely from a target per-
spective. However, bullying does not only exist in the
eye of the beholder but unfolds in the social workplace
setting with perpetrators, non-involved observers and
potential collaborators. In this contribution we would
like to shed light on a important part of this multi-
actor phenomenon. Following reflections in the field
that bullying does not simply follow a sender-receiver
pattern, we first aim to identify different classes of tar-
gets and perpetrators using Latent Class Modelling on
data of 693 Belgian employees. Second, longitudinal
data from 320 Belgian employees are used to investi-
gate the probability that targets become perpetrators
versus vice-versa. For this aim, detailed transitions be-
tween the different LC of targets and perpetrators are
studied over time. Preliminary results showed a moder-
ate correlation between being a perpetrator or a target
of bullying; in line with earlier findings. LCA however
revealed that this moderate correlation may be owed
to a high overlap between the occasionally bullied and
the occasionally perpetrator classes. LCA additionally
showed separate and thus unique classes of targets ver-
sus perpetrators of bullying. Furthermore, longitudinal
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LC factor models indicated that perpetrators may be-
come targets over time, whereas targets do not tend to
become perpetrators.

THE LONGITUDINAL RELATIONSHIPS OF JOB DEMANDS
AND JOB RESOURCES WITH TARGETS’ AND PERPETRA-
TORS’ REPORTS OF BULLYING.

Baillien, E., HU Brussel, Brussels, Belgium; Vanden-
broeck, A., U Brussel, Belgium, KU Leuven, Bel-
gium; Rodriguez-Munoz, A., Autonoma University of
Madrid, Madrid, Spain; Witte, H. de, Katholieke Uni-
versiteit Leuven, Leuven, Belgium

Abstract: The current study investigates causal rela-
tionships between work characteristics, in terms of job
demands and job resources, and targets’ and perpetra-
tors’ reports of workplace bullying. In line with the Job
Demands-Resources model and the bullying literature,
we assumed that both high job demands (workload,
role conflict and job insecurity) and low job resources
(task autonomy, social support and skill utilisation) in-
crease bullying over time (i.e. normal causation). Re-
sults of structural equation modelling analyses (n =
177) partially supported our hypothesis. As expected,
we found that T1 job demands related positively to T2
targets’ reports of bullying and that T1 job resources
related negatively to T2 targets’ reports of bullying.
Unexpectedly, there was no significant cross-lagged ef-
fect of T1 job demands and resources on T2 perpetra-
tor’s reports of bullying. No evidence was found for
reverse causation or reciprocal effects. Overall, these
findings support the validity of the theoretical models
postulating a causal link from work characteristics to
workplace bullying.

WORK ENVIRONMENTAL AND INDIVIDUAL DIFFER-
ENCE FACTORS AS ANTECEDENTS OF BULLYING AT
WORK: A LONGITUDINAL INVESTIGATION

Balducci, C., University of Bologna, Italy; Cecchin,
M., National Healthcare Service, Italy; Fraccaroli, F.F.,
University of Trento, Rovereto, Italy

Abstract: Most research on bullying antecedents has
focused either on work environmental factors or on in-
dividual difference factors, and are cross-sectional in
nature. The present study examines longitudinally
whether individual difference factors interact with work
environmental factors in the escalation of bullying; in
line with an interactionist perspective in the explana-
tion of the phenomenon. We focused on role stressors

(role conflict and role ambiguity) for the work envi-
ronmental factors. For individual differences, we con-
sidered workaholism: Workaholism could be an inter-
esting factor in relation to bullying, since workaholics
show several characteristics of the “hot temperament”,
which seems to be an important condition for involve-
ment in interpersonal conflicts at work. Participants
were Italian employees of the health sector. Data were
collected in two waves approximately 12 months apart
(May-August 2009/2010), with 574 employees partici-
pating to the first survey (response rate 80%) and 450
to the second survey (response 62.7%). Preliminary
cross-sectional SEM analyses on both time points in-
dicated that role stressors and workaholism were in-
dependently related to bullying. Furthermore, worka-
holism strengthened the role stressor—bullying relation-
ship, with the interaction factor explaining 3% (survey
1) and 4% (survey 2) variance more in the bullying
construct. Longitudinal data analysis will be based
on the 280 employees who participated in both times
and for whom data matching was possible. Longitudi-
nal confirmation of cross-sectional results would make
stronger the idea that primary prevention of bullying
is possible, and that this prevention should focus on
traditional work-stress factors such as role conflict and
role ambiguity.

INTERPERSONAL CONFLICT AND WORKPLACE BUL-
LYING PREVENTION: A PROSPECTIVE INTERVENTION
STUDY

Leén-Pérez, M., University of Sevilla, Spain; Arenas,
A., University of Seville, Seville, Spain

Abstract: Although many researchers and practition-
ers advocate training as a way to reduce bullying, few
studies have empirically examined the effectiveness of
the interventions. Therefore, following the idea that
workplace bullying is an escalating process in which
an unresolved conflict becomes destructive for the in-
dividuals involved, we aim to study the effectiveness
of a conflict management training to prevent bullying.
To this aim, data on working conditions, interpersonal
conflicts, and workplace bullying were collected in a
Spanish manufacturing company. Based on this base-
line survey, an intervention containing conflict man-
agement training for key staff members and supervi-
sors was implemented. Then, different qualitative and
quantitative measures were taken during a follow-up
period in order to assess the intervention effectiveness.
Finally, the baseline survey was repeated eight months
after the implementation of the intervention. The ef-
fectiveness of the intervention will be examined follow-
ing Kirkpatrick’s Evaluation Model: participants’ re-
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action to the training (“customer satisfaction survey”
just after the intervention), learning process (a mea-
sure of the extent participants felt that they improved
their conflict management knowledge and skills), train-
ing transfer (a measure of the extent that participants
changed their behaviour), and results derived from the
training (comparing measures from before and eight
months after the training). Theoretical and practical
implications are discussed.

Presentations: Employee Well Being -
Theoretical Approaches

Main topic area: Employee Well Being
Location: 2.14 Amazon (11:30-12:45)

Chair: Drury, M.E., Leeds University, Leeds, UK

DO EMPLOYEES’ PERCEIVED CONTROL AND IMPOR-
TANCE OF WORK-RELATED DISCUSSIONS INFLUENCE
THEIR TASK SATISFACTION? AN INTERACTION EF-
FECT.

Drury, M.E., Leeds University, Leeds, UK ; Robinson,
M.A., Leeds University, Leeds, UK

Abstract: Social interaction (e.g. pre-planned meetings
and informal discussions) is paramount to working life,
due to its role in communication and knowledge shar-
ing. Testimony to this is the finding from the current
investigation that even in technical roles social inter-
action accounts for around a third of working time.
Previous research in the field of job design has found
that many job characteristics, such as autonomy and
task significance, are important predictors of positive
job outcomes, such as job satisfaction. However, social
interaction has rarely been examined with respect to
such variables and interaction between variables, par-
ticularly at the task-level of analysis. To address this
omission, this research investigates a possible interac-
tion between task control and task importance, and
their effect on task satisfaction, within social interac-
tion at work. A work sampling approach was used
to collect task-level data. Fifty-two engineers from a
multi-national engineering organization each carried a
personal digital assistant (PDA) for 20 working days.
Engineers answered alarms on their PDAs, at random
time-points within each hour, and categorised their
work activity by entering data on 12-16 screens. There-
fore, enough data was collected to precisely infer the
percentage of time engaged in each task. Analyses

revealed that within social activity, participants per-
ceived that they had significantly more control over in-
formal discussions than pre-planned meetings, but per-
ceived meetings as significantly more important than
discussions. This suggests there may be a conflict be-
tween task control and task importance (both of which
are key to satisfaction) in differing types of social in-
teraction. Further analyses examined any interaction
effects between task control and task importance with
respect to satisfaction for meetings and discussions. An
interaction approaching significance was found for dis-
cussions, such that task control moderated the relation-
ship between task importance and task satisfaction. No
such interaction was found for meetings. Results will
be discussed in relation to job design theory, and their
relevance to employee wellbeing in social interaction
at work. (Full references and results will be provided
during presentation).

ACHIEVEMENT GOALS AND PERFORMANCE ATTAIN-
MENT: A DOMAIN SPECIFIC AND CROSS-DOMAIN
META-ANALYTIC REVIEW

Blaga, M., University of Groningen, Groningen, The
Netherlands; Yperen, N.-W. van, University of Gronin-
gen, Groningen, The Netherlands; Postmes, T., Uni-
versity of Groningen, Groningen, The Netherlands

Abstract: The main focus of this meta-analysis was a
review and synthesis of the literature to explore the
links between achievement goals and performance at-
tainment in the work domain. Furthermore, the find-
ings in the work domain were compared to effects found
in both the educational domain and the sports domain.
We meta-analyzed 84 correlational studies, comprising
309 independent effect sizes and a total of 35,670 par-
ticipants. Achievement goals were classified accord-
ing to the 2 2 achievement goal framework developed
by Elliot (1999; Elliot & McGregor, 2001), which is
based on a definition dimension (performance vs. mas-
tery) and a valence dimension (approach vs. avoid-
ance). In the work domain, mastery-approach goals
were positively correlated with performance attain-
ment (r = .21), performance-approach goals were posi-
tively, but weakly, correlated with performance attain-
ment (r = .09, p = .06), while performance-avoidance
goals were negatively correlated with performance at-
tainment (r = -.32). These results were generally
in line with those found in both the educational do-
main and the sport domain. More exactly, in the ed-
ucational domain, we found positive correlations be-
tween mastery-approach goals and performance attain-
ment (r = .11), performance-approach goals and per-
formance attainment ( r = .09), and a negative correla-
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tion between performance-avoidance goals and perfor-

mance attainment ( r = -.11). Additionally, mastery-
avoidance goals were negatively correlated with per-
formance attainment ( r = -.10). Finally, in the sport

domain, we found significant and positive correlations
between mastery-approach goals and performance at-
tainment ( r = .21), and performance-approach goals
and performance attainment ( r = .16). Our results
confirm positive and robust cross-domain correlations
between approach- goals and performance, and par-
ticularly between mastery-approach goals and perfor-
mance. Worth mentioning is the positive correlation
between performance-approach goals and performance
across domains, as researchers (particularly in the work
domain and the education domain) tend to be skepti-
cal about potential benefits of these goals. Although
we cannot draw causal conclusions on the basis of the
correlational studies we meta-analyzed, a practical im-
plication may be to emphasize approach goals (mastery
in particular), and downplay avoidance goals as an at-
tempt to positively influence performance attainment
in organizations, but also in the classroom, and on the
sports field.

ASSESSING THE RELATIONSHIP AMONG BURNOUT/EN—
GAGEMENT, TRAIT-AFFECT AND PSYCHOSOMATIC
COMPLAINTS IN HUMAN SERVICES

Escobar Sanchez, E., University of Valencia-Master
WOP-P, Valencia, Spain; Martinez-Tur, V., Univer-
sity of Valencia-Master WOP-P, Valencia, Spain; Car-
valho, C., University of Valencia-Master WOP-P, Va-
lencia, Spain

Abstract: Burnout, engagement and affect and their
relationship with workers health are topics extensively
studied in the organizational context. However, there is
not much literature assessing the integration of all these
three topics in predicting psychosomatic health. Fur-
thermore work conditions can lead to burnout, indeed
these work-related causes of stress have contributed to
psychosomatic complaints. The European Agency for
Safety and Health at Work reports that the 13% of
workers complain about headaches, 17% about muscu-
lar pains, 30% about back pains, 20% about fatigue and
28% about stress. These psychosomatic complaints
also impact on the organizational and public health
costs, as the EU estimates, those costs arising from
work-related stress come to around 20 billion annu-
ally within the EU that represents the 3% of the EU’s
GDP. With this in mind, our research aims to study
simultaneously the relationship between trait-affect,
burnout/engagement and psychosomatic complaints.

We propose a total mediated model for testing if the sit-
uational factors (burnout/engagement) mediate the re-
lationship between trait-affect and psychosomatic com-
plaints, being the situational factors (burnout/engage-
ment) the ones that mediate the relationship between
affect and complaints. This total mediated model was
compared with two partial mediated models in order
to analyze the influence of the direct relationship be-
tween affect and psychosomatic complaints. The sam-
ple consisted of 782 employees within the human ser-
vices sector. The results of structural equation model-
ing showed that, the total mediated model of burnout
is the one that best fits and explains the relationship
between affect and psychosomatic complaints. Practi-
cal implications have been shown by our results. As has
been confirmed, affection plays a decisive role on the
tendency to suffer burnout or engagement, although
is not the only factor for determining the tendency
to suffer psychosomatic complaints. However, working
conditions that favor the appearance of burnout may
impact on workers health through psychosomatic com-
plaints, which even people with PA traits can end up
to suffering psychosomatic complaints if the employ-
ment situation is experienced as burnout, and these
psychosomatic complaints can embody into sick leaves
that directly impact on organizational an public health
costs.

ARE TIME MANAGEMENT TRAININGS EFFECTIVE?

Hafner, A., University of Wirzburg, Wiirzburg,
Germany; Schwéble, S., University of Wiirzburg,
Wiirzburg, Germany; Stock, A., University of

Wiirzburg, Wiirzburg, Germany

Abstract: Although time management trainings are
very popular, only few training programs have been
evaluated (Claessens, Van Eerde, Rutte, & Roe, 2007)
and they are mainly derived from self-help literature.
Our aim is to investigate whether perceived control
of time, perceived stress and performance can be im-
proved through a time management training, which
was based on psychological theory and research. 74
employees were randomly assigned to a training or
waiting-list control group. Directly before and in the
sixth week after training both the groups answered
questionnaires measuring perceived control of time,
perceived stress, performance and improvement of time
management. In a diary they also specified how much
time they spent on a self-selected, important task. As
a more objective measurement, performance and self-
organization were rated by superiors. Additionally,
the trained were asked about the quality of the train-
ing. The training’s quality was rated very high, as
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well as the willingness to use the learned techniques.
The trained group tried harder to improve their time
management and was more of the opinion that their
own time management improved. A 2x2 MANCOVA
with time of measurement and training-participation
as independent, perceived control of time, perceived
stress and self-organization as dependent variables and
perceived workload as covariate - since workload was
postulated as predictor of perceived control of time
and stress (Claessens, Van Eerde, Rutte, & Roe, 2004)
- showed a significant interaction for perceived stress
and perceived control of time in the expected direction:
through time management training, perceived control
of time increased and perceived stress decreased. There
was no significant effect on self-rated self-organization
or the other performance measures. The training shows
effects on self-rated improvement of time management,
perceived stress and perceived control of time, which
underlines the usefulness of this time management
training especially regarding variables of well-being.

A COMPARISON OF LINEAR VERSUS NONLINEAR
MODELS OF FLOW IN THE WORKPLACE

Ceja, L., IESE Business School, University of Navarra,
Barcelona, Spain; Navarro, J., Social Psychology De-
partment, University of Barcelona, Barcelona, Spain

Abstract: Introduction: With the flow theory as the
backdrop, it is predicted that the quality of the daily
experiences of employees will depend on the challenge
experienced and skill required in their work activities.
Using a hierarchical linear regression approach, the
first aim of the present study is to examine the pos-
itive influence of perceived levels of challenge and skill
on the daily subjective experience (i.e., enjoyment, ab-
sorption and interest) of employees. The second goal
is to examine the former prediction as a cusp catas-
trophe effect, proposing a cusp model, which accounts
for discontinuities in the flow experiences of employees.
In other words, the present study intends to compare
the cusp catastrophe model with a comparable linear
model. Methods: Participants were 60 employees from
various occupational backgrounds. Employees’ percep-
tions of challenge and skill regarding work-related ac-
tivities and their subjective experience in terms of en-
joyment, interest and absorption were measured us-
ing the experience sampling method. FEach partici-
pant was given a handheld personal digital assistant
(PDA) to carry for 21 consecutive days. The PDA
produced six signals per day at random time inter-
vals during working hours until at least 100 trials were
completed. To analyze the fit of the cusp catastro-
phe model to the flow data and compare the fit to a

linear regression model, the R sofware was used. Re-
sults: According to the AIC and BIC indexes, the cusp
model fitted better the data than the linear regression
model. Both the AIC and BIC are lower for the cusp
model (AIC=6134.5/ BIC=6169.4) as compared to the
linear regression model (AIC=23048.6/ BIC=23064.1).
Likewise, the R2 is higher for the cusp model (R2=0,
3619) as compared to the linear regression model (R2
=0,1327). Discussion: Our results support the cusp
catastrophe model, which accounts for the discontin-
uous changes in employees’ flow experiences. More
specifically, the model shows that perceived challenge
acts as bifurcation variable, that is, a threshold there
exists beyond which small variations in perceived skill
(i.e., asymmetry variable) can cause a nonlinear shift
from high to low levels of enjoyment, interest and ab-
sorption.

Symposium: Multilevel perspectives on
work, employee well-being and
organizational performance

Main topic area: Employee Well Being
Location: 2.7 Meuse (11:30-12:45)

Chair: Voorde, K. van de, Radboud University Ni-
jmegen, Nigmegen, The Netherlands

Abstract: Research on work, employee well-being
and organizational performance has been character-
izedby a split along the level of analysis. On the
one hand ‘micro’ research explores the impact of-
work context on employee well-being on the individ-
ual level. On the other hand ‘macro’ researchexplores
linkages between activities associated with the man-
agement of employees (HRM) andorganizational per-
formance on the organizational level. The breaking
down of barriers between‘macro’ and ‘micro’ research
is highly recommended. The integration of ‘macro’ or-
ganizationalcontext in employee well-being literature
(Rousseau & Fried, 2001) and the integration of‘micro’
organizational behavior concepts in HRM literature
(Wright & Boswell, 2002) is neededto progress both
fields.Numerous multilevel frameworks describing rela-
tionships across different levels of analysis(Kozlowski
& Klein, 2000; Rousseau, 2010) and multilevel meth-
ods (e.g. Croon & vanVeldhoven, 2007; Preacher et
al., 2010) have been proposed in the last decade. How-
ever, the areaof work, employee well-being and orga-
nizational performance appears to be lagging behind
inthis respect. Although the organizational context
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(e.g. HRM) is known to be important forshaping in-
dividual’s well-being, which is consequently a condi-
tion to be met to achieveorganizational performance,
knowledge on the role of organizational context (e.g.
HRM) foremployee well-being and on the role of em-
ployee well-being for organizational performance is-
minimal (Hart & Cooper, 2001). Few studies look
at how organizational context influencesemployee well-
being, and how this influences organizational perfor-
mance across different levelsof analysis (i.e. top-down
and bottom-up processes) (Bliese & Jex, 2002; Nishii
& Wright, 2008).The aim of this symposium is to ex-
plore and discuss theories and methods for incorporat-
ingmultilevel perspectives into research on work, em-
ployee well-being and organizationalperformance rela-
tionships. The first three presentations set the stage
for this symposium bypresenting overviews of the state
of the literature, previous research and multi-level re-
searchmethods. The three presentations are followed
by presentations of two empirical, multi-levelpapers on
the impact of organizational context on employee well-
being and or organizationalperformance. FEach pre-
sentation takes 15 minutes; this will leave 15 minutes
for discussion acrossthe papers. In summary, the pre-
sentations in this symposium seek to enhance our un-
derstandingof the multi-level pathways through which
organizational context elements (e.g. HRM)influences
employee well-being and or organizational performance
by focusing on theory,methods and empirical research.
Below, the five presentations are introduced.

REINFORCING THE MICRO-MACRO BRIDGE

Rousseau, D.M., Carnegie Mellon University, Pitts-
burgh, USA

Abstract: Bridging micro and macro perspectives in or-
ganizational research is critical for two reasons. There-
ality is that organizational phenomena are inherently
multiple level. So too are the policies andpractices
needed to move the expression of these phenomena
toward a preferred state. 1 argue thatorganizational
research is less divided along micro and macro lines
than is often assumed. Indeedin the past 30 years we
have witnessed the mainstreaming of multi-level, or-
ganizational thinkingas standard practice. Related de-
velopments include the multi-level heuristics commonly
used inthe field’s research design, including Hackman’s
(2003) notion of “a level up and a level down,’and
approaches to self-organizing multilevel processes and
cross-level interventions. Advocatingintegrative plu-
ralism (Mitchell, 2000), I suggest three approaches to
expanding and deepeningmicro/macro integration, in-
cluding active use of alternative representations in re-

search,systematic reviews that integrate findings across
levels, and computer simulations modelingcross-level
complexity.

HRM, EMPLOYEE WELL-BEING AND PERFORMANCE:
A SYSTEMATIC REVIEW OF THE LITERATURE

Voorde, K. van de, Radboud University Niymegen, Ni-
jmegen, The Netherlands

Abstract: The impact of HRM on organizational per-
formance has become one of the major topics in HRre-
search. Employee well-being has been increasingly in-
cluded in explanatory models of the HRM- perfor-
mance link. However, two competing views stand out
with respect to the position ofemployee well-being at
work in HRM - performance research. This review ex-
amines which ofthe competing perspectives, ‘mutual
gains’ or ‘conflicting outcomes’ is more appropriate
todescribe the role of three employee well-being dimen-
sions: happiness, health and relationships. Itcovers 36
empirical studies published from 1995 to May 2010 in
which HRM, well-being andorganizational performance
are measured in a quantitative way. The main im-
plication from thisreview is that the role of employee
well-being in the HRM-performance linkage depends
on thewell-being type studied. Happiness and relation-
ships well-being function as mutual gain withperfor-
mance. Health-related well-being, however, seems to
function as a conflicting outcomewith performance.

HRM, EMPLOYEE WELL-BEING & ORGANIZATIONAL
PERFORMANCE: A 2-1-2 MULTILEVEL MEDIATIONAL
ANALYSIS

Veldhoven, M.J.P.M. van, Tilburg University, Tilburg,
The Netherlands

Abstract: Multilevel mediation is of particular impor-
tance to research on Human Resource Managemen-
tand organizational performance. Typically, the focus
in this research area is on examining theeffects that
organizational policies and practices have on various
aspects of organizationalperformance through a range
of employee variables. There is considerable debate
about whichvariables should be included at the organi-
zational (level 2) and employee (level 1) levels ofanal-
yses, but in general a 2-1-2 (organization-individual-
organization) process holds in manyinstances. It is
now technically feasible to analyze multilevel mediation
models which enableresearchers to connect individual
level variables on worker well-being to organizational
levelantecedents as well as outcomes. The objective of
this paper is to present such an analyticsolution using
Mplus, and illustrate it with a concrete example based
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on data from the 2004edition of the UK Workplace Em-
ployment Relations Survey WERS (>15,000 employees
nestedin >1,000 workplaces).

PREDICTING EMPLOYEE TURNOVER INTENTIONS:
THE ROLE OF INTRADEPARTMENTAL INTERDEPEN-
DENCE AND SENSE OF COMMUNITY

Karanika-Murray, M., Nottingham Trent University,
Nottingham, UK; Michaelides, G., Nottingham Trent
University, Nottingham, UK

Abstract: Recent research suggests that, in addition to
individual differences and job characteristics, worku-
nit characteristics have a crucial role for understanding
of employee voluntary turnover (Holtomet al., 2008).
Thus, friendship networks (Feeley et al., 2008) and task
interdependence (Pearce &Gregersen, 1991) are consid-
ered instrumental for shaping employee attitudes and
behaviours. Wesuggest that intradepartmental connec-
tivity and task interdependence can affect turnoverin-
tentions and that sense of community mediates this re-
lationship. We adopted a multilevel twoway(job cate-
gory, work unit) cross-classification approach (N=1539,
N groups=169, N jobcategories=13), controlling for de-
mands, control, and managerial support. Results in-
dicated thatintradepartmental connectivity has a neg-
ative effect on turnover intentions and that thisrela-
tionship is mediated by sense of community, whilst
task interdependence has a direct negativeeffect on
turnover intentions. These findings have pressing im-
plications for understanding andmanaging voluntary
turnover through work design.

THE RELATIONSHIP BETWEEN ORGANIZATIONAL EM-
PLOYMENT SYSTEMS, EMPLOYEE WELL-BEING AND
WORKPLACE PERFORMANCE

Peccei, R., King’s College London, London, UK

Abstract: This study uses multilevel data from the
2004 Workplace Employment Relations Surveycovering
8030 employees across 1228 UK establishment to ex-
amine the relationship betweenorganizational employ-
ment systems (OES), employee well-being (WB) and
workplaceperformance (WP). Organizational employ-
ment systems are conceptualized as comprising fourdi-
mensions: Work design practices, HR practices proper,
employee voice, and managementleadership styles. 1
first identify a number of mechanisms through which
the dimensions of OESmay affect well-being and perfor-
mance (e.g., human capital, job control, job demands,
socialintegration of employees). I then (a) examine the
extent to which the various mechanismsmediate the re-
lationship between OES, WB and WP, and (b) identify

and compare the type ofOES that are most likely to
maximize WB and those that are most likely to maxi-
mize WP.Preliminary analysis shows that the relation-
ship between OES-the various mechanisms-WB-WPis
quite complex but that, overall, the types of OES that
maximize WB are significantly differentfrom those that
maximize WP.

Presentations: Organizational Transitions:
Mergers, Acquisitions, Privatizations, and
Closures

Main topic area: Organizational Change and Develop-
ment

Location: 2.9 Euphrates (11:30-12:45)

Chair: Edwards, M.R., King’s College London, Lon-
don, UK

CONTRASTING BETWEEN HIGH-PERFORMERS’ AND
LOW-PERFORMERS’ JUSTICE PERCEPTIONS OF EFFORT
AND TURNOVER COGNITIONS: CAN YOU RELY ON
HIGH-PERFORMERS’ DURING PLANT CLOSURES?

Hasénen, L., Stockl}olm University, Sfockholm, Swe-
den; Hansson, M., Orebro University, Orebro, Sweden;
Hellgren, J., Stockholm University, Stockholm, Swe-
den

Abstract: Managers planning for a prolonged plant
closure would probably contemplate staffing, and per-
haps one way to try to ensure continued productivity
would be putting high-performing employees in key po-
sitions in the hope that they would continue perform-
ing throughout the closure. Such staffing cues have
been proposed to be used during downsizing (Appel-
baum, et al., 1987). However, a senior top manager
who has initiated and led 16 plant closures throughout
his career and responsible for this specific plant clo-
sure, reported that he has tested this staffing approach
during plant closures with unsatisfying results - instead
high-performing employees had a tendency to stop per-
forming and having higher tendency to quit. The pur-
pose of this paper is to investigate the anecdotal re-
ports that high-performing employees stop performing
and have a higher tendency to quit during plant clo-
sures. A longitudinal design was used, with one year
between data collection points (T1 and T2). Data was
collected using online and paper copies of the same
questionnaire, with a response rate of 61% on T1 and
55% on T2. A 2 (T1 Job performance: Low vs. High)
2 (T2 Overall justice: Low vs. High) between-subject
analysis of covariance (ANCOVA) was performed on
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two dependent variables (effort and turnover cogni-
tions), while controlling for positive and negative affec-
tivity. The results showed that high-performers’ who
perceived low justice received lowest scores on effort,
while low-performers’ perceiving low justice received
next highest score on effort. Whereas, all groups who
perceived high justice had lower turnover cognitions
than those who perceived low justice. This study lend
support to the top senior managers report that using
high-performers’ in key positions during a plant clo-
sure could be disappointment since the results suggest
that high-performers’ could either be those who put
forth most and least effort, depending on if they per-
ceive low justice. Therefore, we suggest that it could
be more productive to open up the key positions to all
employees to apply and interview those who are inter-
ested - the interviews should aim at investigating if the
specific role would have some form of instrumentality
for the employee.

CHANGE READINESS DURING ORGANIZATIONAL
CHANGES: A LONGITUDINAL ANALYSIS USING THE
THEORY OF PLANNED BEHAVIOR

Straatmann, T., University of Mannheim, Mannheim,
Germany; Mueller, K., University of Mannheim,
Mannheim, Germany; Hausmann, N., University of
Mannheim, Mannheim, Germany

Abstract: Today, organizational environments are
rapidly changing and highly competitive, therefore ef-
fective change management is becoming increasingly
important for organizations. Thus, researchers have
shown an increased interest in motivational aspects of
employees during organizational change processes. At
the same time, change management interventions in-
creasingly go beyond technical aspects and focus on
influencing employees’ change readiness or more specif-
ically their intention to support the change initiative.
Therefore, this paper seeks to apply the theory of
planned behavior (TBP, Ajzen, 1991) to model im-
portant psychological processes in different phases of
a change process and to predict changes in employ-
ees’ intention to actively engage in the organizational
change project. A longitudinal modelling approach is
used to examine the effects of changes in attitude to-
wards the change, subjective norm and perceived be-
havioural control on the employees’ intention to sup-
port the change process. Members of a governmental
organisation were invited to participate in two surveys
during the ongoing process, once at an early stage and
once about a year later. Overall, the results show a
good fit of the data with the TPB’s theoretical assump-
tions. The longitudinal modelling using AMOS reveals

causal relationships between the central psychological
variables and indicates significant effects of changes in
the determinant factors on changes in employees’ in-
tentions to engage in the change process. The TPB
is providing a very useful conceptual framework in the
analyses of organizational change processes and has a
great potential to stimulate further investigations in
the field of organizational change management. The
study clearly suggests the importance of psychologi-
cal processes during change processes. Moreover, it
shows that employees’ intentions in different phases of
a change process can be influenced. Thus, the findings
of this study can be used to develop targeted inter-
ventions to improve organizational change processes.
Taken together, this research provides important and
sound theoretical insights into psychological processes
during organizational changes and hence is of high in-
terest to both practitioners and academics in the field
of organizational change management.

ORGANIZATIONAL AUTHENTICITY AND POST-
ACQUISITION IDENTIFICATION: COMPARING THE
ACQUIRING EMPLOYEES WITH THE ACQUIRED

Edwards, M.R., King’s College London, London, UK,
Edwards, T., King’s College London, London, UK

Abstract: The study examines factors that explain em-
ployee identification following an acquisition. A key
reason provided for a lack of success with mergers/ac-
quisitions is a failure of employee integration (Teerikan-
gas & Very, 2006). However, factors influencing the de-
gree to which employees identify with their employer
following an acquisition are yet to be fully understood
despite the importance of such knowledge to managers.
Organisational identification involves a linkage of the
self and organisational identity (Ashforth and Mael,
1989) or a ’person-organisation merger’ (Ashforth and
Mael, 1996) where employees share the organisation’s
values (Pratt, 1998; Edwards, 2005). What the or-
ganisation stands for and the degree to which it acts
in accordance with its espoused values’ (Kabanoff and
Daly, 2002) is likely to influence whether employees are
willing to forge an identity link. Questionnaires were
returned from a unique sample of employees from both
an acquiring and acquired organisation (n=257;n=158
respectively) across three countries (UK, Sweden and
the Netherlands) two months after an acquisition (be-
fore full integration). A path model predicting turnover
intentions and identification with the acquiring organ-
isation was tested incorporating the degree to which
the acquiring organisation was considered authentic.
Possible drivers of authenticity and identification were
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also examined, these included: perceived organisa-
tional prestige, distributive and procedural justice and
the degree to which employees had the opportunity
to express their voice and be represented during the
acquisition. With both samples, path analysis using
bootstrapped covariance matrices (in Lisrel) showed
that identification predicted turnover intentions but
importantly authenticity was a key predictor of iden-
tification post-acquisition. In both samples procedural
justice perceptions predicted authenticity and the per-
ceived prestige of the acquirer also predicted authen-
ticity and identification. Interesting differences were
identified when comparing employees from the acquir-
ing versus the acquired organisation, suggesting a dif-
ference in drivers of post acquisition integration across
the two work groups. With employees from the ac-
quiring organisation, perceptions of distributive justice
were important in predicting both turnover intentions
(directly) and authenticity perceptions. This was not
the case for the acquired employees where distributive
justice played no part; here procedural justice played a
greater role and predicted both authenticity and iden-
tification directly.

THE UPSIDE OF ORGANIZATIONAL DEATH: INVES-
TIGATING CHANGE IN PRODUCTIVITY, EFFICIENCY,
PERFORMANCE, MOTIVATION, AND PSYCHOLOGICAL
CLIMATE DURING PLANT CLOSURE

Hésénen, L., Stockholm University, Stockholm, Swe-
den; Hellgren, J., Stockholm University, Stockholm,
Sweden; Sverke, M., Stockholm University, Stockholm,
Sweden

Abstract: Major organizational changes are often con-
nected with a variety of negative outcomes. As a con-
trast to this, organizational deaths [defined: Organi-
zational death occurs when employees are faced with
certainty of job loss due to closedown, which may have
been preceded by perceptions of threat of closure |
have instead been associated with increased productiv-
ity and motivation to perform, despite certainty of job
loss - this phenomenon is also known as the Closedown
effect (Bergman & Wigblad, 1999). These results have
been regarded as counter-intuitive, since continued em-
ployment and job security are regarded as a foundation
for work motivation. Organizational death researchers
seem to agree that the motivational surge’ is a multi-
faceted phenomenon whereby employees’ perception of
the work climate constitutes an important part of the
Closedown effect, but has not been presently has not
been quantitatively investigated. Consequently, this
longitudinal study examined qualitative change in pro-
ductivity, efficiency, as well as blue-collar and white-

collar workers’ performance, motivation, and psycho-
logical climate perceptions. The results showed that
productivity and efficiency improved throughout the
closure years (T1: Dec-05 and T2: Nov-07), indicating
that there was a Closedown effect was present. Re-
peated measures showed that there was a main effect
of time in all the performance, motivation and climate
variables. Both quantitative and qualitative role over-
load, together with job involvement, decreased over
time, while all the other variables increased. There
were also main effects of collar, whereas white-collar
workers perceived higher job autonomy, lower levels of
qualitative role overload and higher levels of manage-
rial support. No effects of collar were found in the
motivational or performance variables. Lastly, no sig-
nificant interaction effects were found. This paper indi-
cate that organizational deaths on an overall level may
have a positive effect on the employees and the orga-
nization alike, and the result could be interpreted that
the psychological climate helps employees to adjust to
a life where the organization is no longer part of one’s
life.

HOW IS PRIVATIZATION RELATED TO EMPOWERMENT?
A LONGITUDINAL STUDY WITH A PERSON-ORIENTED
APPROACH IN A SWEDISH HOSPITAL

Hansen, N., Department of Psychology, Stockholm,
Sweden; Baraldi, S., Department of Psychology, Stock-
holm, Sweden; Erik, E., Department of Psychology,
Stockholm, Sweden

Abstract: Privatization of health care has increased
in recent decades in order to improve cost effective-
ness and quality of care. An underlying assumption is
that HRM systems in privatized organizations are more
progressive and aimed at developing internal staff re-
sources. According to the ’cultural thesis’, work en-
vironments in privatized organizations are more ho-
mogeneous due to more active management systems.
However, it has also been argued that privatization
may lead to differentiation of working conditions. In
this respect, the 'winner-loser thesis’ states that priva-
tized organizations differ between high and low per-
forming employees, thereby strengthening groups of
both winners and losers. Using a person-oriented ap-
proach where individuals are seen as systems of inter-
acting elements, the present study aims at identifying
psychological mechanisms that may be central to the
privatization process by highlighting patterns, rather
than single variables. In this study, we propose that
one such system of interacting elements may be psy-
chological empowerment. Empowerment has in previ-
ous research been found to be related to positive work
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behaviors, attitudes and performance. It could there-
fore be assumed that psychological empowerment is an
important prerequisite for successful privatization in
terms of higher efficiency and quality of care. The
purpose of this study was therefore to examine how
empowerment changes - both structurally and individ-
ually - among hospital staff during privatization. Lon-
gitudinal questionnaire data was used and analyzed by
means of cluster analyses. Preliminary results indicate
a general homogenization of empowerment structure of
the organization, supporting the ’cultural thesis’. How-
ever, our analysis also indicate that health profession-
als with modest empowerment profiles tend to move
to extreme cluster profiles after privatization. In addi-
tion, existing groups of extreme cluster profiles double
in size after privatization, indicating an increased dif-
ferentiation among hospital staff. Thus, privatization
also seems to be related to an increasing polarization
of health professionals’ ability to deliver high quality
care. The study contributes to existing knowledge of
the psychological impact of financially driven change
in organizations.

EAWOP / SIOP Alliance Symposium:

Franco Fraccaroli & Donald Truxillo - The
person or the organization? The worker or
the manager? The focus of European and
North American organizational psychology

Location: Auditorium 1 (11:30-12:45)

Chairs: Fraccaroli, F., University of Trento, Trento,
Italy; Truxillo, D., Portland State University, Port-
land, OR, USA

PANELISTS

Rupp, D.E., University of Illinois, Champaign, IL,
USA; Weiss, HM., Purdue University, West Lafayette,
IN, USA; Roe, R., Maastricht University, Maastricht,
The Netherlands; Hakel, M., Bowling Green State
University, Bowling Green, OH, USA; Anderson, N.,
Brunel University, Uzbridge, UK

Symposium: To joke or not to joke?:
Humor as Personal Resource in Increasing
Well-being and Effectiveness

Main topic area: Emotions In The Workplace

Location: Auditorium 2 (11:30-12:45)

Chairs: Dikkers, J.S.E., VU University Amsterdam,
Amsterdam, The Netherlands; Lange, A.H. de, Rad-
boud University Nigmegen, Nijmegen, The Nether-
lands; Ven, J. van de, Tno Human Factors, Soester-
berg, The Netherlands

Abstract: According to an Irish proverb: “A good laugh
and a long sleep are the best cures in the doctor’s
book”. But how helpful is humor, in particular, as
a coping resource? The aim of this symposium is to
present innovative studies on humor as a work-related
(coping) resource.Previous studies show that use and
sense of humor may indeed have beneficial effects on
one’s physical and mental health (see Martin, 2007 for
an overview). However, previous research has rarely
examined humor in a work-related or, more specifically,
stress-related context. Moreover, attempts to integrate
work-related and humor-related theoretical frameworks
are lacking. One of the occupational health models
used in this symposium is the Job Demands-Resources
(JD-R) model (Bakker & Demerouti, 2007), and one
of the most frequently used humor theories is superior-
ity theory (Clouse & Spurgeon, 1995).This symposium
aims to present an overview of new multi-method re-
search examining effects of humor in the workplace.
Sibe Doosje will present the newly developed Humor
Check List (HCL) measuring state humor, and its re-
lationships with burnout and humor styles. Annet de
Lange and Josje Dikkers present the results of an exper-
iment in which the effectiveness of a humor interven-
tion in reducing psychological complaints and increas-
ing physiological health after performing a stressful dis-
patch task is examined. Anja Van den Broeck and col-
leagues present their study on the moderating roles of
humor styles in the JDR model. Finally, Barbara Wisse
and colleagues present a study of organizational teams
that suggests that certain humor styles of leaders may
strengthen the positive association between transfor-
mational leadership and follower attitudes and behav-
iors. In sum, this symposium presents four studies ex-
amining the role of humor styles or (coping) behaviors
in boosting the effectiveness of transformational lead-
ership styles, and in coping with stress or in increasing
well-being.

HUMOROUS TRAITS AND STATES IN BURNOUT AND
HEALTHY SUBJECTS

Doosje, S., Utrecht University, Utrecht, The Nether-
lands; Ven, J. van de, Tno Human Factors, Soester-
berg, The Netherlands

Abstract: Theoretical background: Mixed findings
have been reported with regard to the relationship be-
tween burnout and humorous traits (humorous cop-
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ing and humor styles). However, research samples in
these studies may have been biased with regard to mild
burnout symptoms and a focus on humorous traits, not
states. Our hypotheses were that positive humor styles
would be negatively related with emotional exhaustion
and depersonalization, whereas a reverse association
was expected between these two burnout dimensions
and negative humor styles. Study aims: the devel-
opment and validation of a Humor Check List (HCL)
measuring state humor (study 1) and the investiga-
tion of relationships between burnout, humorous traits
and humorous states, comparing healthy and severely
burnt out subjects (study 2). Methods: In study la
315 subjects working in special education and health
care participated. Study 1b included 68 psychology un-
dergraduates. Factor analysis of the daily life-version
of the HCL resulted in a factor solution containing six
types of humor use: mirth, humor appreciation, hu-
mor reproduction, negative humor production, positive
humorous coping and positive humor climate at work
(study la). In study 1b the one-week version of the
HCL was tested. It had convergent validity with re-
gard to humor styles and had low test-retest reliability.
Study 2 was conducted in a sample of 42 burnout and
28 healthy control subjects. Questionnaires for humor
styles (HSQ), humor use (HCL) and humorous cop-
ing (CHS) were used alongside the Maslach Burnout
Inventory (MBI) measuring three burnout dimensions.
Findings: Burnout subjects had lower positive humor
styles, lower generic humorous coping and lower pas-
sive humorous behaviors (i.e. humor appreciation and
mirth) than healthy control subjects, whereas these
groups did not differ with regard to their negative hu-
mor styles and active humor use. The associations be-
tween burnout dimensions and humor styles were as
expected for most humor styles. Discussion: Whether
a lack of positive humor styles may be a risk factor for
the development of burnout, remains to be seen. Also,
burnout subjects seem to have retained an active sense
of humor. The generally accepted distinction between
positive and negative forms of a sense of humor may
be questioned.

LAUGHING IN THE FACE OF STRESS? EXAMINING THE
STRESS-REDUCING EFFECTS OF AN AFFILIATIVE HU-
MOR INTERVENTION

Lange, A.H. de, Radboud University Nijmegen, Ni-
jmegen, The Netherlands; Dikkers, J.S.E., VU Univer-
sity Amsterdam, Amsterdam, The Netherlands; Ven, J.
van de, Tno Human Factors, Soesterberg, The Nether-
lands

Abstract: The aim of this innovative multi-wave multi-
method experimental study was to examine whether
after performing a stressful dispatch task, an affiliative
type of humor intervention reduces psychological com-
plaints (e.g., need for recovery and depressive mood)
as well as have a positive impact on the objective
physiological outcome heart rate variability. Fifty-six
Psychology undergraduate students participated in the
study and were subdivided across two experimental (19
students in total per group), and one control group (18
students). The experimental groups watched an affil-
iative or aggressive humor video. The affiliative video
was defined by friendly use of humor, while the aggres-
sive humor video was characterized by sarcasm or de-
rision (Martin et al., 2003), whereas the control group
watched a neutral video. The stress outcome variables
were measured on three occasions (on baseline, after
the stressful dispatch task, and after the humor inter-
vention), and included: need for recovery, depressive
mood and heart rate variability. MANOVA repeated
measures analyses revealed significant Time x Group
effects for all outcomes. More specifically, after the af-
filiative humor intervention the respondents reported,
as expected, a significant reduction in need for recov-
ery, depressive mood and an increased quality of the
taxi selection compared to the aggressive humor and
control group.

THIS 1S FUNNY: ON THE BENEFICIAL ROLE OF SELF-
ENHANCING AND AFFILIATIVE HUMOR IN JOB DE-
SIGN

Broeck, A. van den, HU Brussel, Brussels,
K.U.Leuven, Leuven, Belgium; Vander Elst, T.,
Katholieke Universiteit Leuven, Leuven, Belgium;

Dikkers, J.S.E., VU University Amsterdam, Ams-
terdam, The Netherlands; Lange, A.H. de, Radboud
University Nijmegen; Witte, H. de, K.U.Leuven,
Belgium; Ven, J. van de, Tno Human Factors,
Soesterberg, The Netherlands

Abstract: Traditionally, humor is considered an impor-
tant asset for individuals to thrive (e.g. Freud, 1960).
Recently, this assumption was confirmed by show-
ing particularly benevolent types of humor, i.e. self-
enhancing and affiliative humor, associate positively
with well-being (Martin, Puhlik-Doris, Larsen, Gray,
Weir et al., 2003). Self-enhancing humor pertains to a
tendency to have a personal humorous outlook, also in
times of stress, while affiliative humor refers to amus-
ing others to facilitate social relationships. Apart from
their main effects, self-enhancing and affiliative humor
may also increase well-being by assisting individuals
in dealing effectively with the environment (Hodson,
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Maclnnis, & Rush, 2010). As this remains under ex-
amined, the present research studies the moderating
roles of self-enhancing and affiliative humor in the Job
Demands-Resources model (JDR) which details the re-
lations of demanding and resourceful job characteristics
and personal resources to well-being (Bakker & Demer-
outi, 2007). Specifically, based on the Conservation
of Resources Theory (Hobfoll, 2002) and the Broaden
and Build Theory (Frederickson, 1998), we examine
whether self-enhancing and affiliative humor may as
personal resources buffer the health-impairing impact
of job demands (Xanthopoulou, Bakker, Demerouti, &
Schaufeli, 2007) and fortify the health-enhancing re-
lations of job resources (Van den Broeck, Van Ruys-
seveld, Smulders, & De Witte, in press). Results in a
large sample of Flemish employees (N = 1201) confirm
that self-enhancing and affiliative humor yield direct
health-enhancing relations. In general, they also seem
to buffer the health-impairing relations of job demands
(i.e. role conflict). Contrary to expectations, the types
of humor did not boost the health-enhancing associ-
ations of job resources (i.e. social support). Rather,
self-enhancing and affiliative humor are of particular
importance when job resources are low, hinting at a
compensating mechanism.

WHEN THE LEADER SMILES: LEADER HUMOR STYLE
AS MODERATOR OF THE EFFECTS OF TRANSFORMA-
TIONAL LEADERSHIP ON FOLLOWER ATTITUDES AND
BEHAVIOR

Wisse, B., University of Groningen, Groningen, The
Netherlands; Lange, A.H. de, Radboud University Ni-
jmegen, Nigmegen, The Netherlands; Rietzschel, E.F.,
University of Groningen, Groningen, The Netherlands;
Ven, J. van de, Tno Human Factors, Soesterberg, The
Netherlands

Abstract: Although it has been argued that a leader’s
use of humor can boost the effects of leadership style on
follower behavior and attitudes, relatively little empir-
ical evidence has been gathered that clearly substanti-
ates this belief. We present the results a study of or-
ganizational teams that suggest that leader affiliative,
self-enhancing, and aggressive humor may strengthen
the positive association between transformational lead-
ership and follower attitudes and behaviors. In con-
trast, self-defeating humor may weaken the positive ef-
fects that transformational leadership has on follower
attitudes and behaviors. These results clearly imply
that future studies may differentiate between different
humor styles in order to reach a better understanding
of the intricate relationship between leadership styles,
leader humor and their combined effects on followers.

13:00-14:15

Presentations: Managing Diversity and
Employee Resources

Main topic area: Leadership and Management
Location: 0.1 London (13:00-14:15)

Chair: Paddock, E.L., Singapore Management Univer-
sity, Singapore, Singapore

LEADERSHIP AND ORGANIZATIONAL BEHAVIOR IN A
MULTICULTURAL SOCIETY: THE CASE OF LEBANON

Rogard, V., University Paris Descartes, Boulogne
Billancourt, France; Youakim, L., University Paris
Descartes, Boulogne Billancourt, France

Abstract: The research examines the dimensions of
the Lebanese societal and organizational culture.It also
aims at determining the charachteristic (behaviors, at-
tributes, perceptions) of the outstanding leadership in
Levanon.In a survey of 446 managers from morethant
100 organizations working in three industries (telecom-
munications, financial institutions and food process-
ing), the cultural dimensions of the international re-
search project GLOBE allows evaluating the cultural
practices and values in Lebanon at the level of : the
society, the organizations, each of the two prevailing
religions : Christian and Islam, and each sex. The re-
sults shows that Lebanon has strong practices of Group
Collectivism and Power Distance while we observe high
values on some dimensions (Performance Orientation,
Future Orientation,..) and weak values on Power Dis-
tance and Assertiveness.A comparison of societal prac-
tices and values revealed taht the respondents prefer
highest levels for all the dimensions except for Power
Distance andAssertiveness. for which they prefer low-
est levels. Additionally a set of factor analysis has been
conducted in order to explore the attributes and mod-
els of leadership that are specific to the Lebanese con-
text. Based on the results, three different leadership
profiles has emerges according to the considered level
of analysis : the Lebanese society, the Lebanese or-
ganizations or the whole population. Different profles
of leader could be identified according toeach dimen-
sions.Ressulkts of this research have practical implica-
tions about the human resources management within
an intecultural society context or for a multicultural
organization.
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DIVERSITY LEADERSHIP STYLES AS PREDICTORS OF
BANK MANAGERS~ PERFORMANCE

Olayo, O., Caja Segovia, Segovia, Spain; Gandar-
illas Solinis, M.A., IE University, Segovia, Spain;
Ginkel, W.P. van, Erasmus University, Rotterdam, The
Netherlands

Abstract: Main preliminary results of a study ana-
lyzing bank managers leadership strategies on group
diversity as predictors of performance are presented.
Several hypotheses were drawn from the results of a
previous research (with a similar sample) on a se-
ries of psychological predictors, portraying a skilful
leader profile based on the combination of experience
and (previously assessed) professional aspirations, in-
dividual achievement motivation, and individual goal-
setting skills (as understood by the theory of Locke
and Latham). The conclusions of the previous study
did not rule out an alternative explanation based on
situational approaches, as a small variability on leader-
ship strategies centered on groups and group members
inputs and skills could be hiding a significant poten-
tial impact of these strategies on performance. This
alternative theory was tested in the present study, ap-
proaching a deeper analysis on these strategies, includ-
ing new variables. The main hypothesis stated that dif-
ferences on group diversity-centered leadership styles
significantly predict managers performance levels. A
questionnaire was administered to a sample of 70 sub-
ordinates of bank managers at a savings bank in Spain.
The questionnaire included a Diversity Leadership test,
consisting on a series of questions regarding factors
such as diversity- vs. similarity-leadership styles, and
also several items on group- vs. self-centered strate-
gies (e.g., on group time management). Factors and
items scores of this questionnaire were used as inde-
pendent variables and managers performance scores as
dependant variables, using multiple linear regressions
and ANOVAs. Results supported our main hypoth-
esis as leadership styles concerning the group signifi-
cantly predicted managers performance levels. Results
are compared to those in other countries, and discussed
in terms of cultural differences on leadership styles and
strategies across countries and organizations. Impli-
cations on selection, training and cultural change are
drawn.

UNDERSTANDING BACKLASH AGAINST MANAGERS:
THE ROLE OF SUBORDINATES' SEX AND SELF-
ESTEEM

Ong, M., Singapore Management University, Singa-
pore, Singapore; Paddock, E.L., Singapore Manage-

ment University, Singapore, Singapore; Webster, G.,
University of Florida, Gainesville, FL, USA

Abstract: Research on gender stereotypes at work fo-
cuses on the incongruence between expectations associ-
ated with gender-typed jobs or behaviors and employ-
ees’ sex. It shows women often violate traditional fe-
male stereotypes (e.g., caretaker) when they hold jobs
associated with men (e.g., manager), and thus women
face the backlash effect (i.e., social and economic penal-
ties; Heilman, Wallen, Fuchs, & Tamkins, 2004; Rud-
man, 1998). Congruent with this, we assess backlash
by studying subordinates’ perceptions of managerial
aggression. Further, as related moderators are rarely
studied, we measure subordinate’s self-esteem and gen-
der. Typically when facing a threat to self-image, in-
dividuals derogate others to make themselves feel bet-
ter. Thus, we predict that subordinates with low self-
esteem will derogate women managers by rating them
as more aggressive compared to subordinates with high
self-esteem. Finally, almost exclusively, backlash re-
search uses hypothetical scenarios or experimental lab
settings; we explore this effect in organizations. Study
1 participants included 142 subordinate-manager dyads
(284 individuals; 73% response rate) consisting of full-
time employees working in multiple industries in Sin-
gapore. Managers’ gender was measured at Time 1.
Subordinates’ self-esteem (Rosenberg, 1965) was mea-
sured at Times 1 (a = .87), 2 (a = .87) and 3 (a =
.88). Subordinates at Time 3 rated their respective
managers’ aggression (Buss & Perry, 1992; a = .94).
Results show that women managers were seen as more
aggressive than men managers in all situations, except
when male subordinates had high self-esteem ( = .84,
p<.10). For Study 2 we recently gathered 133 triads
of data (Manager-Subordinate A - Subordinate B); this
will allow us to replicate above findings and also explore
how each of two subordinates under a manager view the
manager similarly or differently, depending on subordi-
nate sex and self-esteem. Women managers face back-
lash at work, regardless of the gender of their subordi-
nates. Organizations should be conscious of this bias
as it may impact formal human resource practices like
performance evaluations (e.g., 360-degree feedback sys-
tems) and informal aspects (e.g., manager-subordinate
relationships). Because the self-esteem of subordinates,
particularly men, plays a role in moderating the back-
lash effect on women managers, organizations might
emphasize programs that enhance self-esteem (e.g., ca-
reer development).
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BALANCING FLEXIBILITY AND STABILITY AT WORK —
INDIVIDUAL ASPECTS OF PROSPECTIVE MANAGEMENT
OF RESOURCES

Bahamondes Pavez, C., University Freiburg, Freiburg,
Germany; Schiml, N., University Freiburg, Freiburyg,
Germany; Schiipbach, H., University Freiburg,
Freiburg, Germany

Abstract: Organizations and employees must adjust to
environmental demands whilst also maintaining stabil-
ity, predictability and reliability for customers. Vast
effort and resources are often therefore spent on stan-
dardizing processes and reducing disruptions as far as
possible.  When disruptions do occur, significant en-
ergy and rearrangement is needed to rapidly regain
the status-quo. The consequences for employees can
be long waiting times followed by several attempts to
catch up (e.g. to achieve deadlines). In this reac-
tive management of disturbances, flexibility is typically
considered as a necessary evil which must be dealt with
occasionally. A more efficient way of coping with en-
vironmental demands can be termed prospective man-
agement of resources. Here, the focus is on anticipa-
tory planning of personal and work-related resources,
allowing staff to respond to changing demands in a
flexible way and to prepare in advance to deal with
disturbances. The project ’balance.arbeit’ has the ob-
jective of promoting the prospective management of
resources at individual and organizational levels. At
the level of the individual, we assume the existence
of intuitive and experience-based skills that are crit-
ical for coping with flexibility demands. We assume
the existence an employee’s flexibility skills (short form
FlexAbility), which allows some employees to success-
fully anticipate disturbances, cope flexibly with fluc-
tuating demands and keep their knowledge and skills
up to date. Employees with high FlexAbility will,
under the same demands, demonstrate better perfor-
mance and experience higher well-being than employ-
ees with lower flexibility. At the level of the organi-
zation, we have attempted to identify arrangements
which foster coping with flexibility and stability. This
study examined whether skills related to efficient ac-
tions are associated with better managing of flexibil-
ity and stability demands at work and therefore with
better perceived well-being. Data from 100 German
participants from the IT and automotive sector was
obtained by means of a questionnaire. The survey
contains demands (e.g. flexibility, self-management),
specific strategies (flexible-stable, realistic actions) and
resources (proactive coping) as well as indicators for
Well-being (irritation, work engagement). The findings
and implications for promoting employee FlexAbility

at the organizational level will be discussed.

MAY THE FORCE BE WITH US ALL: THE INFLUENCE
OF POWER ON SELF-REGULATORY RESOURCES

Steidle, A., Chemnitz University of Technology, Chem-
nitz, Germany; Werth, L., Chemnitz University of
Technology, Chemnitz, Germany

Abstract: Is it more exhausting to possess or to lack
power? Powerful positions usually come with bag-
gage: Powerful individuals in organizations and poli-
tics have to deal with a multitude of challenges and
make crucial decisions in short periods of time. This
enhanced accountability in powerful positions can be
perceived as stressful and provoke strain reactions like
emotional exhaustion (e.g., Hall, Frink, Ferris, et al.,
2003). On the other hand, being powerless, and there-
fore without control over situations, has been shown
to deplete physical and mental resources (Hochwlder
& Brucefors, 2005; Litt, 1988). Four studies exam-
ined the relation between power and self-regulatory re-
sources from three perspectives: the experiential, the
behavioral, and the physiological. Participants primed
with power felt more vital and less depleted (Study 1)
and performed better on a behavioral self-control task
(Study 2) than participants primed with powerless-
ness. Due to a lack of constraints, individuals in pow-
erful positions should behave in rather autonomous,
self-determined ways, thereby consuming fewer self-
regulatory resources. In contrast, the powerless in-
dividuals should regulate their behavior in more con-
trolled, resource-intensive ways. Studies 3 and 4 con-
firmed that power promotes autonomous behavior reg-
ulation, which in turn leads to a more favorable relation
between performance and the depletion of physiological
resources. This resource-efficient task approach should
help powerful people to deal with the great number
and importance of their tasks. We suggest that inte-
grating power research within the framework of self-
determination theory (Deci & Ryan, 1987, 2008) could
help to interpret and integrate previous findings and
to address new, relevant questions. Moreover, orga-
nizations should support their employees’ and man-
agers’ autonomy and sense of power to maintain their
strength and make it easier for them to deal with their
multiple everyday challenges.

Symposium: Decent Work: A
Humanitarian Work Psychology
Perspective

Main topic area: Human Resource Management
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Location: 0.11 Pressroom (13:00-14:15)

Chair: Maclachlan, M., Trinity College Dublin, Dublin,
Ireland

Abstract: This symposium introduces Humanitarian
Work Psychology (HWP) to psychologists in Europe
and internationally. It explores the idea of decent
work from the perspective of international aid and de-
velopment. Humanitarian Work Psychology seeks to
apply work/industrial/organisational psychology evi-
dence and ideas to situations of humanitarian concern,
and to develop a broader psychological understanding
of humanitarian work content, process and context.
HWP can contribute to promoting international de-
velopment and decent work through; content expertise
related to individuals, groups and work environments;
process expertise concerning facilitation of collabora-
tion across organisations, disciplines, sectors, countries
and cultures; context expertise that calls for organi-
sational effectiveness in and across very different work
settings, resources and socioeconomic realities. How
we respond to the plight of the “bottom billion” will
be one of the challenges that mark the character of
the 21st Century and organisational/work/industrial
psychology has much to contribute to this challenge
through promoting decent lives through decent work.
This symposium will be novel, dynamic and interna-
tional. It includes presenters from Europe, African,
North America and the Pacific; it introduces the con-
tent of HWP, the process of, and need for, its develop-
ment. The symposium is intended for both developing
and well established psychologists who want to apply
and develop their skills in humanitarian contexts.

THE LESOTHO PROJECT: EMPOWERING YOUNG
WOMEN TO ACHIEVE SUSTAINABLE LIVELIHOODS

O’Neill Berry, M., Sirota Survey Intelligence, The Cen-
tre at Purchase, Purchase, New York, USA

Abstract: The empowerment of women and girls in low
income countries is critical for increasing their access to
opportunities for decent work and to promoting their
human rights more broadly. This paper describes the
contributions and evaluation of the Girls’ Empower-
ment Programme, a Camp for female youth in Lesotho,
Southern Africa, conducted by the Office of the First
Lady of Lesotho (OFLA), with invited input from an
organizational and clinical psychologist, among others.
The Programme included training in life skills (with
an emphasis on enhancing self-esteem and HIV/AIDS
risk reduction and prevention), and income-generating
activities (including business planning, marketing and
micro-financing). Forty girls completed a battery of

structured questionnaires which evaluated the effec-
tiveness of the Programme. The girls were practical
and realistic in their estimates of what they can do now
and in the near future to make money (ideas ranged
from planting and selling vegetables, to rearing poultry,
to sewing, to hair-braiding). They were extraordinar-
ily optimistic about their ability to achieve longer-term
career goals (such as nursing or teaching), revealing a
high degree of motivation to succeed. They also ex-
pressed interest in sharing what they had learned with
their families and friends when they returned to their
villages, thus playing a local leadership role for their
peers. To date, several of the girls have now formed As-
sociations at the village level enabling them to pursue
funding opportunities in support of their small busi-
nesses, to achieve “decent” work which promotes not
only their income but also their self-esteem and dig-
nity, and which reduces their vulnerability to engaging
in transactional sex. The girls are being followed up
over time to monitor their progress. Future Camps are
in the planning stage and the hope is that they will
grow in both size and number.

WORKING FOR POVERTY REDUCTION IN UGANDA:
HoOw CAN ORGANIZATIONAL PSYCHOLOGISTS CON-
TRIBUTE TO DECENT WORK?

Baguma, P., Department of Organizational Psychol-
ogy, Institute of Psychology, Makerere University,
Uganda

Abstract: Undergraduate students in Uganda will be
future workforce leaders and so their view on poverty,
work and the role of organizational psychologists are of
relevance both to promoting the decent work agenda
and to facilitating poverty reduction initiatives. This
study sought to explore undergraduate psychology stu-
dents’ attributions for the causes of poverty, under-
standing of the effects of poverty, the role organiza-
tions can play in the cause and reduction of poverty
and what role organizational psychologists can play.
236 Ugandan university students completed a question-
naire. Causes of poverty were categorized mainly as
structural and individualistic. Poverty was reported
to have serious effects on people’s social lives; fami-
lies and mental health. How governmental organiza-
tions could reduce poverty included fighting corrup-
tion (15.7%), creating projects for people (15.7%),
training job makers (10.2%), educating people to be
innovative and work hard (9.7%), distributing funds
fairly(7.6%), providing loans schemes and donations
(6.8%), providing jobs to nationals (6.4%), sensitiz-
ing people about poverty (5.5%), distributing services
equally (4.2%) and improving agriculture (4.2%). How
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NGOs could reduce poverty included funding evenly
poverty eradication projects (15.3%), supporting and
creating projects (14.4%), offering employment with
good pay (11.9%), educating / impacting people with
skills (11.4 %), providing jobs (9.3%), sensitizing peo-
ple about poverty problem (7.2%), encouraging peo-
ple to be innovative and creative (7.2%), giving people
start up capital (4.7%) and fighting corruption/ asking
for accountability /effective use of donations (5.5%).
Ways though which organizational psychologist could
address poverty included teaching causes and solutions
of poverty / educating people how to deal with poverty
(28.0%), educating (9.3%), teaching people how to be
job creators not seekers (5.9%), teaching positive atti-
tudes towards work (3.4%) and offering jobs /employ-
ment (1.7%). Recommendations are presented for fa-
cilitating the work of organizational psychologists in
poverty reduction.

SMARTAID’S VOCATIONAL PERSONALITY INVENTORY
FOR OPTIMIZING VOLUNTEER ASSIGNMENTS TO AID
TEAMS.

Atkins, S., Otago Polytechnic of New Zealand,
Dunedin, New Zealand

Abstract: This paper describes SmartAid and re-
ports results of a confirmatory factor analysis (CFA)
of a SmartAid-augmented version of the Personality-
focused Performance Requirements Form , supporting
subsequent replications via an AMOS-based measure-
ment model and structural model. The latter substi-
tutes "matched equivalent” measures of volunteer per-
sonalities amended from IPIP’s public domain items,
then adds the Clary et al’s (1998) scales measuring
functional benefits of volunteer participation associ-
ated with the Big 5 higher-order factors of person-
ality . Accumulating support for empirical connec-
tions between the leading personality theories and aid-
volunteer compatibility can reasonably be anticipated.
Thus SmartAid structural models of vocational person-
ality should give aid agencies greater insights into the
most suitable features of candidate-volunteer personal-
ities. This, in turn, should improve the gains that aid
agencies realize from applying SmartAid personality-
focused systems for volunteer selection. Ultimately,
these SmartAid systems will include all aid-relevant
portions of the U. S. Department of Labor’s O*Net
Content Model and thus further CFA efforts will follow
what is reported here. Our initial CFA, on the work
analysis side and limited to personality, supports the
traditional five factor model, with internal consistency
alphas = .81, .84, .73, .84, and .88, CFI = .966 (per
Hu & Bentler, 1999, recommendation), and RMSEA =

.038 (90% confidence interval, .000 < RMSEA < .060,
per Steiger’s, 1990, recommendation) noting also that
the Hoelter .05 index = 178 and our sample size = 175.
In this CFA (using AMOS), correlations amongst the
Big 5-associated work analysis factors varied between
-.01 to +.04, with the exception of the correlation be-
tween Openness and Agreeableness = +.09.

A CAREER IN HUMANITARIAN WORK PSYCHOLOGY:
‘IT COULD BE YOU !

Godbout, J., Humanitarian Work Psychologist, USA;
Glavey, S., Trinity International Development Initia-
tive (TIDI), Trinity College Dublin, Ireland

Abstract: This paper introduces the practice of Hu-
manitarian Work Psychology (HWP) as an emerging
branch of work and organizational psychology. Case
studies of work and organizational psychology in sev-
eral humanitarian settings are presented along with the
presenters’ own experiences of working in this area.
The social networks and multimedia outlets that make
up the HWP network will be reviewed as well as ways
to get more involved with the HWP community. The
importance of technology in developing an inclusive
global network for those interested in HWP will be
highlighted. Motivations, prospects and challenges in
developing a career in Humanitarian Work Psychology
are discussed. By using a highly interactive approach
we seek to encourage students to develop careers in this
exciting and challenging new area .

DEVELOPMENT OF HUMANITARIAN WORK PSYCHOL-
OGY WITHIN THE WORK PSYCHOLOGY PROFES-
SION

Foster Thompson, L., North Carolina State University,
Raleigh, NC, USA

Abstract: Interest in HWP has increased substantially
over the past two years, with a growing global net-
work of researchers and practitioners expressing a de-
sire to learn about and contribute to this emerging
sub discipline. This talk provides an overview of re-
cent developments in HWP both institutionally and
through curricula development. It reviews the estab-
lishment of a working group, sponsored by Division
1 (the Work and Organizational Psychology division)
of the International Association of Applied Psychology
and describes its role in supporting the objectives of the
Global Task Force for Humanitarian Work Psychology.
It also outlines the development and delivery of the
first structured module on HWP which was delivered
in the summer of 2010 as part of the European Masters
on Work, Organizational, and Personnel Psychology
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(WOP-P), a postgraduate university programme sup-
ported by the European Commission through the Eras-
mus Mundus Programme. Opportunities to participate
in this emerging field are discussed as an avenue for in-
terested attendees to help shape future developments
in HWP research, teaching and practice.

Presentations: Team Processes and Team
Leadership

Main topic area: Teams and Workgroups
Location: 0.2 Berlin (13:00-14:15)

Chair: Greer, L.L., University of Amsterdam, Amster-
dam, The Netherlands

DOES 1T MATTER WHO IS SHARING LEADERSHIP?
THE ROLE OF LEADER DIFFERENCES IN STYLES AND
Power BASEs oN TEAM POWER STRUGGLES AND
PERFORMANCE

Greer, L.L., Unidversity of Amsterdam, Amsterdam,
The Netherlands; Hoogh, A.H.B. de, University of Am-
sterdam, Amsterdam, The Netherlands; Patel, P.C.,
Ball State University, Muncie, IN, USA; Thatcher,
S.M.B., University of Louisville, Louisville, USA,
Dreu, C.K.W. de, University of Amsterdam, Amster-
dam, The Netherlands

Abstract: Shared leadership has often been espoused
to be beneficial for teams. Shared leadership struc-
tures are thought to empower team members and al-
low higher levels of participation and team perfor-
mance (e.g., Carson, Tesluk, & Marrone, 2007; Katz
& Kahn, 1978). However, recent work suggests that
giving multiple individuals in the same team positions
of power, or leadership, may also instigate power strug-
gles and conflict, thereby impairing team performance
(e.g., Chattopadhyay, Finn, & Ashkanasy 2010; Greer
& van Kleef, 2010). We suggest that these two lines of
research can be reconciled by identifying who exactly
is sharing leadership within the team. When the mul-
tiple leaders in a team have divergent leadership styles
or overlapping power bases, we suggest that shared
leadership may be associated with power struggles and
lower team performance. In contrast, we propose that
when the multiple leaders in a team have similar lead-
ership styles and distinct power bases, shared leader-
ship is negatively related to power struggles, thereby
allowing for high team performance. We find support
for these ideas in two multi-source field studies. In
the first field study of 53 research and development
teams (471 members) employed in a Fortune 500 firm

in the United States, we develop and validate percep-
tual measures of team leadership diversity in terms of
leadership styles and power bases. We find that in-
deed, when the leaders in a team have different styles or
similar power bases, teams have high power struggles
and lower performance as rated by external supervi-
sors. In contrast, when leaders have similar styles and
different power bases, teams have lower power strug-
gles and higher performance. In the second field study
of 48 teams (492 members) in a financial services or-
ganization, we calculate objective scores of diversity in
leadership style and power base. We had each leader’s
style and power-base rated by all team members, and
then utilized Blau’s formula (Harrison & Klein, 2007)
to calculate the heterogeneity in leadership styles and
power bases within the team. Using this objective mea-
sure of leader diversity, we replicate our findings from
Study 1. Implications for theory and practice will be
discussed.

HoOw CAN MANAGERS COUNTERACT THE NEGATIVE
EFFECTS OF TEAM FAULTLINES? THE JOINT IMPACT
OF TASK ROLE ASSIGNMENT AND GOAL STRUCTURE
ON TEAM PERFORMANCE

Rico, R., Universidad Auténoma de Madrid,
Madrid, Spain; Sanchez-Manzanares, M., Univer-
sidad Autonoma de Madrid, Madrid, Spain; Antino,
M., Universidad Auténoma de Madrid, Madrid, Spain;
Lau, D., The Chinese University of Hong Kong, Hong
Kong, China

Abstract: Diversity faultlines often emerge in almost
any kind of work team. Empirical studies have re-
vealed that faultlines disrupt essential team processes
and outcomes preventing teams from exploiting the
potential benefits of diversity. We depart from the
idea that detrimental effects of strong diversity fault-
lines on team performance (i.e., decision quality) can
be counteracted by combining two team-level manage-
rial strategies: task role crosscutting and superordinate
goals. To test our hypotheses, we conducted an experi-
mental study using a 2 (task role assignment: crosscut
vs. aligned) x 2 (goal structure: superordinate vs. sub-
group) factorial design. 288 senior university students
were randomly assigned to 72 four-person teams with
faultlines stemming from gender and educational back-
ground to perform a complex decision-making task (a
survival group task). Results showed how teams with
crosscut task roles perform better and engage in more
task-relevant information elaboration when they are
assigned a superordinate goal than a subgroup goal,
whereas teams with aligned task roles are not affected
by goal manipulations. Additionally, results indicated
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that information elaboration mediates the effect of su-
perordinate goals on performance in teams with cross-
cut roles. Importantly, these findings provide a more
optimistic view of team faultlines management by sug-
gesting that crosscutting roles and superordinate goals
can be jointly used as effective strategies to deal with
deleterious faultlines effects. Implications for theory
and management of diversity faultlines in organiza-
tional settings will be discussed.

A PAT ON THE SHOULDER: How TOUCH AFFECTS
PEOPLE’'S EXTRA ROLE BEHAVIOR.

Camps, J., Katholieke Universiteit Leuven, Leuven,
Belgium; Stouten, J., Katholieke Universiteit Leuven,
Leuven, Belgium; Kuppens, P., Katholieke Universiteit
Leuven, Leuven, Belgium; Nelissen, J., Katholieke
Universiteit Leuven, Leuwven, Belgium; Son, K. van,
Katholieke Universiteit Leuven, Leuven, Belgium; De-
cock, S., Katholieke Universiteit Leuven, Leuven, Bel-
gium

Abstract: Even though touch provides us with essential
information about our environment and is omnipresent
in daily interactions, how touch affects workers’ behav-
ior in the workplace remains largely unclear. The little
research there is showed that interpersonal touch posi-
tively affects people’s cooperative behavior and compli-
ance to a request, which implies that touch might im-
prove working relations and cooperation between the
persons involved. In the present experiments, how-
ever, we argue that interpersonal touch can also have
negative implications for workers’ feelings and inter-
actions depending on the social context in which it
occurs. In three studies we argued and showed that
touch indeed can have negative implications on peo-
ple’s extra role behavior. A scenario study examined
the receiver’s perceptions of interpersonal touch on the
shoulder in a competitive situation at work. An exper-
imental study examined the influence of touch on par-
ticipants’ extra role behavior or cooperation with the
person touching him/her. A third experiment put for-
ward that the social context is essential for interpreting
the social significance of touch. A competitive rather
than a cooperative environment is expected to shape
negative cooperative interactions. Results showed that
interpersonal touch can indeed be seen as a negative
event as it invoked feelings of dominance and submis-
siveness in the receiver (Experiment 1) and decreased
extra role behavior between the persons involved (Ex-
periment 2). Moreover, in a competitive rather than
a supportive environment interpersonal touch on the
shoulder decreased extra role behavior with the person
invoking the touch (Experiment 3). Altogether, our

findings suggest that a colleague’s simple tap on the
shoulder, even with the best intent, will do nothing
but harm when used at the wrong place and time.

CONTEXT AND TEAM LEADERSHIP: A QUALITATIVE
STUDY

Graca, A.M., ISCTE-Instituto Universitdrio de Lisboa,
Lisbon, Portugal; Passos, A.M., ISCTE-Instituto Uni-
versitdrio de Lisboa, Lisbon, Portugal

Abstract: Teams are embedded in a broader system
that influences team processes and outcomes. However,
context in which teams operate has been neglected in
literature. In fact, beyond theoretical influences that
recognize the importance of these contextual influences
little is known about the effects of the organizational
context on team functioning. Regarding to leadership,
Liden and Antonakis (2009) conclude that empirical
studies on leadership tend to ignore context, which can
be seen as a weakness of the field. Although there
are some concerns about the structure of leadership,
most of the studies do not consider either the spe-
cific tasks that teams have to perform, nor the way
the characteristics of the team context can be respon-
sible for its effectiveness, or the role leadership plays
in the variability between teams. Few studies com-
pare different teams that operate in different organiza-
tional contexts. Qualitative studies are even in smaller
number. This study aims to compare leadership from
two different team contexts: in community organiza-
tions and in technology enterprises. To study the com-
munity context, seven semi-structured interviews were
conducted to presidents of children and young multi-
disciplinary teams (MDT). Data were analyzed using
content analysis and Atlas.ti software. The codes were
based on previous literature review and some of them
emerged a posteriori from the process of analysis. To
assure reliability of the analysis inter-rater agreement
was calculated. The results showed that they described
important different dimensions of leadership. Task di-
mensions (like monitoring and structuring the work)
were described like in many other studies on leader-
ship. But participants emphasized the social relation-
ships between team members and with children, time
and stress management, considering these the most fre-
quent in their description of what is important for
being an MDT team leader. These results will be
compared to technology enterprise teams, analyzing
which dimensions are similarly frequently mentioned
and which can be different, due to team characteris-
tics.
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FOUR OF A KIND? THE INFLUENCE OF RELATIONAL
MODELS ON INDIVIDUAL AND TEAM PERFORMANCE

Tumasjan, A., Technische Universitit Miinchen,
Miinchen, Germany; Strobel, M., Technische Univer-
sitdt Minchen, Minchen, Germany; Welpe, 1., Tech-
nische Universitit Miinchen, Miinchen, Germany

Abstract: Relational models theory (Fiske, 1992) posits
that most social interactions can be described in terms
of four elementary relational models: communal shar-
ing, authority ranking, equality matching, and mar-
ket pricing. A large body of empirical research across
different cultures demonstrates that individuals and
groups indeed use these models to organize the ma-
jority of their social relationships and interactions in
their private and professional lives. However, as yet,
there is no systematic empirical research investigating
the functionality of the implementation of these rela-
tional models in teams or work groups. Therefore, the
present study aims at closing this research gap by ex-
amining the influence of the application of the four
models on individual and team performance. Using
a cross-cultural longitudinal dataset of 2734 individu-
als nested in 425 teams in a massively multiplayer on-
line game, we demonstrate that, as expected, authority
ranking positively and market pricing negatively influ-
ence performance on the individual and team levels,
whereas communal sharing and equality matching have
a significant but considerably weaker positive impact
on performance. Combining survey and objective per-
formance data, our results indicate that the prevalent
relational model that team members apply to the or-
ganization of team relationships significantly impacts
both individual and team level performance. Our find-
ings are relevant for team research and the organiza-
tion of team processes in organizational practice. In
particular, our results emphasize the detrimental con-
sequences of applying ’rational’ market norms within
work group relationships.

Presentations: Employee Well Being -
Organizational Aspects of Burnout

Main topic area: Employee Well Being

Location: 0.3 Copenhagen (13:00-14:15)

NEWCOMERS INTO ORGANIZATIONS: DETERMINANTS
OF ORGANIZATIONAL SOCIALIZATION AND THEIR RE-
LATION TO BURNOUT AND WORK ENGAGEMENT

Toppinen-Tanner, S.; Finnish Institute of Occupa-
tional Health, Helsinki, Finland; Jokisaari, M., Finnish
Institute of Occupational Health, Helsinki, Finland;
Hakanen, J., Finnish Institute of Occupational Health,
Helsinki, Finland; Vuori, J., Finnish Institute of Oc-
cupational Health, Helsinki, Finland

Abstract:  Background Organizational socialization
refers to a process by which individuals adjust to or-
ganization and its goals and values. As newcomers are
most vulnerable to turnover successful adjustment is
important for their well-being and future career. Su-
pervisors have an important role in successful socializa-
tion. For example, they can provide sufficient informa-
tion and reduce uncertainty often experienced during
organizational entry. Knowledge about effective ways
to enhance young employees’ social resources and sup-
port at work so that it contributes to their well-being
and successful socialization to work life is of high im-
portance for themselves, for organizations and for the
society. Successful early career experiences may have
long-lasting beneficial effects on job attitudes, mental
health and commitment on a longer run. Aim The aim
was to investigate the effect of the quality of leader-
member exchange on organizational socialization, and
the effect of the success of socialization on newcomer
burnout and work engagement. Methods The partici-
pants were 234 new employees from three public organi-
zations (85% women, previous work experience M=6.7
years). They responded to two questionnaire surveys:
T1 three months, and T2 8 months after organiza-
tional entry. Leader member exchange was measured
with 8 items, and organizational socialization was in-
dicated by three scales: role clarity (3 items), social
integration (5 items), and organizational identification
(4 items). Burnout was measured with exhaustion and
cynicism scales from the Maslach Burnout Inventory
- General Survey (10 items), and work engagement
with the Utrecht Work Engagement Scale short form
(9 items). Results The preliminary results of the study
showed that the quality of leader member exchange was
associated with role clarity, social integration and orga-
nizational identification of the newcomers. These three
indicators of successful socialization were positively as-
sociated with work engagement, and role clarity and
social integration also negatively related to exhaustion
and cynicism. Conclusions The preliminary results of
the study show the important role of working relation-
ship with supervisor in newcomer adjustment to or-
ganization. They further show that successful social-

Chair: Hansez, 1., University of Liege, Liege, Bel-
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ization has an impact on newcomer burnout and work
engagement. Practical implications for promoting suc-
cessful socialization will be discussed.

MATCH MAKES A DIFFERENCE: INTERACTION EF-
FECTS OF MATCHING JOB DEMANDS AND RESOURCES
ON TEACHER BURNOUT

Feuerhahn, N., Jacobs University Bremen, Bremen,
Germany; Bellingrath, S., Jacobs University Bremen,
Bremen, Germany; Kudielka, B.M., Jacobs University
Bremen, Bremen, Germany

Abstract: Objectives: The aim of this study is to inves-
tigate how the interplay of emotional and cognitive de-
mands and resources is related to teacher burnout. The
Demand-Induced-Strain-Compensation (DISC) Model
(de Jonge & Dormann, 2003, 2006) assumes that de-
mands, resources and job-related outcomes are multi-
dimensional - namely cognitive, emotional, and phys-
ical. The model proposes that matched demands, re-
sources and outcomes are more likely to show mod-
erating effects predicting job-related outcomes. If all
variables belong to the same dimension, this is referred
to as the triple-match-principle. Buffering effects in
double-match triads of demands, resources and strains
should be less likely discovered. We derive four hy-
potheses from the DISC-Model: Cognitive and emo-
tional (1) job demands and (2) job resources are re-
lated to burnout. (3) Resources buffer the detrimental
effects of demands on burnout. (4) Triple-match in-
teractions are more likely than double-match interac-
tions. Method: Survey data were collected from 162
teachers. A subsample of N=54 completed the survey
at a second measurement occasion with a time lag of
M=629 106 (SD) days. Teaching-specific emotional de-
mands were emotional dissonance, parents’ criticism,
and conflicts with colleagues. Teaching-specific cog-
nitive demands were pupil misconduct and time pres-
sure. Social support served as emotional and teach-
ing self-efficacy as cognitive resource. Emotional strain
was assessed with the emotional exhaustion and deper-
sonalization scales of the Maslach-Burnout-Inventory.
In multivariate regression analyses we controlled for
gender, tenure, weekly work hours, number of chil-
dren and dispositional negative affectivity. Results:
Results show concurrent and lagged main effects of
job demands and resources on burnout as well as in-
teraction effects. Taken together, 75% of the tested
triple-match interactions were significant in contrast
to 40% of the tested double-match interactions. We
conclude that matching resources are more likely to
buffer detrimental effects of demands on burnout, sup-
porting the DISC-Model. Implications: We were able

to identify teacher-specific demands and resources that
affect burnout. We also found resources that have the
potential to buffer the detrimental effects for teachers’
well-being. In this respect, it seems to be important
to have matching resources available. FEmotional re-
sources seem to be better suited to buffer the effects of
emotional demands on emotional strains.

BUuRNOUT PREDICTS HEALTH BEHAVIORS IN AMBU-
LANCE WORKERS

Montgomery, A., Univerity of Macedonia, Thessa-
loniki, Greece; Moustou, 1., Thermi Health Center,
Thessaloniki, Greece; Benos, A., Aristotle University
of Thessaloniki, Thessaloniki, Greece; Panagopoulou,
E., Aristotle University of Thessaloniki, Thessaloniki,
Greece

Abstract: Abstract: Introduction: Ambulance work-
ers report higher levels of burnout compared to other
health professionals which puts them at risk for a vari-
ety of health problems. Despite the evidence about the
link between burnout and worsened health, it is still not
known whether this relationship is a direct one or me-
diated by health behaviours. The purpose of the study
was to examine the association between burnout and
health behaviours in ambulance workers. Materials
and Methodology: 347 ambulance workers participated
in this cross-sectional study. A series of multiple regres-
sion models were tested to examine the associations
of burnout to eating and exercise behaviour, smoking,
and drinking, controlling for age, working experience,
caseload, and social support. Results: Burnout and
workload positively predicted consumption of fast-food
meals per week while burnout was the only predic-
tor of reduced weekly exercise. Burnout and workload
positively predicted frequency of social drinking while
burnout was the sole predictor of the quantity of drink-
units consumed socially. Social support predicted fre-
quency and quantity of drinking at home. Discussion:
This study shows that burnout is related to unhealthy
eating, reduced exercise behavior and excessive drink-
ing among ambulance workers. In addition it highlights
the fact that alcohol consumption in different settings
is related to different needs. The implications of these
findings for the healthcare sector are discussed

FROM JOB STRAIN TO BURNOUT: THE ROLE OF JOB
DEMANDS AND WORKAHOLISM IN A LONGITUDINAL
PERSPECTIVE.

Hansez, 1., University of Liege, Liege, Belgium; Bar-
bier, M., University of Liege, Liege, Belgium; De-
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merouti, E., Technische Universiteit Eindhoven, Eind-
hoven, The Netherlands

Abstract: Background: One assumption about burnout
is that it develops after repeated exposure to situations
in which job demands (JD) exceed the individual’s re-
sources. The relationship between job demands and
burnout has been consistently confirmed (e.g. Maslach
& Leiter, 2008). However, the majority of the existing
studies fail to explain why these two are related and
thus what is the underlying mechanism linking JD and
burnout. We suggest that experienced strain might be
the underlying mechanism. Burnout is then considered
as a long-term consequence of prolonged job strain.
Moreover, while the impact of external demands is ex-
tensively examined, as yet the role of the demands that
the individual poses to him has not been sufficiently ex-
amined. In this study we will also focus on workaholism
(e.g. Ng et al., 2007). Objectives: The first goal of our
study was to investigate longitudinal relations between
JD, strain and burnout. To our knowledge, this re-
lationship has not yet been studied using three-wave
longitudinal data, even necessary to reliably investi-
gate causal relations (Taris, 2000). Our second goal
was to examine whether workaholic tendencies can ex-
plain the development of burnout over time next to
JD. Methods: Three-wave longitudinal data (March
2008, November 2008 and June 2009) were collected in
a Belgian public institution (N = 473). JD were opera-
tionalized as physical environment and role ambiguity.
Workaholism was measured with seven items derived
from the Drive scale of the WorkBat and relabeled
Working Compulsively (Schaufeli, et al., 2006). Job
strain was measured using the Negative Occupational
State subscale of the PNOSI (Barbier et al., 2009).
Results: Structural equation modeling analyses were
performed using LISREL 8.80. Results indicate that
job strain fully mediates the relation between JD and
burnout. In addition, JD predict workaholism. Con-
trary to our expectations, the relations between worka-
holism on the one hand and job strain and burnout on
the other are not significant. Contributions: Results
are discussed with regard to the time lag that is neces-
sary for negative effects of workaholism to become man-
ifest. The existence of negative loss spirals between JD,
workaholism, job strain and burnout is also discussed
in a practical perspective.

Presentations: Changing Employment
Relations - Employability Issues

Main topic area: Changing Employment Relations

Location: 0.4 Brussels (13:00-14:15)

Chair: Stiglbauer, B., Johannes Kepler University,,
Linz, Austria

THE PREDICTIVE EFFECT OF JOB INSECURITY ON
TURNOVER INTENTIONS: CONSIDERING THE IMPOR-
TANT FUNCTION OF EMPLOYEE WELL-BEING AND
WORK INVOLVEMENT

Stiglbauer, B., Johannes Kepler University, Linz,
Austria; Selenko, E., Johannes Kepler University,
Linz, Linz, Austria; Batinic, B., Johannes Kepler Uni-
versity, Linz, Austria

Abstract: Introduction: Negative effects of job inse-
curity on (a) employee’s health and well-being (indi-
vidual outcomes) and (b) work-related attitudes and
behaviour (organizational outcomes) are well docu-
mented. Still, most job insecurity research treats indi-
vidual (such as cognitive and affective well-being) and
organizational consequences (such as turnover inten-
tions) as separate outcomes, and postulates no rela-
tionship among them. In the present study we pro-
pose that well-being can act as a mediator of the job
insecurity - turnover intentions relation. Furthermore
we propose that individual variables, such as work in-
volvement, will impact on this mediation. Method:
Two-wave panel data of a large multi-wave research
project were analyzed. Participants (n = 178) were
on average 38 years of age (SD = 10.34), 52% were
female. The majority was well educated. 70% were
full-time employed; 47% worked in white-collar jobs.
Results: Both, cognitive and affective well-being, acted
as mediators of the job insecurity - turnover intentions
relation. Furthermore, moderated mediator analyses
showed that work involvement buffered the negative
impact of job insecurity on cognitive well-being. The
more people wanted to be engaged in work, the less
likely their cognitive-well-being was affected by job in-
security. Consequently, the mediating effect of cog-
nitive well-being decreased with higher levels of work
involvement. Results were stable across both time
points. Conclusions: The study suggests that consid-
ering employees general well-being might contribute to
a better understanding of organizational outcomes of
job insecurity and how to counteract them. Addition-
ally, it is worthwhile to strengthen the value of being
engaged in work, because work involvement represents
a significant resource when confronted with job insecu-
rity.
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KEEPING YOURSELF EMPLOYABLE: THE ROLE OF
COMPETENCY DEVELOPMENT AND EMPLOYEE SELF-
DIRECTEDNESS.

Willemse, 1., Vierick Leuven Gent Management School,
Gent, Belgium; Vos, A. de, Vierick Leuven Gent Man-
agement School, Gent, Belgium; Hauw, S. de, Vierick
Leuven Gent Management School, Gent, Belgium

Abstract: Given that lifelong employment with the
same employer is the exception rather than the rule, it
is up to employees to guarantee their own employabil-
ity (Forrier & Sels, 2003). Previous research has shown
that participation in competency development initia-
tives, encompassing training, on-the-job learning and
career management, enhances the employability level of
employees (De Vos & De Hauw, 2010). However, since
employees play an important role in ensuring their own
employability, this study aims to gain more insight into
the role of self-directedness (Raemdonck, 2008). More
specifically, this study examines the interplay of partic-
ipation in competency development initiatives and self-
directedness in learning and career development. For
this study, we collected questionnaires from 549 Flem-
ish employees. Data obtained from these question-
naires were analysed with regression analyses. Main
findings were that participation in training, on-the-job
learning and career management practices were all as-
sociated with higher levels of employees’ employabil-
ity. The same was true for self-directedness in learning
and self-directedness in career development. Concern-
ing the interaction between participation in on-the-job
learning practices and self-directedness in learning, we
found that self-directedness in learning moderates the
positive effect of participation in on-the-job learning
practices on employability. Participation in on-the-job
learning initiatives had a positive effect on employabil-
ity when self-directedness in learning was high and a
negative effect on employability when self-directedness
in learning was low. Furthermore, we found that self-
directedness in career development moderates the rela-
tionship between participation in career management
practices and employability in a similar way. Only the
interaction of participation in training practices and
self-directedness in learning on employability was not
significant. Participation in on-the-job learning and ca-
reer management practices does not necessarily result
in increased employability. The results of our study
give a first indication of the importance of employee
self-directedness in learning and career development.
Our study shows how a combined focus on participa-
tion in competency development initiatives and em-
ployee self-management can further our understanding
of employability. Hence, our results contribute to an

increased awareness about the importance of employee
self-management in the context of competency devel-
opment and employability.

EMPLOYABILITY OF PEOPLE WORKING IN EDUCA-
TION. TAKING ACCOUNT OF PERSONAL AND ORGA-
NIZATIONAL CHARACTERISTICS.

Raemdonck, I.C.R., Universite catholique de Louvain,
Louvain-La-Neuve, Belgium; Croes, M., Leiden Uni-
versity, Leiden, The Netherlands; Heijden, B.I.J.M.
van der, Radboud University Nijmegen, Nijmegen,
The Netherlands; Segers, M.R.S., Maastricht Uni-
versity, Maastricht, The Netherlands; Scheeren, J.,
Sectorbestuur Onderwijsarbeidsmarkt, Den Haag, The
Netherlands

Abstract: In a knowledge economy the employability
of people working in education is of high importance.
Employability enables employees to cope with changing
job requirements (Van der Heijde & Van der Heijden,
2006). Research from De Grip, Van Loo & Sanders
(2004) in different sectors demonstrate low levels of
employability among people in Education. Initiatives
which have been taken in the Netherlands within the
sector, aiming at the enhancement of the employabil-
ity level of personnel haven‘t always been successful in
the past (OCW, 2000). A possible explanation for this
failure is the lack of knowledge concerning the factors
that are related to the employability of educational per-
sonnel. This study examines the relationship between
personal characteristics (self-directed learning orienta-
tion and mobility aspirations) and organizational char-
acteristics (job characteristics, quality of the relation
between leader and employee and the presence of per-
sonnel evaluation), and employability. A competency-
based and multi-dimensional conceptualization of em-
ployability is used in this study (Van der Heijde & Van
der Heijden, 2006). We distinguish between three em-
ployability competences: Occupational expertise, an-
ticipation and optimization, and personal flexibility.
For the purpose of the present study 3159 people work-
ing in Education and aged between 21 and 67 com-
pleted an electronic questionnaire. 50.6 % of the partic-
ipants were men, with a mean age of 48 and with differ-
ent qualification levels. The participants worked across
a variety of educational levels, from primary education
to higher education and in different positions. 61,7%
of them were teaching staff. Multiple regression analy-
ses show that the personal characteristic ‘self-directed
learning orientation‘ is the best predictor of the three
employability dimensions occupational expertise, an-
ticipation and optimization, and personal flexibility.
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Therefore, it is important for school leaders to stim-
ulate a self-directed learning attitude especially among
those employees who exhibit low levels of self-directed
learning orientation.

Symposium: New directions in emotional
labour research Il: Emotion regulation
competencies

Main topic area: Emotions In The Workplace
Location: 0.5 Paris (13:00-14:15)

Chairs: Hiilsheger, U.R., Maastricht University, Maas-
tricht, The Netherlands; Fischbach, A., German Police
University, Minster, Germany; Ven, J. van de, Tno
Human Factors, Soesterberg, The Netherlands

Abstract: Employees need to control and regulate
their emotions when interacting with others, be it co-
workers, supervisors, or clients. This work requirement
is known as emotional labour and it is an inherent
part of many jobs, especially of those pertaining to the
service sector. There is ample research evidence that
emotional labour can be psychologically taxing result-
ing in impaired psychological health and work perfor-
mance. Yet, research has also documented that emo-
tional labour is not necessarily harmful. It rather de-
pends on the way employees deal with emotional job
requirements. The present symposium will focus on
emotion regulation strategies and competencies that
help individuals deal with emotional job requirements.
Niven and colleagues test whether individuals who are
good in emotion control suffer less from the draining
effects of emotion regulation. Pundt and colleagues in-
vestigate coping strategies that reduce stress induced
by customer misbehaviour. Wong and colleagues il-
luminate how surface acting fosters goal attainment
with a variety of different interaction partners. In con-
clusion, Esser and Fischbach and Boltz and Fischbach
present the development and validation of situational
judgment tests of emotion regulation competencies for
the retail industry and the police. The studies pre-
sented here make use of a variety of research meth-
ods including a laboratory study, and a diary study.
By identifying individual emotion regulation strategies
and competencies that help employees handle emo-
tional job requirements, studies assembled in this in-
ternational symposium have practical implications for
personnel selection and training.

IDENTIFYING INDIVIDUALS WHO MAY BE MORE SUS-
CEPTIBLE TO THE DEPLETING EFFECTS OF EMO-
TIONAL LABOUR

Niven, K., University of Sheffield, Sheffield, UK; Tot-
terdell, P., University of Sheffield, Sheffield, UK ; Miles,
E., University of Sheffield, Sheffield, UK; Webb, T.L.,
University of Sheffield, UK ; Sheeran, P., University of
Sheffield, UK; Ven, J. van de, Tno Human Factors,
Soesterberg, The Netherlands

Abstract: Employees in many jobs are required to reg-
ulate their feelings while at work, especially during in-
teractions with customers. Existing research indicates
that sustained periods of this type of regulation, known
as emotional labour, can be psychologically draining,
resulting in emotional exhaustion, mental fatigue and
poorer job performance. But are all employees vul-
nerable to becoming depleted as a result of emotional
labour? The present research tests the idea that reg-
ulating one’s feelings may not inevitably deplete peo-
ple. Instead, we argue that people who are good at
emotion control are likely to have developed efficient
mechanisms for managing their feelings and, as a con-
sequence, perform emotion regulation in a more au-
tomatic and less effortful manner. We test this idea
in an experimental laboratory study using a sample of
University staff and students (N = 31). Recent evi-
dence suggests that changes in blood glucose underlie
the detrimental effects of performing acts of self-control
like emotion regulation. As such, we assessed partic-
ipants’ blood glucose levels before and after perform-
ing emotion regulation for a period of 15mins. Be-
cause little is known about whether worsening one’s
emotions is depleting, participants took part in two
emotion regulation tasks (affect-improving and affect-
worsening) across two testing sessions. Our results sug-
gested that although both good and poor emotion reg-
ulators were equally able to achieve positive and nega-
tive moods, the blood glucose of poor emotion regula-
tors was reduced after performing the affect-improving
task, whereas the blood glucose of good emotion reg-
ulators was unchanged by this task. Affect-worsening
was not found to be depleting for either good or poor
emotion regulators. The implication of our findings
is that in contrast to good emotion-regulators, poor
emotion-regulators who are required to improve their
feelings as part of their job role may subsequently ex-
perience decrements in a range of tasks that involve
self-control.

13:00-14:15

Thursday



MECC Maastricht

107

HOW SERVICE WORKERS HANDLE UNFRIENDLY CUS-
TOMERS. AN INVESTIGATION OF COPING STRATEGIES
IN OVERCOMING CUSTOMER MISBEHAVIOR

Pundt, A., University of Rostock, Rostock, Germany;
Neumann, C., Unidversity of Rostock, Rostock, Ger-
many; Breyer, T., University of Rostock, Rostock, Ger-
many; Nerdinger, F.W., University of Rostock, Ger-
many; Ven, J. van de, Tno Human Factors, Soester-
berg, The Netherlands

Abstract: The term customer misbehaviour includes
customer behaviour breaking generally accepted norms
of interpersonal contact like unfriendly or aggressive
behaviour. Customer misbehaviour leads to negative
emotions and in turn to higher levels of stress and lower
levels of work satisfaction. In our study, we investigate
coping strategies which are applied by service employ-
ees in order to reduce their negative emotions and the
stress caused by customer misbehaviour and the effect
of these strategies on the employees’ wellbeing. In a
qualitative diary study (event sampling) we asked ser-
vice employees (N = 51) to report up to five events in
which they experienced customer misbehaviour. Re-
spondents were asked to describe a particular situa-
tion and the respective behaviour of the customers in
that situation. In order to assess the coping strate-
gies, respondents were asked to describe what they did
to handle the customer’s misbehaviour before, during
and after the behaviour occurred and how they felt
before and after using coping strategies. Results im-
ply that employees use palliative coping strategies (re-
ducing negative emotions) as well as instrumental cop-
ing strategies (solving the problem) before and during
the experienced customer misbehaviour, whereas they
prevalently use palliative coping strategies after the
event. Further data analysis aims to evaluate the effec-
tiveness of these strategies by investigating employees’
wellbeing after the event. In a second study based on
qualitative interviews (N = 20), we try to replicate our
findings.

A SITUATIONAL JUDGEMENT TEST OF EMOTION REG-
ULATION IN THE RETAIL CONTEXT

Boltz, J., German Police University, Miinster, Ger-
many; Esser, L., German Police University, Miinster,
Germany; Fischbach, A., German Police University,
Miinster, Germany; Ven, J. van de, Tno Human Fac-
tors, Soesterberg, The Netherlands

Abstract: Despite the importance of emotion regula-
tion in service interactions, there is a lack of ability

based assessment methods for emotion regulation com-
petences. Such tests may support personnel decision-
making, training, or self-assessment purposes in the
retail industry. Aim of this study is to report the de-
velopment and validation of a situational judgement
test that assesses emotion regulation competences in
the retail industry context. Based on critical inci-
dent technique we described challenging situations in
interactions with customers (e.g. a customer com-
plaint). Based on emotion regulation theory we de-
veloped six answers to each scenario. Comparison
of expert-based scoring (N=5) and consensus scoring
(N=404 service employees from different retail indus-
tries) yielded high inter-correlations between both scor-
ing procedures across all items. Test reliability was ac-
ceptable. Test scores were positively correlated with
self-report measure of emotion regulation and self-
reports of frequency of automatic emotion regulation
in service interactions. Moreover, as expected, correla-
tions with the big-five personality traits were moderate
to low. A practical implication of our study is that peo-
ple who are successful in this emotion regulation test
may be better suited for emotion regulation require-
ments in the retail industry.

A SITUATION JUDGEMENT TEST OF EMOTION REGU-
LATION IN THE POLICE CONTEXT

Boltz, J., German Police University, Miinster, Ger-
many; Fischbach, A., German Police University, Miin-
ster, Germany; Ven, J. van de, Tho Human Factors,
Soesterberg, The Netherlands

Abstract: Successfully regulating one’s own negative
emotions is an important competence in service work
which may sustain service performance and service
workers’ health and well-being. Despite the importance
of this competence there is a lack of assessment meth-
ods for personnel selection and training purposes. In
this paper, we report the development and validation
of an ability-based situation judgement test of emotion
regulation competences in the police context. We de-
veloped situations that require emotion regulation in
police work by critical incident technique. Based on
emotion regulation theory we developed six answers to
each scenario. Several validation studies demonstrated
a) expert ratings (N=5) were sufficiently related to
consensus ratings (N=572 police officers from differ-
ent parts of Germany), b) retest reliability after four
weeks was moderate, ¢) discriminant validity to cogni-
tive abilities, big-five personality traits, and to other
aspects of emotional competences like emotional ex-
pression, d) convergent validity to emotion regulation
self-report measure was high, and e) scale was related
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to interactional and work role criteria. Implication of
our findings is that this test can assess an important
competence that is required in police-work related in-
teractions with citizens and other targets.

SURFACE ACTING FACILITATES GOAL ATTAINMENT

Wong, E., University of Neuchatel, Neuchatel, Switzer-
land; Tschan, F., University of Neuchdtel, Neuchda-
tel, Switzerland; Semmer, N.K., University of Bern,
Bern, Switzerland; Ven, J. van de, Tno Human Fac-
tors, Soesterberg, The Netherlands

Abstract: Although many have argued that the notion
of goal constitutes a core ingredient in deciphering the
processes involved in emotion regulation (ER), there
are few empirical studies pertaining to goal attainment
and ER. Building on several theoretical contributions,
such as Cote’s social interaction model, control theory,
emotion contagion, and impression management, we
postulated that ER during social interaction at work
fosters goal attainment. We postulated that goal at-
tainment during interactions at work is enhanced by
suppressing negative emotions felt and by enhancing
positive emotions felt. Separately assessing emotions
felt and emotions shown with the Geneva Emotion
Wheel enabled us to measure surface acting by deter-
mining if emotions felt were suppressed or enhanced in
the emotion display. Results based on multilevel anal-
yses of over 1500 event-sampling interaction records
from 165 Swiss employees provided support for our
hypotheses. Consistent with previous findings, results
varied across different interaction partners, i.e. supe-
rior, client and colleague. Enhancing positive emotions
fosters goal attainment with all kinds of interaction
partners, but especially in interactions with superiors.
Suppressing negative emotions, or displaying positive
emotions while feeling negative ones, predicted goal at-
tainment in client-related interactions. Our study re-
sponds to calls by researchers to include goal attain-
ment when studying emotion regulation. It suggests
that suppressing negative emotions, while potentially
associated with lower well-being, may be associated
with more goal attainment in social interactions.

Symposium: Recruitment, selection and
applicant reactions: An international
perspective

Main topic area: Human Resource Management

Location: 0.6 Madrid (13:00-14:15)

Chair: Nikolaou, 1., Athens University of Economics €
Business, Athens, Greece

Abstract: Employee recruitment and selection is a topic
of constant concern for applied psychology in Europe.
It remains one of the most "attractive” subjects ap-
pealing to a large number of HR practitioners and
researchers. The objective of the current symposium
is to bring together researchers from different coun-
tries exploring different recruitment and selection is-
sues from an international perspective and with a par-
ticular emphasis on applicant reactions. Two of the
studies (Bertolino, Ocana & Steiner; Nikolaou) explore
applicant reactions towards the employment interview
in France and Greece respectively and the role of orga-
nizational attractiveness and perceived organizational
support. In a similar vein, Cheyne & Anderson ex-
plore applicant reactions towards the different selec-
tion methods across the UK, Singapore and China.
Patent, Searle and Conway discuss uncertainty man-
agement among applicants for a professional training
programme in the UK and finally Searle explores the
early stages of identification, specifically the role of re-
cruitment and selection processes in individuals’ collec-
tive identification with an employer.

APPLICANT REACTIONS TO THE EMPLOYMENT IN-
TERVIEW: A FRENCH STUDY

Bertolino, M., Unidversite de Nice, Nice, France;
Ocana, T., Universite de Nice, Nice, France; Steiner,
D., Universite de Nice, Nice, France

Abstract: Selection interview is the most used tech-
nique in France (Bruchon-Schweitzer, & Ferrieux,
1991) or in others industrialized countries (Ryan, Mc-
Farland, Baron, & Page, 1999). Structured interviews
benefits of a good predictive validity and applicants
have favourable perceptions in terms of face validity
(Anderson & Witvliet 2008). Based on organizational
justice theory (e.g., Gilliland, 1993), it is important
to investigate what are the justice dimensions (proce-
dural, informational, interpersonal and distributive, cf.
Colquitt, Conlon, Wesson, & Porter, 2001) that are the
antecedents of global justice perceptions of the inter-
view. Moreover, we examine the role of different or-
ganizational outcomes in relationship with applicants’
justice perceptions, such as organizational attractive-
ness (Bauer, et al., 2001). Data collection is still in
progress; the preliminary results presented here are
based on responses of 45 job seekers (mean age = 35.2;
SD = 10.7) contacted in several associations and agen-
cies for employment search, in south of France. They
were asked to fill out a survey with measures of jus-
tice perceptions (Colquitt et al, 2001), organizational

13:00-14:15

Thursday



MECC Maastricht

109

attractiveness (Bauer et al., 2001), job attractiveness
(Macan, Avedon, Paese & Smith, 1994) and perceived
organizational support (Eisenberger et al., 1997). As
data are still being collected, we provide preliminary
results using an alpha level of .10 to identify signifi-
cant relations. Our final data set will allow for greater
power and testing significance at conventional levels.
Preliminary analyses show that distributive, procedu-
ral and interpersonal justice are related with some or-
ganizational outcomes such as job attractiveness and
perceived organizational support. No relationship was
found with informational justice. In the context of an
employment interview, this study examines the four
dimensions of justice in relationship with several orga-
nizational outcomes. Results will be discussed on the
basis of organizational justice theory (Gilliland, 1993;
Greenberg & Lind, 2000).

A COMPARISON OF APPLICANT REACTIONS TO SELEC-
TION METHODS ACROSS THREE DIFFERENT NATIONAL-
ITIES.

Cheyne, A., Loughborough University, UK; Anderson,
N., Brunel University, Uxbridge, UK

Abstract: This paper reports the initial results from
a cross national study of reactions to employee selec-
tion methods amongst British, Singaporean and Chi-
nese participants. Results from a total sample of 294
participants will be presented, comprising 88 British,
114 Singaporean and 92 Chinese. 10 popular assess-
ment techniques were rated using an expanded version
of Steiner and Gilliland’s applicant reaction measure.
Reaction favourability was structurally similar across
the three samples and revealed the same three-tier clus-
tering of favourability reported in recent meta analyses.
Three clusters, most preferred (work samples, inter-
views), favourably evaluated (resumes, cognitive tests,
references, biodata, personality inventories), and least
preferred (honesty tests, personal contacts, graphol-
ogy), are easily identifiable in each sample. This gives
further support to the reaction generalizability hypoth-
esis. There was, however, considerably less variability
in the mean Chinese favourability scores (ranging from
3.45 to 4.98) than the other groups (UK range: 1.84
to 5.29), suggesting less extreme reactions in this sam-
ple. A similar trend was evident in the procedural jus-
tice scores, with a lower range in the Chinese sample,
and notably these participants rated the scientific ba-
sis of almost every method significantly higher than
the UK and Singapore groups. Implications for future
applicant reactions research and for the design of in-
ternational selection procedures will be discussed, and,

in particular, likely influences of applicant reactions in
those situations.

APPLICANTS’ PERSONALITY IN INTERVIEW PERCEP-
TIONS IN GREECE

Nikolaou, 1., Athens University of Economics and Busi-
ness, Athens, Greece; Tomprou, M., Carnegie Mellon
University, USA

Abstract: Applicant reactions to the different selection
methods have been explored extensively recently. Pre-
vious research has discussed a number of reasons why
applicants exhibit positive attitudes towards the selec-
tion interview especially, despite contradictory research
evidence regarding its predictive validity and unfair
discrimination. Nikolaou and Judge (2007) claimed
that the existence of a positive relationship between
interviewer’s personal qualities and behaviour, such as
warmth, sincerity, empathy and good listening skills
might explain the extensive use and applicants’ posi-
tive reactions towards the employment interview. In
our study we further explore this issue by studying the
role of applicants’ personality characteristics (core-self
evaluations-CSE and proactivity), along with the role
of organizational attractiveness and perceived organi-
zational support. We carried out our study in Greece in
a sample of 238 job applicants. Participants completed
measures of CSE, proactivity, interview perceptions,
organizational attractiveness, perceived organizational
support, and applicants’ behavioural intentions fol-
lowing the interview. Preliminary analyses of our
data demonstrated positive relationships between ap-
plicants’ individual characteristics and interview per-
ceptions, organizational attractiveness and perceived
organizational support. Perceived organizational sup-
port, interview perceptions and organizational attrac-
tiveness fully mediated the relationship between indi-
vidual differences and applicants’ behavioural inten-
tions. Also, organizational attractiveness appeared to
be the strongest predictor of applicants’ behavioural
intentions, compared to perceived organizational sup-
port and interview perceptions.Although the current
study suffers from a number of limitations it is one
of the few to explore the role of personality in appli-
cant reactions research, using a non-US sample. These
results provided partial support on the usefulness of in-
dividual characteristics, such as CSE and proactivity,
in understanding applicants’ reactions to the employ-
ment interview and provided further support on the
importance of organizational attractiveness in appli-
cants’ reactions.
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UNCERTAINTY REDUCTION AND PERSON FIT IN SE-
LECTION: A FUNCTION OF STAGES IN THE RECRUIT-
MENT AND SELECTION PROCESS

Patent, V., The Open University, UK; Searle, R.H.,
The Open University, UK ; Conway, N., Birkbeck, Uni-
versity of London, London, UK

Abstract: Existing models of organisational attraction
suggest that recruitment into professional job openings
and training programmes relies on a body of eligible
applicants who are attracted to the organisation for a
number of intrinsic and extrinsic reasons. Applicant
values and their identification with the organisation,
and its members play a pivotal role in recruitment
attraction; however, recent work has also highlighted
the role of uncertainty management in influencing ap-
plicants’ trajectories through the recruitment process
(Allan, Mahto & Otondo, 2007; Cooper & Thatcher,
2010). It also draws on recent work considering fit dur-
ing selection context (Boon & Den Hartog, 2011).This
paper extends work on applicants’ uncertainty manage-
ment by reporting on a longitudinal study of applicants
for a professional training programme in the UK. Our
data provides evidence for a staged process of uncer-
tainty management. In this process, applicants pro-
gressively reduce uncertainty regarding their fit with
the organisation, profession or job. Applicants in this
study entered the recruitment process from very differ-
ent positions in terms of their existing identity. All of
the participants in our study engaged in some degree
of identity construction work, evolving an identity that
achieved a high level of fit with their decision to em-
bark on an intensive training program. Our evidence
suggests a number of possible predictions for further
research in which both, persistence of pursuit as well
as withdrawal are outcomes of certainty management.
The goal of their evaluations appears to determine fit
or misfit against a set of self-relevant criteria. How fit
and misfit are identified is reviewed and implications
for theory and practice discussed.

THE ROLE OF SELECTION & RECRUITMENT EXPERI-
ENCES IN ORGANISATIONAL IDENTIFICATION

Searle, R.H., The Open University, UK

Abstract: Individuals’ identification with their organ-
isation has been found to have key benefits regard-
ing the enhancement to citizenship behaviours, co-
operation, effort, and organisational support (Bartel,
2001; Dukerich, Golden, & Shortell, 2002; Mael & Ash-
forth, 1992). This paper explores the early stages of
identification, specifically the role of recruitment and

selection processes in individuals’ collective identifica-
tion with an employer. This is an important context in
which to study identification as the recruiter is often
a resource utilised by applicants to reveal clues about
the organisation (Searle & Billsberry, 2011). Drawing
on qualitative and quantities data for more than 100
experiences of selection collected from employed part-
time students of distance learning education, the paper
identifies the association between individual difference
factor, propensity to trust, and the perceived honesty
of the selection process in enhancing applicants’ identi-
fication with the firm. The results show, after control-
ling for the outcome of the selection process, gender,
organisation level & size of organisation, a direct rela-
tionship between this personality dimension and per-
ceived honest in the selection process and identification
with the firm. The implications of these findings for re-
search and practice are discussed.

Presentations: Trust in Groups and Teams

Main topic area: Organizational Behavior
Location: 0.7 Lisbon (13:00-14:15)

Chair:
UK

Costa, A.C., Brunel University, Uzbridge,

MARITAL DIVERSITY AND SATISFACTION IN MILI-
TARY TEAMS: THE MODERATING ROLE OF INTER-
TEAM PERSPECTIVE TAKING

Calvard, T.S., London School of Economics, London,
UK

Abstract: The present study examined the relationship
between team diversity in marital status (e.g. single,
married, separated etc.) and team satisfaction with
working conditions (salary, leave, benefits, and work-
load) in a sample of 169 naval military teams. Firstly,
it was hypothesised that a team’s marital diversity
would have a negative relationship with its satisfaction.
Research with military workers has shown that work-
family conflict and marital distress have negative re-
lations with satisfaction and well-being (Britt & Daw-
son, 2005; Vinokur, Pierce, & Buck, 1999). Marital
status was chosen as a diversity variable because it is
particularly salient in a military sample - single team
members with relatively less family ties can approach
shared work very differently from those with spouses
and children. For example, single workers may be more
content to spend long periods of time on complex mis-
sions away from home; whereas married or cohabiting
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workers may require more regular contact or communi-
cation with partners. Harrison, Price, Gavin & Florey
(2002) showed that the negative effects of marital di-
versity could be dispelled over time spent on increasing
collaboration. Drawing on theories of social compari-
son and social information processing (Festinger, 1954;
Salancik & Pfeffer, 1978), I further hypothesise that
inter-team perspective taking can moderate the nega-
tive relation of marital status diversity with satisfac-
tion, weakening/eliminating it. Inter-team perspective
taking is defined and measured as a team’s percep-
tions that it can effectively understand the thoughts
and feelings of other teams (Parker, Atkins, & Axtell,
2008). I propose that attention to surrounding teams
can help teams to realise that their diversity connects
with wider issues, and the ‘grass isn’t always greener’
for other teams, but they are facing similar diversity-
related challenges; a potential source of comfort and
satisfying common ground. Using self-report survey
methodology, both the negative main effect of team
marital diversity and the inter-team perspective tak-
ing interaction were supported. Practically, the find-
ings speak to our understanding of the well-being of
military employees engaged in large-scale conflicts in
Iraq and Afghanistan (Sheppard, Malatras, & Israel,
2010), as well as how to manage diversity and team ef-
fectiveness in any organisations containing multi-team
systems.

LINKING HEALTHY ORGANIZATIONAL STRATEGIES TO
TEAM WORK ENGAGEMENT THROUGH ORGANIZA-
TIONAL TRUST: A MULTILEVEL APPROACH

Acosta, H., Universitat Jaume I, Castellon, Spain;
Salanova, M., Universitat Jaume I, Castellon, Spain;
Llorens, S., Universitat Jaume I, Castellon, Spain

Abstract: The current study contributes to our un-
derstanding of the relationship between healthy or-
ganizational strategies (i.e., work-family conciliation,
mobbing prevention, psychosocial health and commu-
nication), organizational trust (i.e., vertical trust) and
team work engagement (i.e., team work vigor, team
work dedication and team work absorption) based
on HEalthy & Resilient Organizations Model (HERO;
Salanova, Llorens, Cifre, & Martnez, 2010) in a sample
of 2.147 employees nested in 378 teams and 76 Small-
and Medium Enterprises. Support for aggregation at
organizational and team levels was assessed by ICC in-
dices. Results of regression analysis and hierarchical
linear modeling show that: (1) healthy organizational
strategies are a strong predictor of organizational trust
(=.79, p < .001) (both aggregated at organizational

level) and (2) positive cross- level effect exists from ver-
tical trust (aggregated at organizational level) on team
work engagement (aggregated at team level). These
findings suggest that healthy organizational strategies
booster organizational trust, which in turn has a posi-
tive effect on team work engagement using high levels
of analyses (organizations and teams). From a practi-
cal point of view, results can be used by Human Re-
sources Management in order to care and develop the
organizational trust in their teams. Specifically, results
show the relevance that organizations promote work-
family conciliation, mobbing prevention, psychosocial
health, and organizational communication. The inver-
sion in these strategies should be interpreted by teams
as if organization is worried by employees, and conse-
quently, trust in organization will be enhanced. As a
result, well-being of teams will be improved by increas-
ing the team work engagement.

TRuST DyNaMICS IN PROJECT TEAMS: A LONGI-
TUDINAL STUDY OF CLIMATE FOR INNOVATION AND
TEAM PERFORMANCE

Costa, A.C., Brunel University, Uzbridge, UK ; Ander-
son, N., Brunel University, Uzbridge, UK

Abstract: Trust is a dynamic phenomenon recog-
nized as key to the functioning, climate and perfor-
mance of individuals working in teams. Without trust
shared norms of behavior, sharing knowledge, combin-
ing skills, and collaboration between individuals are
likely to be difficult and unproductive in any team con-
text. While much has been written about trust over the
past years,empirical evidence demonstrating trust’s dy-
namic nature in teams is still scarce. This study takes a
longitudinal approach to trust in the context of design-
project teams and examines its effects on team climate
for innovation and team performance. The main aim is
to get insight into the dynamics of growth and decline
of trust and its relation with team climate for inno-
vation and team performance. Trust has been often
mentioned as one of its important determinants. How-
ever, some inconsistencies have been found regarding
this main effect of trust on performance. This study ex-
amines different aspects of team performance including
the quality of the outcome, in this case the innovative-
ness of the product, the state of the group as a perform-
ing unit, i.e. overall performance, level of knowledge
transfer and satisfaction with group progress. Data
from 63 design-project teams reveals that trust starts
moderately high at the beginning of projects and tends
to decline significantly at the middle, only to increase
slightly at the end of the projects. While this dynamic
pattern appears not to have a direct effect on overall
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team performance, it contributes to the climate for in-
novation within the teams. Climate for innovation has
a direct effect on different team performance indica-
tors at different stages of the project. At the middle of
projects climate is related to indicators such as knowl-
edge transfer and satisfaction with the team progress
whereas at the end of the projects is related to the
overall performance and product innovativeness.

THE ROLE OF TRUST BETWEEN MANAGEMENT AND
WORKS COUNCILS IN PROCESS INNOVATIONS

Janetzke, H., Humboldt University of Berlin, Berlin,
Germany; Breitling, K., Humboldt University of
Berlin, Berlin, Germany; Shajek, A., Humboldt Uni-
versity of Berlin, Berlin, Germany; Scholl, W., Hum-
boldt University of Berlin, Berlin, Germany

Abstract: Trust is an important element in facilitat-
ing organizational change processes and in promot-
ing organizational innovativeness. It not only sup-
ports communication, constructive conflict resolution
and cooperation, but also job performance and Orga-
nizational Citizenship Behaviour. Most psychological
studies dealing with organizational trust look at the
relationship between leaders and their subordinates or
between employees. The role of trust between man-
agement and works councils (employee representatives)
has attracted surprisingly little interest so far. This is
even more remarkable as works councils have a variety
of options to foster or to impede the success of orga-
nizational change processes. In our study we supposed
that the initial trust between management and works
council would affect the success of a change process in
two ways. On the one hand, trust should create an
atmosphere of respect, where the concerns and inse-
curities that arise from the change process can be ad-
dressed and are taken seriously (management of emo-
tions). On the other hand, trust should promote trans-
parency, evoke the explication of the process, and in-
duce a permanent critical reflection of the adequacy
of the goals and the chosen approach (management of
complexity). Both management of emotions and man-
agement of complexity have proven to be success fac-
tors for change processes. In order to meet the re-
ciprocal character of trust, we asked the main actors
from both management and works council who were
involved in n=40 process innovations initiating change
processes to rate their mutual level of initial trust, the
implementation process and the innovation success. In
our model we can show that initial trust between man-
agement and works council is positively related to the
management of emotion and the management of com-
plexity that in turn, is related to the success of the in-

novation process. In accompanying interviews with the
protagonists, we explored how both groups conceptual-
ized trust and how their concepts differed respectively.
This study examines the role of trust between man-
agement and works councils for implementing process
innovations. By analysing the concepts of trust of both
groups, particular suggestions for the establishment of
trust can be deduced.

USING LEVEL AND DISPERSION TO EXAMINE THE
TEAM TRUST AND TEAM PERFORMANCE RELATION-
SHIP

Mach, M., John Molson School of Business, Montreal,
Canada; Bhave, D., John Molson School of Business,
Montreal, Canada

Abstract: Meta-analytic results indicate that trust is
positively related to many organizational outcomes
(e.g., job performance and job satisfaction) (Dirks &
Ferrin, 2001, 2002); research at the team-level of anal-
ysis also suggests that trust is associated with positive
organizational outcomes (e.g., Hempel, et al. 2009).
But most research at this team-level of analysis has pri-
marily focused on average levels of trust within teams.
That is, team trust is computed by taking an average of
individual perceptions of trust within the team. There
is growing recognition, however, that models estimated
using only average levels (mean) of trust within teams
may be underspecified; including both mean and dis-
persion of trust within teams is essential. Therefore,
in this study, we explicitly incorporate both opera-
tionalizations in examining the relationship between
team trust and team performance. We also distinguish
between two distinct sources where trust may mani-
fest: trust in team members and trust in the direct
manager. Specifically, we examine whether the disper-
sion in team trust moderates the relationship between
team trust (mean) and team performance. We investi-
gate these research questions using data from 700 ath-
letes playing in 74 semi-professional basket teams in a
South European country. Athletes provided reports of
trust with their team mates and also with their man-
ager. Following conventions in analyzing group-level
phenomenon (Chan, 1998; Kozlowski & Klein, 2000),
we constructed mean and dispersion measures of these
trust constructs. Team performance was measured ob-
jectively through two ways: team winning percentage
and teams’ final rankings in their respective leagues.
In addition, a subjective measure of team performance
was assessed using peer ratings provided by teammates.
Consistent with our hypotheses, preliminary findings
suggest that the within-team level of dispersion moder-
ates the relationship between team trust and team per-
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formance. The expected contribution of this research
is in providing a stronger understanding of the role of
both the level of trust of the team (i.e., mean) and the
extent to which within-team perceptions diverge (i.e.,
dispersion) in influencing team performance. A related
managerial implication is that for team performance it
is essential to focus on both absolute and relative levels
of trust within teams.

Presentations: Work-time Arrangements
and Employee Well-being

Main topic area: Work Time and Work-family
Location: 0.8 Rome (13:00-14:15)

Chair: Wolff, H.-G., University of Erlangen-Nirnberg,
Niirnberg, Germany

ERASING WORK-FAMILY BOUNDARIES: AN EFFECT
STUDY OF THE TRANSITION FROM OFFICE-BASED
WORKING TO FULLTIME TELECOMMUTING

Steenbergen, E. van, Utrecht University, Utrecht, The
Netherlands; Kluwer, E.S., Utrecht University, Utrecht,
The Netherlands; Peeters, M.C.W., Utrecht University,
Utrecht, The Netherlands

Abstract: In the 'new world of work’, boundaries be-
tween work and family life are less clear than they used
be. As new information technologies enable employees
to work ’anywhere’ and ’anytime’ many organizations
offer the possibility of telecommuting, which refers to
working elsewhere than in a primary workplace, sup-
ported by electronic media to interact with others. In
the popular press, telecommuting is being advocated
as means to enhance employees’ work-life balance, pro-
ductivity, and work and life satisfaction. The central
aim of the study was to examine the effects of the tran-
sition on employees’ reports of work-family balance, the
number of hours worked, workaholism, work-related ex-
haustion, and work and life satisfaction. There are
few longitudinal studies on the effects of telecommuting
and, to our knowledge, no previous study examined the
effects of a transition to fulltime telecommuting. The
present study was a three-wave effect study of the tran-
sition from office-based working to fulltime telecom-
muting among 133 sales employees of a Dutch financial
services organization. Consistent with our hypothe-
ses, the transition corresponded with an overall deteri-
oration of experienced work-life balance, an increase
in workaholism and work-related exhaustion, and a
decrease in work and life satisfaction. As predicted,
some of these effects were moderated by employees’

work-family self-efficacy, self-management skills, and
parental status. For organizational practice, these find-
ings suggest that organizations should be careful when
considering a transition to fulltime telecommuting, as
at least in this sample, employees experienced consid-
erable psychological stress-related costs from the tran-
sition to fulltime telecommuting. Employees felt com-
pelled to work more, experienced more problems dis-
tancing themselves form work, had more problems with
combining work and family life, and experienced more
exhaustion, and decreased work and life satisfaction.
Especially employees without children were at risk to
experience these problems. Our findings suggest that
relevant factors for prevention of these problems can be
sought in enhancing employees’ self-efficacy and self-
management skills.

OCCUPATIONAL INFLUENCERS ON THE CLASSIFICA-
TION AND PRACTICE OF TELEWORK: A MULTIPLE
PERSPECTIVE APPROACH

Jones, A., King’s College London, London, UK

Abstract: The temporal and locational flexibility pro-
vided by telework can create numerous benefits, includ-
ing enhanced flexibility for both employers and em-
ployees (Siha & Monroe 2006). However, despite its
potential benefits the practice of telework has report-
edly been limited, and current uptake is much lower
than projected (Price 2001, Siha & Monroe 2005, IRS
2006). To date, teleworking literature reports mixed
findings regarding the reasons that employees and or-
ganisations pursue or abstain from telework (Kurland
& Cooper 2002). This has been attributed to inconsis-
tent sampling which prevents useful comparisons and
inhibits understanding of teleworking desirability and
suitability. Consequently, in order to identify best
practice solutions’ which optimise the benefits it is felt
that a greater specification of the precise conditions of
telework is necessary (Dimitrova 2003). Drawing on
100 qualitative interviews with employees in varied job
roles across three organisations, this study addresses
this issue by examining the suitability of telework-
ing within occupational groups (Gadjendan & Harrison
2007). Consideration of participants required tasks and
skills, team structure, social identity and occupational
culture enabled the classification of these occupations
into six categories, each with differing suitability to
telework. The study identifies and exemplifies the as-
pects of occupations which relate to very diverse expe-
riences of teleworking among employees. This can lead
to its differential practice and recognition. The findings
suggest that telework is practiced far more extensively
than figures imply. Managers’ desire to control the
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amount of telework, alongside employees’ fear of stig-
matisation prevent telework becoming an official prac-
tice in certain occupations. Furthermore, where tele-
work is practiced unofficially, the organisation receives
a comparatively greater benefit with regards to flexi-
bility than the employee. This paper provides a much
needed examination of teleworking from the perspec-
tive of workplace relationships and social identity and
in particular, demonstrates the impact of work-group
and occupational norms on the practice and success
of flexible working initiatives. The study provides a
useful framework to aid the understanding of telework
in different occupations, using a series of contextually
specific observations and suggestions, rather than gen-
eral, inconsistent, oversimplified and broad-brush pre-
scriptions identified elsewhere (Bailey & Kurland 2002,
Sullivan 2003).

EFFECTS OF ON-CALL WORK ON WELL-BEING AND
WORK STRESS RECOVERY

Dettmers, J., Universitit Hamburg, Hamburg, Ger-
many; Friedrich, N., Universitit Hamburg, Hamburg,
Germany; Keller, M., Universitit Hamburg, Hamburg,
Germany; Vahle-Hinz, T., Universitit Hamburg, Ham-
burg, Germany; Bamberg, E., Universitdt Hamburg,
Hamburg, Germany

Abstract: 24h-availability of service, trouble shooting
and unsteady workloads require flexible work time ar-
rangement. One form of flexible work arrangements
which combines spatial and temporal flexibility is on-
call work. On-call work as a background duty which
covers the work demands beyond regular working hours
has grown in importance over the past few years. As
employees who are on-call must expect to be called
at home during their free time, in the evening or at
night in order to complete work on-call work may af-
fect recovery processes and work-life-balance. Based
on the results of a preliminary study on on-call work
in an information-technology service organization, a
broader study on on-call work in different sectors with
different on-call conditions and work characteristics
will be presented: 71 employees of IT, logistics and
transport organizations participated in the study. The
study comprised two parts: In the first part, employees
were asked to complete a questionnaire covering regular
work characteristics, conditions of on-call work, organi-
zational attitudes, family related data and personality.
The second part consisted of a diary study. On four
days being an on-call and four day not being on-call
participants filled out short questionnaire concerning
indicators of well-being, leisure time experiences, daily

work load and on-call duty data. Furthermore physio-
logical indicators of well being namely heart rate vari-
ance and cortisol level were assessed. Multilevel analy-
sis including 568 days of 71 employees reveal significant
effects of on-call work on well being indicators at the
day level (levell). Differentiated effects on physiologi-
cal parameters, leisure time activities, and work family
conflict as well as moderating effects of work character-
istics and on-call condition will be presented. Further-
more significant cross-level interactions reveal moder-
ating effects of level 2 variables. By identifying factors
that mediate and moderate potential detrimental ef-
fects of on-call work the presented study contributes
to the development of design criteria for on-call work
and effective coping strategies for employees who work
on-call or under conditions of continuous availability.

POSITIVE SELF-EVALUATIONS MODERATE THE RELA-
TIONSHIP BETWEEN SHIFT WORK AND IRRITATION

Doorn, R.R.A. van, Maastricht University, Maastricht,
The Netherlands; Lang, J.W.B., Maastricht Univer-
sity, Maastricht, The Netherlands; Hiilsheger, U.R.,
Maastricht University, Maastricht, The Netherlands

Abstract: Shift work is often regarded as a risk fac-
tor to physical and mental health, as it pertains to a
mismatch between sleep-wake cycle and the more rigid
metabolic processes of the circadian rhythm. Shift
workers often experience more stress, which may ul-
timately lead to depressive symptoms and burnout.
The present study adds to earlier literature on coun-
termanding the psychological ill-effects of shift work by
focusing on the disposition of employees. More specif-
ically, it was examined how personality traits may be
related to the resilience or tolerance against the nega-
tive psychological outcomes of shift work. It was tested
whether 76 shift and 98 non-shift workers differ in re-
gard to the work-related stress reaction irritation, com-
prising an emotional and a cognitive aspect. A further
test was meant to reveal whether the possible stress
reaction of shift workers is moderated by core self-
evaluations (CSE), a construct representing a person’s
worth regarding the self and functioning. The results
show that shift workers were indeed generally less irri-
tated when they scored high on CSE, which suggests
that CSE acts as a moderator on the relation between
shift work and stress reactions as measured by irrita-
tion. Subsequent analyses revealed that especially the
emotional stability aspect of CSE contributed strongly
to the variance in irritation, and that the found mod-
eration was predominantly visible in the emotional as-
pect of irritation (irritability) and not in the cognitive
aspect (rumination). It is discussed how these results
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can be of help in identifying and providing special care
to those shift workers who, by disposition, are more
vulnerable and less tolerant to the psychologically ill-
effects of shift work.

THE COSTS OF NETWORKING BEHAVIOR

Wolff, H.-G., University of Erlangen-Niirnberg, Nirn-
berg, Germany

Abstract: Several studies have shown that networking,
that is building and maintaining professional contacts,
has beneficial consequences, e.g., enhanced career suc-
cess. However, to the author’s best knowledge, no pub-
lished study has examined potential costs of networking
behavior. Using role theory and an economic definition
of costs as a starting point, I suggest that investments
of time (Hypothesis 1) and involvement (Hypothesis
2) into the work role can be considered production
costs of networking. Opportunity costs are incurred
in other roles such as the family role and might thus
lead to work family conflict (Hypothesis 3). Moreover,
using a multidimensional perspective on networking,
we propose that costs are incurred only in some net-
working dimensions. For example, facets of building
and maintaining networks might well be considered an
investment that costs time, but, conversely, using net-
works should not cost time. To examine these predic-
tions, we collected data from N = 184 couples, where at
least one partner was employed in a full time position.
Data from was collected from both partners where both
provided ratings referring to only one focal, employed
partner. The focal, employed partner provided data
on networking, work time, and work family conflict
and the partner provided ratings on the focal partner’s
work involvement and time spent at work. Results
show that supporting Hypothesis 1, building and main-
taining networks, but not using networks, is associated
with work hours. A similar pattern, but smaller effects
were obtained for work involvement, yielding only par-
tial support for Hypothesis 2. Taken together, these
findings indicate that there production costs of net-
working exist. Moreover, in support of Hypothesis 3,
networking is associated with time based and strained
based work family conflict indicating that there are also
opportunity costs of networking behaviour. We con-
tribute to the literature by providing evidence for the
costs associated with networking. Individuals in the
work force, consultants and authors of the practitioner
literature should be aware that the decision to engage
in networking has not only positive consequences, but
is also associated with a focus on the work role and
potential sacrifices in other roles.

Presentations: Predicting and Managing
Job-related Stress

Main topic area: Health and Interventions
Location: 0.9 Athens (13:00-14:15)

Chair: Dewe, P., Birkbeck, University of London, Lon-
don, UK

JOB DEMANDS AND RESOURCES AS PREDICTORS
OF COMPLAINTS OF ARMS, NECK AND SHOULDERS
(CANS), THE MEDIATING ROLE OF MUSCLE EFFORT
AND NEED FOR RECOVERY

Gorgievski, M.J., Erasmus University Rotterdam, Rot-
terdam, The Netherlands; Gawke, J.C.L., Erasmus
University Rotterdam, Rotterdam, The Netherlands

Abstract: Over 40% of work related health complaints
in The Netherlands are musculoskeletal complaints.
Knowledge on what causes these complaints is essen-
tial in order to be able to prevent employees from de-
veloping them in the future. Past research has shown
evidence for several potential psycho-social and phys-
ical risk factors. The current study expands this line
of research. Using the job demands - resources model
(Bakker & Demerouti, 2007), a large variety of job de-
sign characteristics were studied as potential predictors
of complaints of arms, neck and shoulders (CANS). In
addition, need for recovery and a physiological mea-
sure of muscle effort were included as possible me-
diating mechanisms. Laboratory experiments have
shown that working under stress may result in short
term strain, such as excessive muscle effort, which in
turn may increase the risk for developing CANS. To
our knowledge, few field studies exist that comprehen-
sively investigate this process. This study was con-
ducted among 105 of 862 local government employ-
ees working at least 2 hours per day at a computer.
Complaints of Arms, Neck and Shoulders were mea-
sured with the “Vragenlijst BewegingsApparaat”’(VBA;
Hildebrandt et al., 2001). Job demands and resources,
as well as need for recovery, were measured with sub-
scales from the “Vragenlijst Beleving en Beoordeling
van de Arbeid”(VBBA; Van Veldhoven, 1996). Mus-
cle tension in the trapezius transversus and the exten-
sor digitorum of the dominant arm (left or right) were
measured using Electromyography (EMG). Results of
multiple regression analyses showed that both physical
(e.g. body posture) and psychosocial job demands (in-
formation processing and task interdependence), pre-
dicted CANS. These relationships were completely me-
diated by increased muscle tension, and partly by need
for recovery. In addition, job resources (autonomy and
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social support) predicted CANS, but not muscle effort
nor need for recovery. These results support the as-
sumption behind the job demands - resources model
that job demands and job resources predict outcomes
through different pathways. Concerning practical rele-
vance, this study shows several starting-points for pre-
venting CANS, including improvements in job design,
as well as interventions directly aimed at short term
recovery and decreasing muscle tension during work.

IMPACTS OF THE ECONOMIC RECESSION ON WORK-
RELATED STRESS

Sarnin, P., University of Lyon, Bron Cedex, France

Abstract: The recession of the late-2000s had a tremen-
dous impact on the mechanical industry: French com-
panies have lost up to fifty percent of their turnover
in 2009 compared to 2008. In this communication we
will examine the consequences for employees of a truck
firm and the evolution of psychosocial factors such as
stress, anxiety and depression from the beginning of
2008 to July 2010. Additionally, we will investigate the
relationship between actions taken by the firm, com-
bined with the financial help of the French State, and
the consequences on these psychosocial factors. Before
the economic recession, we worked with the 'Health
and Well-being’ Department of the firm to implant a
device on an organizational level that monitors work-
related stress. In our study, employees responded to
a series of computer-based questionnaires at the time
of a mandatory medical examination in the company
Health Department. Individual data are anonymous
and employees have the choice to exchange with the
occupational physician about their results. We carried
out statistical analyses every six months on the data
collected. The questionnaire includes Cohen’s scale on
perceived stress (Cohen et al., 1983), Karasek’s scale
on demands/latitude (Karasek & Theorell, 1990), the
HAD scale on depression and anxiety (Mykledun et al.,
2001), in addition to questions about work conditions
and socio-demographical variables. As of July 2010,
6643 workers have completed this questionnaire out of
a total population of 10115 employees in this firm. Re-
sults reveal a contrasted evolution in the different indi-
cators. In 2009, a policy of partial unemployment with
low financial losses for employees seems to have good
effects on the level of stress and on social support. In
2010 however, stress appears to be increasing amongst
workers who perceive the economic upturn with anxi-
ety. Indeed, economic recession also means great trans-
formations in the organization of work and the jobs
that result of these changes do not remain exactly the
same.

IMPROVING CLINICAL PERFORMANCE AMONG MED-
ICAL STUDENTS USING A MINDFULNESS INTERVEN-
TION

Lazaridou, A., University of Macedonia, Thessaloniki,
Greece; Montgomery, A., University of Macedonia,
Thessaloniki, Greece; Panagopoulou, E., Aristotle Uni-
versity of Thessaloniki, Thessaloniki, Greece; Kar-
avakou, V., University of Macedonia, Thessaloniki,
Greece

Abstract: Objectives: Job stress and burnout among
healthcare providers is a significant problem that has
implication for both their own health and the qual-
ity of care they deliver to their patients. Mindfulness-
based interventions has the potential to ameliorate
the antecedents and consequences of job stress and
burnout. The aim of this review is to collate what is
known about mindfulness interventions among health-
care professionals. Methods: The following databases
were searched: PubMed, Psychlnfo, Scopus, Med-
line, BioMed central, Google Scholar and Science Di-
rect. Inclusion criteria included: burnout, job stress,
doctors, mindfulness, meditation, yoga, intervention,
physicians, nurses, healthcare professionals, hospitals,
GPs, Clinics. Only peer-reviewed, empirical studies,
written in English language, published between 1990
and 2010 were included. The databases searched in-
cluded the common sources from both the social sci-
ences and medical sciences. Results: Twenty stud-
ies were identified. Studies were analysed in terms of
study design, methodology, response rates and signif-
icant outcomes. Conclusions: Empirical evidence in-
dicates that participation in MBSR yields benefits for
healthcare providers in the domains of physical and
mental health. Conceptual and methodological limita-
tions of the existing studies and suggestions for future
research are discussed

COPING WITH STRESS: WHAT DOES IT MEAN TO

COPE EFFECTIVELY?

Dewe, P., Birkbeck, University of London, London,
UK ; Whitington, G., Birkbeck, University of London,
London, UK

Abstract: For over 50 years researchers have been inter-
ested in coping. Over that time there has been a dra-
matic proliferation of research that coping research is
probably one of the most intensively explored subjects
in contemporary organizational psychology. many re-
searchers believe that the aim of coping research must
be to identify those ways of coping that ’are best’ for
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managing stress. Nevertheless research into coping ef-
fectiveness has more often that not simply been in-
ferred through the use of different types of statistical
analysis or by indicating that one type of coping strat-
egy is inherently more effective than another. Little at-
tention has been paid to the criteria individuals use to
evaluate coping effectiveness. This is what this paper
sets out to do. By usingintensive interviews the mean-
ing ofeffective coping was explored. Fourteen partici-
pants took part in interviews thatlasted for 90 minutes.
The interviews were based onthe transactional nature
of stress andset the scene for focusing on the criteriain-
dividuals used when evaluating their coping effective-
ness. Semantic content analysis was used to identified
themes and these themes established a complex array
of criteria individuals used toevaluate their coping ef-
fectiveness. Thedifferentthemes to emerge includedef-
fectiveness based on the outcome achieved, the degree
to which some coping ideal was reached, the degree
towhcih their coping conformed to best professional
practice, whether any negative emotion remained af-
tercoping efforts, whether there were coping resources
available, the availability of alternative forms of coping,
whether integrity and professionalism was maintained,
whether justice, fairness and good relationships with
colleagues were maintained, the costs to themselves
and to others and the ethical and moral responsibil-
ities in taking actions. The results indicated that an
array of complex criteria were used and raised the ques-
tion of the utility of single itemmeasures of coping and
the need for a more comprehensive measure to be de-
veloped that captured the richness of effective coping.
The complexity of criteria also raised issues for inter-
vention andhow, while coping was regarded as effective,
it stillhad negative consequences for the coper. These
results are further discussed in terms of theory, research
and practice.

STRESS AND RECOVERY IN OLDER WORKERS — SPE-
CIFIC EFFECTS OF AGE AND GENDER

Jimenez, P., University of Graz, Graz, Austria; Eibel,
K., Uniwversity of Graz, Graz, Austria; Kallus, W., Uni-
versity of Graz, Graz, Austria; Hoffmann, P., Univer-
sity of Graz, Graz, Austria

Abstract: The socio-demographic changes in the indus-
trialized countries require a reassessment of handling
with older employees. Regeneration processes play a
determining role for short-, medium- and long-term de-
velopment and maintenance of individual resources of
employees. The contribution presents results of a sur-
vey to the quality of the working life of older workers in

Austria. Data were collected with the Recovery-Stress-
Questionnaire (Kallus, 1995) and the Profile Analysis
of Job Satisfaction (Jimnez, 2008) in a representative
sample of 4214 employees. The cross section analy-
sis demonstrates relevant differences in the Recovery-
Stress-Balance depending on age and interesting gen-
der specific effects. Results indicate a higher preva-
lence for an imbalanced Recovery-Stress-State in older
workers. In addition high general and work specific
stress is associated with a higher intention to early re-
tirement. Furthermore recovery is more efficient for
female than for male employees although they experi-
ence more obligations in their spare time - also with
control of the occupation magnitude. Job satisfaction
is influenced substantially from work ability and state
of health. Hypotheses to the explanation of the results
are introduced and discussed based on complementary
analyses. These findings have practical relevance for
workplace health promotion. We have to focus on age
related needs and develop special programs for older
men. Insufficient or disturbed recovery, particularly
under increased demands, leads to an imbalanced gen-
eral psychophysical state, degraded performance and a
higher risk for burnout. To maintain work ability and
to support the state of health, appropriate job require-
ments as well as adequate possibilities for regeneration
and recovery have to be implemented.

Symposium: Work Engagement I:
Disentangling cause and effect

Main topic area: Employee Well Being
Location: 2.1 Colorado (13:00-14:15)

Chair: Schaufeli, W.B., Utrecht University, Utrecht,
The Netherlands

Abstract: The appearance of work engagement at the
beginning of this century coincides with the rise of
the so-called positive psychology that focuses on hu-
man strengths and optimal functioning. Work engage-
ment is characterized by high levels of energy and
vigor, dedication and enthusiasm while working, and
being pleasantly absorbed or immersed in work activ-
ities. Meanwhile, after more than a decade, numer-
ous studies on work engagement have been conducted,
special issues of Work & Stress (Bakker, Schaufeli,
Leiter & Taris, 2008) and Journal of Organizational Be-
haviour (Bakker & Schaufeli, 2008) have appeared and
books on work engagement have been edited (Bakker
& Leiter, 2009; Albrecht, 2010) or written (Schaufeli &
Salanova, forthcoming). Yet, a major issue is still unre-
solved: what are the causes and consequences of work
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engagement? Or put more broadly, how does work en-
gagement develop over time? This symposium includes
four papers from four different countries that use longi-
tudinal field research in order to disentangle cause and
effect of work engagement. The first study by Hakanen
among Finnish dentists spans seven years and seeks
to answer the question what the long term positive
(e.g. life satisfaction) and negative (e.g. workaholism)
effects of work engagement are. The second contri-
bution by Ouweneel et al. uses two Dutch samples
and focuses on reciprocal relationships between posi-
tive emotions, job- and personal resources and work
engagement, using Broaden and Build theory and Con-
servation of Resources theory as explanatory frame-
works. The two final papers underline the importance
of the social- and interpersonal context of work en-
gagement. In their two-wav study among Italian em-
ployees, Consiglio and Borgogni investigate the causal
role of employee’s perception of their social work con-
text (including the direct supervisor, management and
colleagues) — and self-efficacy — on work engagement.
Finally, Leiter and Laschenger report on a three-wave
study among Canadian health care providers that set
out to investigate the causal relationships between so-
cial relationships at work (i.e., positive and negative
encounters with supervisors and with colleagues, as
well as with patients) and work engagement.All studies
use the same operationalization of work engagement,
namely the Utrecht Work Engagement Scale (Schaufeli,
Bakker & Salanova, 2006) so that the results can be
compared across studies. Taken together, these results
indicate that — instead of simple cause-effect relation-
ships — work engagement seems to be related in a more
complex, reciprocal way to various "causes” and “con-
sequences”. In his general discussion of the research
findings, Arnold Bakker will focus on the implications
this has for future theory and research.

DOES WORK ENGAGEMENT HAVE LONG-TERM CONSE-
QUENCES? EVIDENCE FROM A THREE-WAVE SEVEN-
YEAR PROSPECTIVE STUDY

Hakanen, J.J., Finnish Institute of Occupational
Health, Helsinki, Finland

Abstract: Despite a rapidly growing number of studies,
work engagement remains a relatively new construct.
Thus long-term evidence on the stability and predictive
value of engagement is still rather sparse. Although
engagement is expected to be mainly related to posi-
tive outcomes, the question has also been raised as to
whether being engaged could lead to negative outcomes
in the long-term, such as workaholism. This study

investigated the long-term relationships between en-
gagement and workaholism (working excessively) and
their relationships with long-term health, presenteeism,
and life satisfaction.To investigate the potential con-
sequences of engagement I used different models and
a full panel design with three-wave seven-year follow-
up data (two-wave four-year design as regards to long-
term health and presenteeism) consisting of a represen-
tative sample of Finnish dentists. At T1, 71% of the
whole profession in Finland returned the questionnaire;
at T2 three years later, the response rate was 84%
(N=2,555); and finally at T3, the response rate was
86% (N=1,964). Engagement was quite stable over a
seven-year period (8=.70). Moreover, it did not predict
workaholism over time. However, working excessively
at T2 positively predicted absorption at T3. In addi-
tion, although engagement at T2 positively predicted
long-term health at T3, the competing stability model
had a better fit. Engagement did not predict presen-
teeism, whereas workaholism positively influenced fu-
ture presenteeism. Finally, work engagement and life
satisfaction reciprocally predicted each other between
T1 and T2, and engagement at T2 further predicted
life satisfaction at T3. In contrast, workaholism at T2
negatively influenced life satisfaction at T3.Although I
found no longitudinal negative effects of work engage-
ment (e.g. on workaholism or working when sick), I
also failed to find positive effects of engagement on
long-term health. However, all the significant effects
supported previous studies that have revealed differ-
ent patterns of associations with various outcomes for
engagement and workaholism. Engagement positively
influenced life satisfaction in particular, and this rela-
tionship was reciprocal. Therefore, fostering positive
states of engagement at work may lead to increases in
general satisfaction and happiness in life, and general
happiness may, for its part, further impact employee
well-being.

POSITIVE EMOTIONS, RESOURCES, AND WORK EN-
GAGEMENT OVER TIME: TWO SAMPLES WITH TWO
WAVES

Else Ouweneel A.P.; Utrecht University, Utrecht, The
Netherlands; Le Blanc, P.M., Utrecht University,
Utrecht, The Netherlands; Schaufeli, W.B., Utrecht
University, Utrecht, The Netherlands

Abstract:  According to Broaden and Build (B&B)
theory, positive emotions help to ‘build’ enduring re-
sources (Frederickson, 2001). That is, by experiencing
positive emotions, people will enhance their personal
and job resources, which in turn may lead to a more
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enduring positive state like work engagement. This as-
sumption is referred to as the ‘build hypothesis’. In
line with this, Conservation of Resources (COR) the-
ory predicts that, in the long run, the accumulation of
resources will result in positive personal outcomes like
work engagement (Hobfoll, 1989). Based on these two
approaches, it was hypothesized that the experience of
positive emotions predicts employees’ future personal
resources and job resources. Moreover, it was expected
that there are longitudinal relationships between per-
sonal resources and job resources on the one hand and
work engagement on the other hand. Furthermore,
we hypothesized that positive emotions, personal re-
sources, job resources, and work engagement are re-
ciprocally related. To test our hypotheses, two two-
wave longitudinal questionnaire studies were conducted
among two different samples. Sample 1 consisted of 253
employees from all over the Netherlands, and Sample 2
consisted of 200 employees of a Dutch university. Data
were analyzed by means of Structural Equation Mod-
eling. Results indeed showed that positive emotions
build personal resources (self-efficacy, hope, and opti-
mism), and job resources (supervisory coaching, auton-
omy, and opportunities for development), which in turn
lead to work engagement over time. More specifically,
in Sample 1 we found that positive emotions lead to
more personal resources over time, and in Sample 2 we
found that positive emotions are related to more per-
sonal as well as job resources over time. In addition,
job resources were longitudinally related to work en-
gagement in Sample 1 and personal resources to work
engagement in Sample 2. Furthermore, it was demon-
strated that the study variables are also reciprocally
related over time. In Sample 1, we found reciprocal
relationships between positive emotions and personal
resources as well as work engagement, and between
job resources and personal resources as well as work
engagement. In Sample 2, we uncovered reciprocal re-
lationships between positive emotions and personal re-
sources as well as work engagement. Hence, results
confirmed, at least partly, both causal and reciprocal
hypotheses, thereby successfully integrating B&B the-
ory with COR theory.

SELF-EFFICACY AND CHANGES IN PERCEPTIONS OF
CONTEXT AS PREDICTORS OF WORK ENGAGEMENT:
A TWO-WAVE STUDY.

Consiglio, C., Sapienza University of Rome, Rome,
Italy; Di Tecco, C., Sapienza University of Rome,
Rome, Italy; Borgogni, L., Sapienza University of
Rome, Rome, Italy

Abstract: Since work engagement represents a crucial
dimension in enhancing performance and well- being,
the investigation of its sources has raised the atten-
tion of many researchers (Bakker & Demerouti, 2008).
The present two-wave study, framed within the so-
cial cognitive theory (Bandura, 1986), focuses on the
role played by self-efficacy and perceptions of context
in predicting work engagement over time. Although
self-efficacy has been extensively associated with work
engagement (e.g., Salanova, Schaufeli, Xanthopoulou,
& Bakker, 2010), the construct of perceptions of con-
text is quite new, representing the individual’s percep-
tion of the main and prototypical social components
within the organization (namely supervisor, colleagues
and top management). Previous research has attested
the mediating role of perceptions of context between
self-efficacy and job attitudes (Borgogni, Dello Russo,
Petitta, Latham, 2009; Borgogni, Dello Russo, Petitta
& Vecchione, 2010).The aims of the present study are:
(1) to deepen the role of self-efficacy as a predictor of
work engagement; (2) to explore how initial self-efficacy
increases the perceptions of context over time; (3) to
examine how changes in perceptions of context pre-
dict work engagement; (4) to compare the roles played
by self-efficacy and self-esteem in predicting work en-
gagement over time. In 2007 and in 2010 a sample of
741 professionals (64% of the initial sample) working
in a large Italian company filled in a questionnaire, in-
cluding self-efficacy (T1), self-esteem (T1), perceptions
of context (namely direct supervisor, management and
colleagues) (T1 and T2) and work engagement (T2).
As hypothesized, results of structural equation model-
ing analyses revealed that initial self-efficacy predicts
work engagement over time both directly and indi-
rectly through increases in positive perceptions of con-
text. On the contrary, self-esteem neither contributes
to predicting work engagement nor to changes in per-
ceptions of context. Hence on the basis of our results
we conclude that employees with higher initial levels
of self-efficacy, but not self-esteem, are more likely to
increase their positive perceptions of their work envi-
ronment, and to become more engaged in their work.
Implications for future research and interventions are
discussed.

SOCIAL INTERACTIONS AND WORK ENGAGEMENT:
DIRECTIONS OF INFLUENCE

Leiter, M.P., Acadia University, Wolfville, NS,
Canada; Laschinger, H.K.S., University of Western
Ontario, London, ON, Canada

Abstract: Except in the rare occasion of evaluating an
organization from its inception, organizational psychol-
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ogy enters organizations with an existing history. Part
of that history is the pattern of personal relationships
among employees. Coworkers have shared successes
and failures. They may share antipathy or great affec-
tion for one another. Some relationships may lack any
emotional tone. This condition challenges researchers
to establish directional causality. In many ways, it is
more accurate to view a social system as a set of mu-
tually sustaining interactions rather than one in which
some sorts of relationships act as causes and others as
consequences. Health care providers completed surveys
on three occasions (N = 1169, 907, 869) at one year in-
tervals. Of these participants, 200 were matched across
all three surveys. The surveys assess employees’ psy-
chological relationships with work using items from the
Utrecht Work Engagement Scale (Schaufeli & Bakker,
2004) and the Maslach Burnout Inventory—General
Scale (Schaufeli et al, 1996). In addition to a gen-
eral assessment of workplace demands and resources,
the survey concentrated on the social environment of
work. These constructs included both positive and neg-
ative encounters with supervisors and with colleagues,
as well as with patients (Cortina, et al, 2001). The
analysis contrasted models of the relationships of social
relationships with the UWES and the MBI subscales.
The objective was to differentiate among models that
depicted contrasting patterns of relationships between
social relationships and psychological qualities. The
results of these analysis found support for both direc-
tions of influence without establishing a firm preference
for relationships influencing engagement or vice versa.
The analysis did identify definitive relationships. Con-
sistent with the Job Demand/Resources Model, the fre-
quency of negative social encounters with supervisors
and coworkers led to more negative scores on the ex-
haustion and cynicism aspects of burnout. In contrast,
positive aspects of coworker relationships were predic-
tors of work engagement as measured by the UWES
items (c2= 831.00, 583 df, p<.001; CFI=.941; RM-
SEA=.033). The presentation will discuss implications
for organizational development, especially the extent to
which changing the social environment of a worksetting
has a potential for enhancing work engagement.

DISCUSSANT

Bakker, A.B., FErasmus University, Rotterdam, The
Netherlands

Presentations: Employee Well Being -
Mental Health

Main topic area: Employee Well Being

Location: 2.14 Amazon (13:00-14:15)

Chair: Bamberger, S.G., Aalborg Hospital, Aalborg,
Denmark

THE ROLE OF CO-WORKER SUPPORT FOR TARGETS OF
WORKPLACE BULLYING

Mawdsley, H., University of Glamorgan, Pontypridd,
Wales, UK; Lewis, D., School of Management, Uni-
versity of Plymouth, UK

Abstract: Considerable research has established work-
place bullying as a prevalent workplace stressor asso-
ciated with severe health impairment (Zapf, Einarsen,
Hoel & Vartia, 2003). Yet there have been few studies
on the utilisation of various support systems by tar-
gets of bullying, which may buffer the harmful con-
sequences (Cohen & Wills, 1985). Even fewer have
investigated the potentially pivotal role of colleagues,
who help to construct the reality of bullying (Lewis,
2002) and can choose to intervene, ignore, or applaud
the behaviour process (Sjoveit 1994, cited by Hoel &
Beale, 2006). This paper addresses these poorly un-
derstood issues by drawing on a mixed methods study
into the sources of support used by bullied individuals.
The research participants are members of three large
UK trade unions. The paper presents some interim
findings from one of the unions studied, located in the
education sector (N = 2,865), concerning which sup-
port mechanisms targets turned to and their perceived
helpfulness. Data is also presented on the action taken,
or withheld, by those who observed their fellow-workers
being bullied. The results indicated a tendency for tar-
gets of workplace bullying to utilise non-organisational
sources of support, including co-workers, in preference
to the formal support mechanisms provided by employ-
ers to resolve such issues. Peers were generally consid-
ered helpful. However, whilst a majority of bystanders
offered moral support, they were considerably less will-
ing to intervene overtly. This paper discusses the rea-
sons why co-workers withhold certain types of support,
and the demographic and workplace variables which
influence the decision to intervene or not. The dis-
cussion includes a consideration of ethical issues and
concepts like solidarity. These findings have a prac-
tical relevance in the face of the apparent failure of
employers to provide adequate support bullied employ-
ees. An understanding of the motives which drive col-
leagues to intervene or not in bullying incidents will
facilitate the development of programmes which har-
ness the potential of co-workers to challenge bullying
behaviour and support victims, which has previously
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been applied to workplace problems like sexual harass-
ment (Davey-Attlee & Rayner, 2007; Bowes-Sperry &
O’ Leary-Kelly, 2005).

RESILIENCE IN HIGH-RISK OCCUPATIONS

Boermans, S.M., Katholieke Universiteit Leuven, Leu-
ven, Belgium; Euwema, M.C., Katholieke Univer-
siteit Leuven, Leuven, Belgium; Korteling, H., TNO,
Soesterberg, The Netherlands

Abstract: High-risk occupations such as military, po-
lice, firefighters, and first responders are often char-
acterized by high levels of stress. Frequent exposure
to acute stress situations may deplete resources that
are needed for resisting the negative effects of acute
stress on performance and mental health, but also to
recover from it. As such, enhancing or refueling these
resources are of crucial importance for maintaining hu-
man resource capital in high-risk occupations. Our fo-
cal point is the relation between leaders and the re-
silience of their teams. Resilience refers to the capacity
to resist or bounce back from negative events. We dis-
cuss the role of leaders on resilience capacities of their
team. We present a systematic review of the litera-
ture on resilience and a qualitative study within the
military. The systematic review shows that theory has
traditionally focused on the negative impact of deploy-
ment on mental health. Recently, there is an increasing
interest in investigating psychological buffers against
stress. For instance, morale has been identified as a
positive psychological construct distinct from the con-
struct of depression. It is related to higher work en-
gagement during deployment and more perceived ben-
efits afterwards. Leaders are assumed to play a crucial
role in moral and team resilience because they may
have the most knowledge concerning the psychological
functioning of their teams and are the first in line to
have contact with their team after a critical incident.
However, few studies have tested this assumption and
little is known about how this relation is characterized.
For our qualitative study we systematically surveyed
military personnel to gain more insights into how the
relation between leaders and team resilience is charac-
terized. It can be concluded that leaders approach the
resilience of their team on an implicit level. Leaders
tend to focus on resistance to stress. We discuss how
a focus on resistance may not be an effective strategy
in the psychological aftermath of critical incident. We
discuss how communication about their knowledge and
meaning-making processes affect team resilience.

GLOBALIZATION,
MENTAL HEALTH

ORGANIZATIONAL CHANGE AND

Bamberger, S.G., Aalborg Hospital, Aalborg, Den-
mark; Larsen, A., General Outpatient Department,
Aalborg Psychiatric Hospital, Aalborg, Denmark; Vind-
ing, A.L., Planning, Quality and Analysis, North Den-
mark Region, Aalborg, Denmark; Nielsen, P., Depart-
ment of Economics, Politics and Public Administra-
tion, Aalborg University, Aalborg, Denmark; Fonager,
K., Department of Social Medicine, Aalborg Hospital,
Aalborg, Denmark; Nielsen, R.N., Department of Busi-
ness Studies, Aalborg University, Aalborg, Denmark

Abstract: Background: Due to globalization, free trade
agreements, new markets, and rapid advancements
within information and communication technologies
many companies face constant transformation poten-
tials and pressures. Implementation of organizational
changes is often used strategies by the companies
to meet the challenge. Few studies have been pub-
lished addressing possible associations between orga-
nizational changes and mental health although mental
health issues in the workplace have become an increas-
ing problem. Up to 22% of workers in the EU are
affected according to the European Agency for Safety
and Health at Work. Aim: To analyse for associa-
tions between transformation pressures, organizational
change and mental health summed up in the follow-
ing hypotheses: 1.The way companies manages trans-
formation pressures and potentials through organiza-
tional change will have an impact on the psychosocial
environment 2.Different types of organizational change
have different impacts on working conditions and men-
tal health 3.Individual resilience will modulate the ef-
fect of organizational change on mental health. Design:
A study with longitudinal exposure data and cross-
sectional employee survey data. Materials: Roughly
650 companies and 3,500 randomly selected employ-
ees. Data is obtained by questionnaires and registers.
Company-data is collected in 2006 and 2010, and em-
ployee data from 2010. Data collection is expected to
be complete by November 2010. Analysis: Exposure is
characterised by a matrix including competition pres-
sure and organizational change obtained by latent class
analysis. The outcome variable mental health is mea-
sured by symptoms of mental distress (SCL-90), use of
neuroleptics and sick leave. Multilevel analysis will be
applied in order to analyse the associations. Results:
Preliminary results will be presented at the conference.
Practical relevance: The study allows for identifica-
tion of potential harmful effects of transition pressure
and organizational change on both psychosocial work-
ing conditions (organizational level) and mental health
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(individual level). Further the study design enables
exposure and outcome to be analysed on multiple lev-
els ensuring higher reliability and validity than studies
solely relying on self-reported data. The cost-benefit
of organizational changes in regards to sick-leave can
be analysed due to information on the companies’ key
economic variables.

Symposium: New Perspectives on
Employee Recovery and Work Life Balance

Main topic area: Employee Well Being
Location: 2.7 Meuse (13:00-14:15)

Chairs: Oerlemans, W.G.M., Erasmus University Rot-
terdam, Rotterdam, The Netherlands; Binnewies, C.,
University of Mainz, Mainz, Germany

Abstract: In an ever more demanding workplace, ad-
equate recovery from work is crucial for employees to
maintain a high level of well-being. In this symposium,
we bring together scholars from different countries who
will present their research in the field of recovery and
work-life balance. The first study of Hahn et al. ad-
dresses the weekend and examines the role of recovery
experiences and experiences with the partner for well-
being. The second study of Kinnunen et al. examines
the interplay between job demands, psychological de-
tachment and sleeping problems over the period of one
year. Maier et al. will present a study on the role of
transformational leadership for employees’ recovery ex-
periences during leisure time. Oerlemans et al. inves-
tigate the role of happiness in the relationship between
leisure activities and employees’ well-being. Finally,
Stevens and Day conducted an intervention study, de-
signed to help employees manage stress and balance
their work and life activities. This symposium includes
five studies from four countries using different method-
ological approaches and samples to examine employees’
recovery during leisure time. We address both aca-
demics and practitioners in our session by discussing
the theoretical relevance and practical implications of
the presented studies.

HAVE A NICE WEEKEND WITH YOUR PARTNER! THE
ROLE OF PARTNERS AND RECOVERY EXPERIENCES
FOR RECOVERY DURING THE WEEKEND

Hahn, V.C., Unidversity of Mainz, Mainz, Germany;
Binnewies, C., Uniwersity of Mainz, Mainz, Germany;
Haun, S., University of Mainz, Mainz, Germany; Dor-
mann, C., University of Mainz, Mainz, Germany;
Schmidt, U., University of Mainz, Germany

Abstract: Spending time with one’s partner during the
weekend can be a source of positive experiences as well
as negative experiences. In this study, we examined
how specific recovery experiences (detachment, relax-
ation, mastery, and control) and positive and negative
experiences with one’s partner (support from partner
and conflict with partner) during the weekend influ-
ence recovery from job stress. We used positive and
negative affective states (positive activation, negative
activation, serenity, and fatigue) as well as satisfac-
tion with one’s private life as indicators of recovery.
Participants were 262 university professors who com-
pleted three online surveys: a general survey assess-
ing demographic data, one survey before the weekend,
and one after the weekend. We performed hierarchical
regression analyses controlling for affective states and
satisfaction with one’s private life before the weekend
to predict changes in affective states and satisfaction
with one’s private life after the weekend. Relaxation
and detachment during the weekend predicted changes
in negative activation, positive activation and serenity.
Control predicted a decrease in tiredness. Conflict with
the partner was associated with higher negative affec-
tive states after the weekend, whereas support from
the partner was associated with higher positive activa-
tion and increased satisfaction with one’s private life
after the weekend. Our findings underline that people
should use the weekend for mentally switching off from
work and for relaxing. Interventions such as recovery
training programs or specific relaxation interventions
are effective ways to learn how to switch off mentally
or relax during one’s leisure time. Reducing conflicts
and providing support in the partnership also benefits
employees recovery during the weekend.

THE RELATIONSHIP OF JOB DEMANDS AND SLEEP-
ING PROBLEMS ACROSS ONE YEAR: THE ROLE OF
PSYCHOLOGICAL DETACHMENT

Kinnunen, U., University of Tampere, Tampere, Fin-
land; Feldt. T., University of Jyvdskyld, Jyviskyld,
Finland; Mauno, S., University of Jyvdskyld,
Jyvaskyla, Finland; Siltaloppi, M.K., University of
Tampere, Tampere, Finland

Abstract: The aim of the present study is three-fold.
First, we examine whether high job demands and poor
psychological detachment predict sleeping problems,
such as insomnia, sleep onset problems and daytime
tiredness over time; second, we investigate whether
psychological detachment moderates the relationship
between job demands and sleeping problems. Finally,
we test for reverse causation, that is, whether sleep-
ing problems predict poor psychological detachment
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over time. The study is based on one-year longitu-
dinal data gathered among 274 employees working in
five Finnish organizations from different sectors and
jobs. The results of hierarchical regression analyses
gave more support for reverse causation than normal
causation; thus, high job demands at work and sleep-
ing problems at Time 1 predicted poor psychological
detachment at Time 2 after psychological detachment
and background factors at Time 1 were controlled for.
Although high job demands and poor psychological
detachment at Time 1 also seemed to predict sleep-
ing problems at Time 2, these relationships were not
present when sleeping problems at Time 1 were con-
trolled for. However, daytime tiredness at Time 2 was
predicted by poor psychological detachment at Time 1
and not vice versa. In addition, high psychological de-
tachment moderated the relationship between high job
demands at Time 1 and sleep onset problems at Time
2, but this moderator effect disappeared when sleep on-
set problems at Time 1 was added into the equation.
The study revealed that the longitudinal relationships
between job demands, psychological detachment and
sleeping problems are complex and dependent on the
type of the sleeping problem examined.

WHEN LEADERSHIP INFLUENCES RECOVERY DUR-
ING LEISURE TIME: THE RELATIONSHIP BETWEEN
TRANSFORMATIONAL LEADERSHIP AND EMPLOYEES’
DETACHMENT, RELAXATION, MASTERY, AND CON-
TROL

Maier, C., University of Trier, Trier, Germany;
Scherp, E., Uniwersity of Trier, Trier, Germany; An-
toni, C., Undversity of Trier, Trier, Germany

Abstract: While a growing body of research focuses
on the role leaders assume in supporting employees’
well-being and health, the relationship between recov-
ery and leadership has not been analyzed. We argue
that transformational leadership support employees to
recover from stress and gain new resources. Specific
facets of transformational leadership may assume a key
role in influencing recovery experiences such as detach-
ment, mastery, relaxation, and control. The facet indi-
vidualized consideration reflects leaders expressing con-
cern for employees and taking their individual needs
into account, which might impact employees to detach
and relax from work-related duties or problems. At the
same time, intellectual stimulation and developmental
transformational leadership enhance employees’ inter-
est in problems, increase their ability to think about
problems in new ways, and encourage them to im-
prove their skills. This facet may be related to em-
ployees taking off-job activities that provide challeng-

ing and learning opportunities. Also, by developing
and empowering employees and through the expres-
sion of personal recognition employees’ perception of
control during leisure time might be enhanced. The
study is part of a work-learn-life balance project in the
IT sector. 264 employees participated in the study.
Established leadership and recovery scales were used.
The results show that individualized consideration is
the key facet influencing detachment as well as relax-
ation. For mastery, intellectual stimulation explains
the largest amount of variance. Unexpectedly, vision
had the largest impact on employees’ feeling of control
during leisure time. Thus, the study indicates the im-
portance of leaders to consider that their behavior has
an impact on employees’ recovery experiences during
leisure time.

How FEELING HAPPY HELPS TO SUCCESSFULLY RE-
COVER FROM WORK: A DAY RECONSTRUCTION
STUDY

Oerlemans, W.G.M., Erasmus University Rotterdam,
Rotterdam, The Netherlands; Bakker, A.B., Erasmus
University Rotterdam, Rotterdam, The Netherlands;
Demerouti, E., Findhoven University of Technology,
FEindhoven, The Netherlands

Abstract: Research on recovery did not yet address the
role of happiness during specific leisure activities and
its impact on recovery from work. However, happi-
ness may moderate the impact of leisure activities on
recovery from work in several ways. For instance, ex-
periencing happiness during relaxation activities may
help to loosen the hold that psychological or physio-
logical load reactions have gained on a persons’ mind
and body. Also, experiencing happiness during work-
related activities may make employees more resilient
to load reactions that result when employees continue
to draw on work-related resources during leisure time.
Further, experiencing happiness during social activi-
ties may facilitate daily recovery, because happy indi-
viduals are more likely to receive social support. Us-
ing a day reconstruction method, 384 employees recon-
structed their daily leisure activities, their happiness
derived from leisure activities, their recovery from work
at bedtime and their daily vigor over a two-week pe-
riod. HLM modeling was used to predict intra-personal
changes over time. Results indicated that work-related
and household activities related negatively to recovery
before sleep, but only when momentary happiness dur-
ing such activities was low. Further, social and phys-
ical activities related positively to recovery, but only
when momentary happiness was high. Interestingly,
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relaxation activities did not relate significantly to re-
covery when happiness was high, but had a negative
effect on recovery when happiness was low. Finally, re-
covery from work had a positive effect on next days’
vigor and happiness. These findings demonstrate that
how well employees recover from work depends on the
experienced enjoyment during leisure activities.

EXAMINING THE IMPACT OF A COACHING INTERVEN-
TION ON RECOVERY EXPERIENCES

Stevens, S., Saint Mary’s University, Halifax, Canada;
Day, A., Saint Mary’s University, Halifax, NS,
Canada

Abstract: Despite the accumulating evidence of the
positive effects of recovery experiences on employee
well-being (e.g., Siltaloppi et al., 2009; Sonnentag &
Fritz, 2007; Sonnentag et al., 2010), little is known
about the extent to which recovery experiences can be
increased. Therefore, the goal of this study was to
assess the influence of a job stress and work-life bal-
ance intervention (ABLE: Achieving Balance in Life &
Employment) on recovery experiences, and to exam-
ine whether recovery experiences mediate the impact
of the intervention on strain outcomes. The 12-week
ABLE intervention is a phone-based coaching program
and is designed to help employees manage stress and
balance their work and life activities. The program
incorporates both cognitive-behavioral and relaxation
strategies for dealing with stress and includes individ-
ually tailored education on practical topics, such as
time management, prioritization, and daily recovery
activities and experiences. Participants in the inter-
vention were encouraged to implement recovery activ-
ities into their daily lives, and they discussed their
progress with a coach on a weekly basis. Employees
(N=56 in intervention group; 46 in control group) com-
pleted a survey including measures of recovery experi-
ences and strain outcomes both before and after the
intervention.Compared to the control group, the in-
tervention group had a significant increase in several
recovery experiences (i.e., psychological detachment,
relaxation, control, social affiliation, physical activity,
and hope/optimism) over the 12 weeks of the program.
MANOVA results suggested that recovery partially me-
diated the effects of the intervention on strain. These
findings demonstrate the importance of interventions
as a way of increasing employee recovery experiences
and, in turn, reducing employee strain.

Presentations: Organizational Change
Management

Main topic area: Organizational Change and Develop-
ment

Location: 2.9 Euphrates (13:00-14:15)
Chair: Tucker, D.A., Imperial College, London, UK

MANAGERIAL AMBIVALENCE IN THE IMPLEMENTA-
TION OF DOWNSIZING PROGRAMMES: A STUDY OF
INDIA’S MANUFACTURING SECTOR

Noronha, E., Indian Institute of Management Ahmed-
abad, Ahmedabad, India; D’Cruz, P., Indian Insti-
tute of Management Ahmedabad, Ahmedabad, India;
Arora, B., Indian Institute of Management Ahmedabad,
Ahmedabad, India

Abstract: Studies on the micro-level impact of organ-
isational downsizing, though limited, have focussed
on victims and survivors while implementors have re-
mained a largely ignored group despite the vital role
they play in the process. Addressing this gap, the
present study examined the lived experiences of human
resource (HR) managers implementing a downsizing
programme in 2 manufacturing organisations in India.
Rooted in van Manen’s hermeneutic phenomenology,
conversational interviews were conducted and senten-
tious and selective thematic analyses were undertaken.
‘A necessary evil’ emerged as the core theme captur-
ing the essential meaning of participants’ experiences,
underscoring participants’ ambivalence. On the one
hand, participants were aware of the importance of
the downsizing scheme for the organisation’s continued
survival and competitive advantage, particularly under
the global economy. Participants also acknowledged
that executing this programme was a part of their jobs
and failure to do so put their own positions in peril.
On the other hand, participants were acutely aware of
and disturbed by the upheaval such change unleashed
within the organization in terms of the psychological
contract of employment and the organizational culture.
That downsizing represented a life-change event which
generated strain, uncertainty and turmoil for victims
and their families could not be denied. Moreover, par-
ticipants’ distress was exacerbated by their lack of pre-
paredness to perform the role of a downsizing man-
ager since nothing in their training or experience as
HR managers had oriented them to such a task. While
ambivalence is increasingly being recognised as an in-
herent aspect of modern workplaces, it remains to be
explored in this context. The study is step in this direc-
tion, contributing to our understanding that workplace
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ambivalence refers to individuals’ concomitantly com-
peting affective, cognitive and behavioural responses
to the range of entities (including but not limited to
artifacts, processes and relationships) associated with
and encountered in the world of work and highlight-
ing participants’ vacillation between individuation and
conformity and between identification and disidentifi-
cation. The findings demonstrate the importance of
including downsizing implementation training in HR
curricula, apart from highlighting managers’ need for
support in the execution of this task.

PLANNING FOR MAJOR SERVICE AND INFRASTRUC-
TURE TRANSITIONS: AN INTERNATIONAL COMPARA-
TIVE STUDY.

Tucker, D.A., Imperial College, London, UK; Hendy,
J., Imperial College, London, UK ; Barlow, J., Imperial
College, London, UK

Abstract: Organisational restructuring is very common
but in situations where it occurs simultaneously with
the redesign of an organisation’s physical infrastruc-
ture the challenges multiply. Such radical organisa-
tional change requires careful planning and manage-
ment, with the involvement of all stakeholders, within
a time critical period. Healthcare services are undergo-
ing rapid and fundamental change through innovation
in technology and new policy imperatives, with impli-
cations for how services are organised and delivered
and for their underlying built infrastructure. Managing
these changes to enable a smooth transformation from
an old to a new model of care is critically important
for healthcare organisations if services are to be main-
tained with minimal disruption. This paper presents
initial analysis from the first stage of a three year
longitudinal study of the transition between old and
new hospital models in the US, UK and Canada. We
use case studies of acute hospitals undergoing change
in their care processes (a redesign around single bed
rooms) alongside a move to a new-build facility. Each
has taken a different approach to planning and manag-
ing the transition. We ask whether strategic change ef-
forts of an organisation align with the organisation’s in-
tentions. Early indications suggest that approaches to
strategic change align closely with organisational cul-
ture, but with this culture dysfunctional rigidities re-
main and may replay with the new structure. Where an
approach to transition planning is internally focused,
the resulting lack of dissent from a wider perspective
inhibit innovation and lead to Group think’. On the
other hand, an excessive need for external validation
from stakeholder groups can inhibit the progress of im-
plementation. We analyse the generic lessons in terms

of planning, stakeholder engagement and social influ-
ence in line with literature from strategic change, social
accounts and organisational psychology.

EXPLORING ORGANIZATIONAL CHANGE WITH THE
MODEL OF ORGANIZATIONAL RHYTHMICS-A CASE
STUDY IN 9 ORGANIZATIONS.

Poels, T., Ordina, Universiteit van Amsterdam, Lei-
dschendam, The Netherlands; Klein Hesselink, J.,
TNO, Hoofddorp, The Netherlands; Kielema, J., Or-
dina / Radboud Universiteit Nijmegen, Nijmegen, The
Netherlands

Abstract: Exploring organizational change with the
model of organizational rhythmics; a case-study in
9 organizations.  Author Poels, Truus, Ordina /
Universiteit van Amsterdam Co-author(s) Klein Hes-
selink, John, TNO, Hoofddorp, Nederland; Kielema,
Joop, Ordina/Radboud Universiteit Nijmegen, Neder-
land Presentation Preference Oral presentation in sym-
posium Abstract text (including references) A success-
ful organizational change depends on many factors.
The model of organizational rhythmics can judge the
rhythm theme’s in a situation of change and the infor-
mation of these underlying mechanism can give more
direction to an organizational change. Aim The aim
of this study was to explore the experience of man-
agers and employees in organizational change processes
with the model of organizational rhythmics for optimiz-
ing the rhythmics characteristics in a change process.
In this survey no attention was paid to the content
of the change process, but only to the rhythmics as-
pects. For each organization an organizational change
was described and analysed. Through this analysis the
areas for improvement are detected: where should an
organization stimulate the energy and vitality by ad-
justing the rhythmical parameters. Method By inter-
views with representatives of 9 organizations a organi-
zational change was detected. For 500 participants a
0-measurement and a final measurement by a digital
questionaire was developed and used. Also were in-
terventions explored for the 9 cases of organizational
change. Results With the study of organizational
change and the model of organizational rhythmics you
can measure the organizational rhythmics. During an
organizational change, the rhythmics themes can be
mapped in rhythmic schedules. Conclusions The in-
formation from the questionnaire (0-measurement and
final measurement) can give a positive effect to organi-
zational change. The applicability of the questionnaire
organizational rhythmics’ was tested in this studie with
9 different organizations and 500 participants. In Q1
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2011 further information of the study exploring organi-
zational change with the model of organizational rhyth-
mics’ is available. In our presentation we present the
results of the measurements and the first results of the
interventions.

STAKEHOLDERS’ VIEWS AND STRATEGIES FOR LEARN-
ING AND CHANGE DURING THE IMPLEMENTATION OF A
MULTI PROFESSIONAL HEALTH PROMOTING PROGRAM
FOR CHILDREN

Nystrom, M., Karolinska Institute, Stockholm, Swe-
den; Hoog, E., Umea University, Umea, Sweden; Gar-
vare, R., Lulea University of Technology, Lulea, Swe-
den; Stening, L., Umea University, Umea, Sweden

Abstract: Traditional views on the spread of knowledge
and learning in health care have been criticized as being
overly linear, simplified and rational, leading to a slow
progress of clinical praxis. The purpose of the study
was to explore the views on learning and change of
two management levels of a Swedish long-term county
wide health promoting program for children. The sev-
enteen respondents were all directly involved in the pro-
gram, either in the group for strategic management or
in the group for process operations including process
facilitation. Data were collected via semi-structured
interviews and process diaries, complemented by meet-
ing protocols and agendas for development interven-
tions. Data cover four years of the development and im-
plementation process, 2004-2008. Analyses were per-
formed iteratively, starting with content analyses and
continuing with directed analyses in order to test hy-
potheses. The results indicate both differences and de-
velopment over time concerning the respondents’ views
on the target groups and on processes of learning and
change. Insights on important conditions for change
were expressed, but so were also conflicting views and
expectations between the actors involved. In compar-
ison to the process management group the strategic
management group expressed a more holistic view of
the program and its progress. There were also differ-
ent views on expectations, roles and competences of in-
volved process facilitators. The insights stated by pro-
cess management team members regarding how learn-
ing should be most effectively promoted were not fully
followed through in agendas and meetings during im-
plementation. A conclusion is that basic views on how
people learn and change their behavior are fundamen-
tal for how a change program will be executed. The
practical implications of the study is that involved ac-
tors’ assumptions of on what it is that best promotes
learning and behavioral change, and how this should

be translated into plans, strategies and specific behav-
iors of change agents, has to be thoroughly penetrated
in relation to the specific change, target context and
group, preferably during the early stages of a change
program, in order to promote its success.

THE BENEFITS OF PARTICIPATIVE CHANGE MANAGE-
MENT

Emans, B.J.M., University of Groningen, Groningen,
The Netherlands; Bouma, J.T., University of Gronin-
gen, Groningen, The Netherlands; Verhoef, P.C., Uni-
versity of Groningen, Groningen, The Netherlands

Abstract: Seven variables, ranging from individual level
to organizational level attributes, were hypothesized
to mediate the causality that supposedly relates em-
ployee participation (the involvement of employees in
decision making processes related to an organizational
change program) to implementation (the effectiveness
of change program implementation). The hypotheses
were tested by means of an employee survey in sixteen
financial firms in the Netherlands where Customer Re-
lationship Management (CRM) systems were being in-
troduced. Most of the correlations between employee
participation and the seven hypothesized mediators -
as well as between those mediators and implementa-
tion effectiveness- were significant and in accordance
with the hypotheses. However, multilevel analyses re-
vealed that only three of the hypothesized mediators
played their mediating role independently of the other
ones. The three independent mediators that showed up
were: employee satisfaction, employees’ trust in their
colleagues, and employees’ feelings of being trusted by
their colleagues. Individual satisfaction as a response
to participation on the one hand, and interpersonal
trust as a consequence of participation on the other
hand, thus appears to account for the positive impact
of employee participation on the effectiveness of the
implementation of CRM-systems. With these findings
the study’s outcomes enrich the existing knowledge of
factors that play a role in CRM-introduction processes
and add -in a more general sense- to the understanding
of the mechanisms that make an employee participa-
tion approach of change management work.

Symposium: I-deals: what are they and
when are they beneficial?

Main topic area: Changing Employment Relations

Location: Auditorium 1 (13:00-14:15)
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Chairs: Bal, P.M., Erasmus University Rotterdam,
Rotterdam, The Netherlands; Freese, C., University of
Tilburg, Tilburg, The Netherlands

Abstract: Idiosyncratic deals (I-deals) are an emerg-
ing concept that addresses the trends in employment
relationships to individualize HR practices. This con-
cept was coined by Denise Rousseau in 2001, describing
personalized, non-standard employment conditions ne-
gotiated between individual employees and their em-
ployers that are beneficial to both parties. In times
where labor market policies are aimed at flexibility and
decentralization of employment arrangements, I-deals
are a fruitful direction in which modern employment
relationships develop. However, only a very few stud-
ies (theoretical or empirical) on I-deals have been pub-
lished to date. This symposium brings together the-
oretical and empirical studies on I-deals from differ-
ent perspectives (employees, co-workers, HR managers
and organizations) and from different countries (China,
Belgium, and the Netherlands) to start the debate on
how to measure i-deals, which forms they may take and
in which contexts they are most effective. The first pa-
per of Hornung and Rousseau deals with the content
of I-deals, and answers the question of how I-deals de-
velop and how they can be best measured. The sec-
ond paper by Nauta and Pater and the third paper of
Bal and colleagues investigate under what conditions I-
deals are positively related to outcomes, based on the
hypothesis that success of I-deals is contingent upon
the social context. The fourth paper by Freese and
colleagues takes the perspective from the employer and
deepens understanding of the conditions under which
I-deals can be successfully implemented in organiza-
tions. The final paper by Theunissen and Selsinvesti-
gates the perspective of co-workers in judging the fair-
ness of I-deals employees negotiate with their employer.
In sum, this symposium presents the state-of-the-art in
research on I-deals using mixed-methods designs, from
multiple perspectives within the organization.

MEASURING IDIOSYNCRATIC DEALS: A REVIEW AND
PRIMER

Hornung, S., The Hong Kong Polytechnic University,
Hong Kong, China; Rousseau, D.M., Carnegie Mellon
University, Pittsburgh, USA

Abstract: Idiosyncratic deals (i-deals) are an emerg-
ing concept reflecting trends towards individualization
in human resource practices. Personalized agreements
of a nonstandard nature negotiated between individual
employees and their employer, i-deals are character-
ized by heterogeneity in content, scope, and process
of formation. The presentation will discuss challenges

in assessing the construct’s full breadth and complex-
ity. Survey instruments will be reviewed and propo-
sitions developed how to further refine and broaden
the measurement of i-deals by more explicitly taking
into account different content and process character-
istics. Content measures allow insights into the het-
erogeneity of personalized arrangements and their dif-
ferential antecedents and outcomes depending on the
type of resources bargained for. A recent study sup-
ports a 4-dimensional structure of i-deals regarding a)
work tasks; b) career development; c¢) time flexibil-
ity; and d) workload reduction. Generalizability and
context-specifity of i-deal content and additional di-
mensions, such as compensation and location of work,
and work relationships are discussed. Process measures
open up possibilities to specify negotiation context and
conditions, such as ex ante or ex post timing, em-
ployee or employer initiation, bargaining partners, or
unsuccessful negotiation attempts. For the most part,
these theoretically important influencing factors have
not been studied. We conclude with discussing ways
in which different combinations of content and process
characteristics can be specified in survey instruments
to test theory regarding the independent and interac-
tive effects of i-deal content and negotiation process.
Whereas a comprehensive assessment may not always
be feasible, too narrow or unspecific measurement may
bias results by downplaying heterogeneity in the con-
tent and creation of i-deals.

IDIOSYNCRATIC DEALS AND EMPLOYABILITY

Nauta, A., University of Amsterdam, Amsterdam, The
Netherlands; Pater, 1. de, University of Amsterdam,
Amsterdam, The Netherlands

Abstract: In this paper, we will explore the relationship
between idiosyncratic deals (i-deals) and employability.
In her 2005 book on idiosyncratic deals, Rousseau ar-
gues that i-deals are a possible source of flexibility and
innovation, because i-deals result from an exploration
of new ways to integrate the interests of both the em-
ployee and the employer. Hence, i-deals may serve the
employability of individual workers, because they refer
to agreements on better ways to perform their job and
develop their skills. However, it might be questioned
whether i-deals always work out positively for work-
ers. Different employees might receive i-deals for dif-
ferent reasons; those with ‘high potential’ (e.g. young
and highly educated employees) might get i-deals to
enhance career opportunities, whereas those with less
potential might get i-deals to solve work-related prob-
lems, for example solving increased difficulties with
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night-duties as workers grow older. We therefore hy-
pothesize that i-deals will be related positively to em-
ployability for young and/or highly educated workers,
whereas i-deals will be related negatively with employ-
ability for older and/or low educated workers. We test
these hypotheses in a sample of hundreds of employ-
ees and their superiors within seven University Medical
Centers within the Netherlands. Practical implications
of the results are discussed, especially the implication
that i-deals may work out negatively for older workers:
their employment relationship with their current orga-
nization might become too idiosyncratic, resulting in
less attractive employment alternatives elsewhere, and
hence, decreased employability.

MOTIVATING EMPLOYEES TO WORK BEYOND RE-
TIREMENT: A MULTI-LEVEL STUDY OF THE ROLE
OF I-DEALS AND ESTABLISHMENT CLIMATE

Bal, P.M., FErasmus University Rotterdam, Rotter-
dam, The Netherlands; Jong, S. de, University of St.
Gallen, St. Gallen, Switzerland; Jansen, P.G.W., VU
University Amsterdam, Amsterdam, The Netherlands;
Bakker, A.B., Erasmus University Rotterdam, Rotter-
dam, The Netherlands

Abstract: Due to an aging workforce, many organiza-
tions try to retain their older workers and to motivate
them to continue working after retirement. The present
study investigates the role of two types of individual-
ized deals (I-deals) between employee and organization
in employee motivation to continue working after re-
tirement. Based on Personality Development Theory,
we hypothesized flexibility I-deals to be positively re-
lated to motivation to continue working because with
increasing age, people have increasingly different pref-
erences for work arrangements to be able to continue
working. Moreover, the study investigates the moder-
ating role of two types of establishment climate (ac-
commodative and development) in the relationship of
development I-deals with motivation to continue work-
ing. It was expected that development I-deals are pos-
itively related to motivation to continue working un-
der conditions of low accommodative and high devel-
opment climate, because in these climates, actual use
of development is stimulated such that employees will
be more highly motivated to continue working. Results
of a multilevel study among 1083 employees in 24 es-
tablishments supported the expectations. The study
contributes to the research on motivating employees
to continue working after retirement, by showing the
crucial role of I-dealsand organizational climate.

FLEXICURITY, ORGANIZATIONAL CONTEXT AND THE
ROLE OF I-DEALS IN HR STRATEGY

Freese, C., University of Tilburg, Tilburg, The Nether-
lands; Paauwe, J., Tilburg University, Tilburg, The
Netherlands; Schalk, R., Tilburg University, Tilburg,
The Netherlands

Abstract: One of the main challenges facing the EU
countries today is balancing the demand for more flex-
ibility of the labor markets and at the same time pro-
viding new types of security to employees (i.e. creating
flexicurity). In which ways individual organizations in-
corporate flexicurityin their strategies is still to be ex-
plored. Idiosyncratic deals, defined as “personalized
agreements of nonstandard nature that individual em-
ployees negotiate with their employers regarding terms
that benefit them both” (Rousseau, 2006) may create
a new source of flexibility and contribute to new forms
of security. To investigate whether i-deals could play
a role in the new employment relationship, 44 strate-
gic HR managers of leading Dutch organizations were
interviewed. A model was developed to distinguish be-
tween different organizational contexts and the kinds
of i-deals that were offered.

THE IMPACT OF NEED AND MERIT PERCEPTIONS IN
EVALUATING THE DISTRIBUTIVE JUSTICE OF DIFFER-
ENT TYPES OF COWORKER-SPECIFIC WORK ARRANGE-
MENTS

Theunissen, G., KU Leuven, Leuven, Belgium; Sels, L.,
Katholieke Universiteit Leuven, Leuven, Belgium

Abstract: Employee-specific work arrangements (of
which i-deals can be considered a special case) are in-
creasingly used by organizations to accommodate the
needs of individual workers. To make such arrange-
ments work, it is often necessary that coworkers sup-
port or at least accept the accommodation. One of the
major drivers of acceptance is whether coworkers per-
ceive the arrangement as distributively fair. Following
Colella (2001), we hypothesize that justice judgments
about a favorable allocation to a peer are informed by
merit (does coworker deserve special treatment) and
need perceptions (does coworker need special treat-
ment). Building on resource theory (Foa, 1980) and
justice judgment theory (Leventhal, 1980), we posit
that the impact of merit and need perceptions varies
with the content of the coworker arrangement. To
test these assumptions, we collected survey data among
5312 Flemish employees who could recall a recent situ-
ation in which a coworker was granted a favorable ‘ex-
ceptional arrangement or benefit’ (several filter ques-
tions were used to establish the existence of an allo-
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cation sufficiently salient to elicit a justice evaluation).
Respondents were subjected to a series of retrospective
questions on this particular arrangement and its ben-
eficiary (i.e. the coworker). Our results indicate that
merit and need are indeed major considerations when
judging the fairness of coworker-specific arrangements.
Coworker’s merit is especially salient when evaluating
financial deals, while need perceptions are particularly
important in case of flexibility-related arrangements.

Symposium: Psychological detachment
from work, has it a bright and a dark side?

Main topic area: Employee Well Being
Location: Auditorium 2 (13:00-14:15)

Chairs: Jonge, J. de, Findhoven University of Tech-
nology, Findhoven, The Netherlands; Geurts, S.A.E.,
Radboud University Nijmegen, Nijmegen, The Nether-
lands

Abstract: The present symposium focuses on psycho-
logical detachment from work as a recovery mechanism.
This concept is described as an individual’s sense of
being away from work. It is often assumed that de-
tachment from work is crucial for recovery to occur
and has primarily beneficial outcomes in terms of im-
proved psychological health. But relationships with
other outcome measures, like performance, may not
be so obvious. There is some evidence that not de-
taching from work is related to more creativity and
better performance. Therefore, the key question of
this symposium is: Does psychological detachment
from work contribute to the recovery process, under
what circumstances, and are there unfavourable side-
effects?Sonnentag et al. (contribution 1) will discuss
the potentially vicious cycle between emotional exhaus-
tion and psychological detachment. In a short-term
longitudinal study, it was investigated if emotional ex-
haustion predicts a decrease in detachment from work,
and if time pressure and lack of positive leisure expe-
riences act as potential moderators. Results suggest a
negative spiral: under specific adverse conditions (i.e.
high time pressure and missing pleasure during leisure
time), emotional exhaustion may increase the difficulty
to unwind during off-job time.Westman et al. (contri-
bution 2) will discuss whether business trips may break
through such a vicious circle. By using the results from
qualitative interviews, it will be shown that business
trips have losses but also gains, such as positive feelings
towards the trip and the benefit of being mentally and
physically away from daily work stressors and routines.
Like a business trip, also a vacation can be considered

as a potentially powerful recovery intervention. Geurts
et al. (contribution 3) will show in a 5-week longitudi-
nal field study that a short vacation has a strong - but
not very long lasting - positive effect on psychological
health, and that relaxation and detachment from work
improve and prolong the positive health effect of vaca-
tion from work.In the final contribution (contribution
4), Spoor et al. will show in a two-wave panel study
how job demands, job resources and detachment are
related to health complaints and performance. Contro-
versially, it was found that in case of high cognitive job
demands, high cognitive detachment is not preferable
for concentration, suggesting that cognitive function-
ing may be improved by not detaching from work. So,
in this symposium we will discuss whether psychologi-
cal detachment from work has only a bright side, or a
—not yet fully discovered - dark side as well

ENTERING A VICIOUS CYCLE: EMOTIONAL EXHAUS-
TION AND LACK OF PSYCHOLOGICAL DETACHMENT
FROM WORK DURING NON-WORK TIME

Sonnentag, S., University of Mannheim, Mannheim,
Germany; Arbeus, H., University of Konstanz, Kon-
stanz, Germany; Mahn, C., University of Konstanz,
Konstanz, Germany

Abstract: Evidence from longitudinal research indi-
cates that lack of detachment predicts an increase in
emotional exhaustion one year later, suggesting that
lack of detachment contributes to the deterioration
of well-being over time. However, when looking at
shorter-term processes, one might also expect that peo-
ple who are exhausted find it more difficult to detach
— particularly when facing adverse conditions on or off
the job.A sample of 108 persons with diverse occupa-
tional backgrounds completed two surveys with a time
lag of four weeks. Multiple regression analysis control-
ling for, among others, the initial level of psychological
detachment, showed that a high initial level of emo-
tional exhaustion predicted a decrease in psychologi-
cal detachment from work over time. The association
between high exhaustion and decrease in detachment
occurred particularly for employees who faced a high
level of time pressure and who missed pleasure during
their leisure time. Low time pressure and finding plea-
sure during leisure time, however, buffered the associ-
ation between exhaustion and lack of detachment.Our
findings suggest that under specific adverse conditions
emotional exhaustion may increase the difficulty to un-
wind during off-job time. This difficulty to unwind
may — over time — contribute to a vicious cycle when
the lack of detachment will further increase exhaustion.
Therefore, it is important that employees who tend to
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be emotionally exhausted develop strategies and daily
routines that help them to mentally detach from work
during non-work time. They should focus on positive
leisure experiences and find ways to avoid time pressure
at work.

RECOVERY DURING BUSINESS TRIPS

Westman, M., Tel Aviv University, Tel Aviv, Israel;
Chen, S., Tel Aviv University, Tel Aviv, Israel; Etzion,
D., Tel Aviv University, Tel Aviv, Israel

Abstract: Most researchers regard business trips as a
source of stress to travellers. However, several stud-
ies have also demonstrated positive effects of business
trips. It seems that business trips are a dual experience,
consisting of demands and resources, losses and gains,
all impacting on the well-being of travellers. As recov-
ery is the process of replenishing depleted resources,
our aim is to look at business trips as a kind of respite
which enables recovery to the travellers. By leaving the
regular working site and distancing themselves from
daily routine, travellers may not only stop the loss of
resources resulting from job and family demands, but
may also gain resources. Thus, business trips can in-
terrupt loss spirals and create gain spirals. In order to
find out what the mechanisms are that enable travellers
to recover during a business trip, we have interviewed
83 business travellers (64 men and 19 women). The
open-ended questions addressed positive and negative
travel experiences, coping strategies and resources lost
and gained during the trip. Results showed that the
business trips have both losses and gains. The main
gains were a) positive feelings towards the trip (e.g.,
excitement and fulfilment), and b) the benefit of be-
ing physically and psychologically detached from work
and family. The travellers reported two personal re-
sources (i.e., perceived trip control and family and or-
ganizational support) and reactive coping (i.e., dealing
with problems as they come along) and proactive cop-
ing (i.e., anticipating problems and actively preparing
to deal with them) as strategies that helped them re-
cover. Thus, business trips may create a possibility to
recover from chronic daily job and family stress.

DO SHORT VACATIONS HELP US TO RECOVER AND DE-
TACH FROM WORK?

Geurts, S.A.E., Radboud University Nijmegen, Be-
havioural Science Institute, Nijmegen, The Nether-
lands; Bloom, J. de, Radboud University Nijmegen, Ni-
jmegen, The Netherlands; Kompier, M.A.J., Radboud
University Nigmegen, The Netherlands

Abstract: It was investigated 1) whether employee
health improves during a short vacation (4-5 days) and
how long this improvement lasts after returning home
and resuming work?, and 2) to what extent vacation
activities and experiences explain the health improve-
ment during and after a short vacation?Eighty workers
reported their psychological health (e.g., health sta-
tus, mood, fatigue, tension, energy level, satisfaction)
two weeks before vacation (Pre), during vacation with
their spouse (Inter), on the day of return (Post 1), and
on the 3rd and 10th day after returning home (Post
2 and Post 3, respectively).The results showed strong
improvements in psychological health during short va-
cations (d=0.88), although this effect faded out rather
quickly. Multiple regression analysis controlling for,
among others, the level of psychological health before
vacation (Pre), showed that employees reported higher
psychological health during vacation, the more relaxed
and psychologically detached they felt, the more time
they spent on conversations with the spouse, the more
pleasure they derived from their vacation activities,
and the lower the number of negative incidents during
vacation. Experiences of relaxation and detachment
from work positively influenced psychological health
even after returning home. Working during vacation
negatively influenced psychological health after vaca-
tion.A short vacation is an effective, though not very
long lasting, ‘pill’ to improve employees’ psychological
health. While working and negative incidents during
vacation should be prevented, investing time in conver-
sations with the spouse, relaxation, detachment from
work and engagement in pleasant activities should be
encouraged to boost and prolong the positive health
effect of vacation from work.

SIT BACK AND RELAX? THE LONGITUDINAL RELA-
TION BETWEEN JOB DEMANDS, JOB RESOURCES, OFF-
JOB RECOVERY AND JOB RELATED HEALTH

Spoor, E., Findhoven University of Technology, Eind-
hoven, The Netherlands; Jonge, J. de, Eindhoven Uni-
versity of Technology, FEindhoven, The Netherlands;
Hamers, J., Maastricht University, Maastricht, The
Netherlands

Abstract: The long term effect of the interaction be-
tween demands, resources and recovery on the one
hand and health complaints on the other is still un-
clear. This relationship is tested in a two-wave (1-year)
panel study among 113 health care workers. Off-job re-
covery was defined as detachment from work. Based on
the principles of the Demand-Induced Strain Compen-
sation (DISC) model, it was hypothesized that high
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job resources as well as high levels of detachment mod-
erate the lagged relation between high job demands
and health complaints. In case of emotional exhaus-
tion and physical complaints, after controlling for time
1 variables, no interaction effects of job demands, job
resources, and detachment were found. In case of con-
centration problems, the results showed that cognitive
resources buffer the relation between high cognitive job
demands and concentration problems one year later.
Contrary to expectations, it was found that in case of
high cognitive job demands, high cognitive detachment
is not preferable for concentration. These results are
relevant for practice. Whereas off-job recovery may be
important to prevent health complaints, it may not be
a panacea. In case of high cognitive job demands, not
detaching may be important to prevent concentration
problems.

13:30-14:30

Posters session: Health and Intervention

Location: Expo (13:30-14:30)

UNIVERSITIES AND HOSPITALS UNDER THE LOGIC OF
THE MARKET: PSYCHOSOCIAL IMPLICATIONS

Goulart, P. martins, Universidade do Extremo
Sul Catarinense-UNESC, Criciuma, Brazil; Blanch,
J.M., Universitat Autonoma de Barcelona, Barcelona,
Spain; Bobsin, T.B., Universidade do Extremo Sul
Catarinense-UNESC, Criciima, DBrazil; Borowisk
Batista, S.B. von, Universidade do FExtremo Sul
Catarinense-Unesc, Criciuma, Brazil

Abstract: Introduction. The restructuration of univer-
sities and hospitals guided by the logic of the politi-
cal economy of the market translates into changes and
experience, and also the meaning of work as well as
the values, ethics and professional roles. Objective:
To evaluate the impact of applying the paradigm of
business in universities and hospitals on quality of life
on the workplace and the workers psychological well-
being .Method. It was interviewed a total of 1252,
teachers and practitioners of medicine and nursing, re-
spectively, who work in universities and public hos-
pitals in Brazil, Chile, Colombia and Spain, A ques-
tionnaire with closed and open questions and also a
semi-structured was applied . Results. It was noticed
favorable aspects identified as coming from the univer-
sity and hospital restructuring (especially regarding the

material and technical work conditions) and were ob-
served psychosocial implications, especially regarding
the psychological strain.

ADULT ATTACHMENT STYLES AND ITS INFLUENCE ON
COPING WITH STRESSFUL EVENTS

Pheiffer, G., London Metropolitan University, London,
UK ; Buch, N., London Metropolitan University, Lon-
don, UK; Lonergan, K., London Metropolitan Univer-
sity, London, UK ; Pritchard, N., London Metropolitan
University, London, UK

Abstract: Attachment style is defined as the ’sys-
tematic patterns of expectations, needs, emotions,
emotion-regulation, and social behaviour’ (Shaver &
Mikulincer, 2002, p. 134), and has been used through-
out developmental and social psychology as a frame-
work for studying interpersonal relationships (e.g.
Ainsworth, Blehar, Waters, & Wall, 1978; Hazan &
Shaver, 1987). Increasingly this framework has been
applied to organisational and work settings, as diverse
as leadership to preferences for employment contracts.
Adult attachment style also appears to influence help
seeking and feedback behaviours during periods of psy-
chological distress. In line of the conference theme
of decent work and beyond, we propose that this is
an important aspect of working life where Organisa-
tional Psychology can contribute The current study
examines psychological distress and the relationship
between adult attachment style and help and social
support seeking. The context for this study is work-
ing students during stressful events, in this case stu-
dent, examination periods. We propose that individ-
uals high in attachment anxiety use help-seeking and
support-seeking to help lessen exam preparation stress,
whilst individuals high in avoidance attachment do not
seek help and support when experiencing stress related
to exam preparation to help lessen exam stress. It is
further suggested that individuals high in attachment
anxiety fail to seek positive interpersonal feedback but
pursue interpersonal over competence feedback, with
highly avoidant individuals being more open to neg-
ative feedback than positive feedback and than those
with secure attachment styles. We predicted that seek-
ing help and support will lessen stress levels with anx-
iety attachment, and avoidant attachment individuals
will not use help and support seeking to reduce stress.
The sample is from working students undertaking a
university course. The research question was explored
with a survey and a measurement of students’ help
seeking behaviours - from tutors, lecturers and peers;
feedback preferences, and attachment styles using the
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ECR. Practical suggestions on how to deal with periods
of stress using attachment theory are provided.

PREDICTORS OF ENGAGEMENT IN AMBULANCE PER-
SONNEL

Setti, 1., University of Pavia, Pavia, Italy; Argentero,
P.G., University of Pavia, Pavia, Italy

Abstract: The aim of this study was to investigate the
predictors of Engagement in a sample of 532 Italian
ambulance operators. The field of study to which this
research could belong is the Occupational Health Psy-
chology, that usually investigates not only sickness ab-
sence, but also strategies of improvement of occupa-
tional health. Our main interest was to deepen the
study of psychological well-being in helping profession-
als, who are at risk to develop negative psychological
effects, such as Burnout. The psychological relation-
ship between a person and his/her job was investi-
gated not only referring to the negative experience of
Burnout, but more completely to the continuum be-
tween Burnout and its opposite side, Engagement; it
could be defined as an energetic state of involvement
shown by the individual towards the job and is char-
acterized by Energy, Involvement and Efficacy. The
predictors that we have considered can be grouped in
three categories: social and demographic characteris-
tics, such as gender and occupational seniority; degree
of commitment required by work, in terms of working
hours and frequency of missions; organizational vari-
ables referred to the level of social support received at
work. The identification of the main predictors allowed
to isolate some of the organizational factors that can
improve the level of engagement in ambulance person-
nel, lowering the probability to develop long-term neg-
ative effects, such as Burnout. The results have shown
that Engagement is directly influenced by the level of
social support received by colleagues and supervisors,
in all its three dimensions: Energy ( = .158, p < .01),
Involvement ( = .190, p < .01) and Efficacy ( = .168,
p < .01). Moreover the number of working hours nega-
tively determines the level of Energy ( = -.188, p<.01)
and directly influences the perception of Efficacy ( =
112, p < .05). From a practical standpoint, the results
suggested that working in a workplace characterized by
cooperation and social support could prevent the onset
of negative psychological effects, such as Burnout. In
a positivistic psychological perspective, social support
could be considered as a resource through which in-
dividuals can recover the energy depleted during their
activities.

ENGAGEMENT AND PERSONAL INITIATIVE IN A SAM-
PLE OF UNIVERSITY STUDENTS

Lisbona Banuelos, A., UNED, Madrid, Spain; Bern-
abé, M., University Miguel Herndndez, Elche, Spain;
Palaci Descals, F.J., UNED, Madrid, Spain; Gémez
Bernabeu, A., University of Alicante, Alicante,
Spain

Abstract: The main objective will be to discuss the re-
lationships of the concepts engagement and personal
initiative in academic performance with a sample of
university students. Engagement has been studied
in academic context (i.e. Salanova, Martnez, Bres,
Llorens y Grau, 2005; Salanova, Schaufeli, Martnez,
y Bres, 2009), but in this paper it has been adapted
two measures that evaluate them personal initiative in
academic context: Self-Report Questionnaire of Frese,
Fay, Hillburg, Leng & Tag (1997) and the recent Situa-
tional Judgement Tests of Personal Initiative (SJPTI)
o Bledow & Frese, (2009). Reviewing the theoretical
models and empirical results that found relationship
between personal initiative and engagement in orga-
nizational context (i.e: Salanova & Schaufeli, 2008;
Hakanen, Perhoniemi and Toppinen-Tanner, 2008), we
propose a theoretical model where engagement will be
related with personal initiative. The last one was mea-
sured by two measures: self-report questionnaire and
STJPI. Sample is composed by 266 university students
from three Spanish universities. Maximum likelihood
estimation methods of structural equation modeling
(SEM), was used to test the two competing models.
The first is the theoretical model proposed previously,
and the second show enagegement as a consequences of
Personal Initiative. Consistency levels of the two initia-
tive personal scales adapted to academic context were
adequate. To self-report questionnaire was .763 7and to
SJTPI was .700 The fit of two models are appropriated
(M1: x2= 271.590; df=162; RMSEA=.062; CFI=.883;
AIC= 367.590 and M2: x27= 250,970; df=159; RM-
SEA=.058; CFI=.902; AIC=352.970) , but in M2 path
from personal initiative evaluated with SJTPI and en-
gagement is not significant (t =.285). While the M1 all
path coefficients being significant (t > 1.96). Results
confirm the relationship between Engagement and Per-
sonal Initiative in an academic context. Besides, it is
present the Situational Questionnaire to evaluate per-
sonal initiative in students. Theoretical and practical
implications of these results are discussed as well.

THE IMPACT OF ADULT ATTACHMENT STYLES ON
FLow EXPERIENCES IN THE WORKPLACE.

Griffiths, R., London Metropolitan University, London,
UK ; Babber, P.,; London Metropolitan University, Lon-
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don, UK; Vahlhaus, 1., London Metropolitan Univer-
sity, London, UK

Abstract: Attachment style is defined as the system-
atic patterns of expectations, needs, emotions, emo-
tion regulation, and social behaviour’. This framework
is being increasingly applied to organisational settings
such as leadership, mentoring and other areas. Attach-
ment styles have been show to affect work relationships
through the attachment relationship experienced be-
tween manager and employee. This study develops this
work by expanding to motivation at work, specifically
the idea of flow. The experience of flow occurs when
both challenge and skill are balanced. This confidence
to engage and experience flow is suggested here to be
influenced by the employees’ attachment styles. The
hypotheses tested was that a secure style means indi-
viduals are more likely to engage fully in their tasks
and thus less likely to feel distracted or that they re-
quire outside reassurance or assistance. This therefore
creates an ideal environment for flow experiences to
occur. So in the case of secure attachment, people are
more likely to participate in extra tasks and spend more
time at work. They are likely to have a higher self ef-
ficacy and feel they can accomplish anything without
outside assistance. High self efficacy has been found
to contribute to the likelihood of experiencing flow.
Those with insecure attachment styles (avoidant and
anxious), generally avoid working and stay away from
the office resulting in high absenteeism or spend more
time at the workplace but actually avoid working and
thus have less opportunity for flow experiences which
could result in higher stress levels and likelihood of
higher anxiety and boredom at work. Flow experiences
are important because they create more enjoyment in
tasks for the employee and thus help to decrease stress
at work. The study uses established scales in the area
such as the ECR attachment scale. The data is a sam-
ple of working postgraduate students. The data is anal-
ysed using multiple regression analysis looking at the
impact of the different attachment style on the likeli-
hood of experiencing flow at work. The insights from
this study assist in creating positive and healthy work-
places and provide guidance for interventions such as
EAP’s, coaching, mentoring and other programmes.

PREDICTORS OF WORK ENGAGEMENT IN CLEANING
WORKERS: THE ROLE OF JOB’S MOTIVATIONAL PO-
TENTIAL, SUPERVISOR JUSTICE AND WORK TEAM CO-
HESION

Casaleiro, S., ISCTE-Instituto Universitdrio de Lisboa,
Lisboa, Portugal; Tavares, S.M., ISCTE-Instituto Uni-
versitdrio de Lisboa, Lisboa, Portugal

Abstract: The aim of this study was to investigate the
predictors of Engagement in a sample of 532 Italian
ambulance operators. The field of study to which this
research could belong is the Occupational Health Psy-
chology, that usually investigates not only sickness ab-
sence, but also strategies of improvement of occupa-
tional health. Our main interest was to deepen the
study of psychological well-being in helping profession-
als, who are at risk to develop negative psychological
effects, such as Burnout. The psychological relation-
ship between a person and his/her job was investi-
gated not only referring to the negative experience of
Burnout, but more completely to the continuum be-
tween Burnout and its opposite side, Engagement; it
could be defined as an energetic state of involvement
shown by the individual towards the job and is char-
acterized by Energy, Involvement and Efficacy. The
predictors that we have considered can be grouped in
three categories: social and demographic characteris-
tics, such as gender and occupational seniority; degree
of commitment required by work, in terms of working
hours and frequency of missions; organizational vari-
ables referred to the level of social support received at
work. The identification of the main predictors allowed
to isolate some of the organizational factors that can
improve the level of engagement in ambulance person-
nel, lowering the probability to develop long-term neg-
ative effects, such as Burnout. The results have shown
that Engagement is directly influenced by the level of
social support received by colleagues and supervisors,
in all its three dimensions: Energy ( = .158, p < .01),
Involvement ( = .190, p < .01) and Efficacy ( = .168,
p < .01). Moreover the number of working hours nega-
tively determines the level of Energy ( = -.188, p<.01)
and directly influences the perception of Efficacy ( =
112, p < .05). From a practical standpoint, the results
suggested that working in a workplace characterized by
cooperation and social support could prevent the onset
of negative psychological effects, such as Burnout. In
a positivistic psychological perspective, social support
could be considered as a resource through which in-
dividuals can recover the energy depleted during their
activities.

FROM INDIVIDUAL NEEDS TO ORGANIZATIONAL OUT-
COMES: THE MODERATING ROLE OF PERSONALITY
FACTORS

Virga, D., West University of Timisoara, Timisoara,
Romania; Sulea, C., West University of Timisoara,
Timisoara, Romania; Bogathy, Z., West University of
Timisoara, Timisoara, Romania; Albulescu, P., West
University of Timisoara, Timisoara, Romania
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Abstract: The need for autonomy, relatedness and com-
petence are considered to be three innate psychological
needs that are crucial for individuals’ optimal function-
ing (Deci &Ryan, 2000). These needs are sought to
be satisfied in various life circumstances, an important
one being individual’s work context. The present pa-
per examines the role that personality traits play in
promoting beneficial outcomes and to analyze the role
of satisfaction of important needs in the in these rela-
tions. We used hierarchical regression to analyze two
personality factors (i.e. consciousness and agreeable-
ness) as moderators for the relation between employ-
ees’ important needs at work (i.e. autonomy, related-
ness and competence) and three outcomes (i.e. work
engagement, burnout and performance). The sample
(n=255) consists of Romanian students from various
educational profiles. We have found that three innate
psychological needs are related to experience of engage-
ment (vigor, absorption and dedication) and perfor-
mance. In addition, personality traits moderated these
relationships. Specifically, for individuals for that the
need for competence is highly satisfied (e.g., the in-
dividual highly experiences a sense of choice) and are
highly conscientious have the tendency to feel vigorous
at dedicated for their professional activities. The rela-
tionship between need for relatedness and performance
was stronger for individuals highly conscientious and
the relation between need for autonomy and cynism
was stronger for individuals low on agreeableness. This
study highlights the interaction between personality
factors and needs satisfaction in work contexts and
their impact on relevant outcomes. Paying attention
to employees’ need satisfaction might further enhance
employees’ well-being, beneficial attitudes and produc-
tive behaviors and, therefore, help to reduce costs asso-
ciated with stress or turnover. References Deci, E. L.,
& Ryan, R. M. (2000). The 'what’ and 'why’ of goal
pursuits: Human needs and the self-determination of
behavior. Psychological Inquiry, 11, 319-338.

EFrFECTS OF POST-FORDIST WORKING CONDITIONS
AND TELEWORK ON WORK-RELATED FLoOw

Peters, P., Radboud University Nijmegen, Institute for
Management Research, Nijmegen, The Netherlands;
Bakker, A.B., Erasmus University Rotterdam, Rotter-
dam, The Netherlands; Heijden, B.I.J.M. van der, Rad-
boud University Nijmegen, Institute for Management
Research, Nijmegen, The Netherlands

Abstract: New ways of organizing work and manag-
ing workers are believed to provide a win-win situa-
tion: not only can restructuring of organizations im-
prove organizational flexibility and performance, it can

also increase employee well-being. Moreover, modern-
ization and restructuring of organizations often runs
parallel with, on the one hand, higher work demands
imposed on workers, and on the other hand, more job
resources enabling workers to work flexibly. In or-
der to contribute to the current scientific debates on
outcomes of New Ways to Work (including telework),
this cross-sectional study focuses on the relationships
between post-Fordist work conditions and structural
tele(home)work and work-related flow’ as an indicator
of employees’ well-being during work. Flow can be de-
fined as: 'The state in which people are so intensely
involved in an activity that nothing else seems to mat-
ter; the experience itself is so enjoyable that people
will do it even at great cost, for the sheer sake of do-
ing it (Csikszentmihalyi, 1992, p. 4).” In line with
this definition, the study distinguishes between three
flow levels: work enjoyment, intrinsic motivation and
absorption (Bakker, 2008). The present paper ques-
tions whether post-Fordist working conditions and sub-
stantial telework have the potential to foster higher
flow levels (N=1109). Based on the Job Demands-
Resources Model’ | the paper distinguishes the follow-
ing work demands: number of formal working hours,
overtime frequency, work overload, number of dead-
lines, organizational culture regarding time competi-
tion, distractions from work in the home and central
work places. The work resources distinguished in the
study are: perceived social support by colleagues and
supervisor, collegial commitment, job autonomy, flex-
time, and personal development opportunities. The
study employs multi-level multiple regression analysis
to test a set of hypotheses regarding the relationships
between post-Fordist working conditions and substan-
tial telework and flow, and regarding the buffering or
strengthening interaction effects between post-Fordist
working conditionsand teleworkon flow. Based on the
outcomes of the study, implications for HR-policies
supporting New Ways to Work andtelecommuting in
organizations will be discussed.

How EMPLOYEE INVOLVEMENT CLIMATE AND PSY-
CHOLOGICAL CAPITAL INFLUENCE SALESPERSON
WORK ENGAGEMENT, PERFORMANCE AND JOB
ATTITUDES: THE TEST OF A MODEL.

Medhurst, A., Monash University, Caulfield Fast, Aus-
tralia; Albrecht, S., Monash University, Caulfield East,
Australia

Abstract: Introduction The study extends research on
the relationships between organisational resources and
personal resources with employee engagement and sub-
sequent outcomes including performance and job at-
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titudes. More specifically the study set out to test
a pattern of relationships showing perceptions of or-
ganisational resources operationalised as higher-order
employee involvement climate’ (participative decision
making, information transfer, performance-based re-
wards, and training and development) and personal
resources operationalised as higher-order psychologi-
cal capital (hope, optimism, resilience, self-efficacy)
influencing higher-order overall job attitude (job sat-
isfaction, affective organisational commitment, work-
related well-being) and salesperson job performance
(task performance, creative salesperson performance,
adaptive selling behaviours) as mediated by work en-
gagement. Method The sample on which conclusions
are based consisted of 226 full time salespeople from
a set of organisational sub-samples. Confirmatory fac-
tor analysis (CFA) and structural equations modelling
(SEM) were used to test the measurement and struc-
tural models proposed. Results CFA showed accept-
able fit indices for the measurement models after re-
specifying a reduced number of items for each of the
established variables and specifying measured variables
at the 2nd order level. New measured dimensions of
salesperson work engagement demonstrated acceptable
psychometric properties. Structural equations mod-
elling of the proposed model also yielded acceptable fit
indices and showed that employee involvement climate
and psychological capital influence work engagement
and predict significant variance in salesperson perfor-
mance, overall job attitude, and intention to turnover.
Results support the presence of direct and indirect ef-
fects between the measured variables. Conclusions Re-
sults are discussed in terms of the importance of con-
sidering organizational level resources such as employee
involvement climate as well as personal resources for
their impact on the engagement and work outcomes of
salespeople. The practical utility of the suite of mea-
sures used in the study is also discussed. The results
will be of interest to practitioners and researchers.

COPING SKILLS TRAINING TO REDUCE JOB STRESS
IN MEXICAN FEMALE WORKERS IN A CHEMICAL IN-
DUSTRY

Ayala, Hernandez de, Monterrey Technological In-
stitute, Atizapan De Zaragoza, Mexico; Orozco, D.
de, Monterrey Technological Institute, Atizapan de
Zaragoza, Mezico; Romero, M. de, Monterrey Tech-
nological Institute, Atizapan de Zaragoza, Mezxico;
Sanchez, A. de, Monterrey Technological Institute, Ati-
zapan de Zaragoza, Mezico; Pineda, M. de, Monterrey
Technological Institute, Atizapan de Zaragoza, Mex-
ico

Abstract: This research was focused on how job stress
affects the performance of sales women in a Strategic
Business Unit of Additives for Plastics in Mexico. The
objective was to establish the relationship between job
stress levels and its reduction through coping strate-
gies techniques. The research design was Quasi Ex-
perimental. The sampling was non-probabilistic, in-
tegrated by fifty Mexican sales employees between 24
to 40 years old. During the baselines and treatments
phases the subjects were assessed by the EI Inventory
(ECI-360), self-recording charts and behavioral inter-
views. The ECI-360 measured the construct Organiza-
tional Climate and the factors like flexibility, respon-
sibility, group commitment, standards, clarity, and re-
wards. The intervention program was designed and
applied in five 1 hour sessions, which were dedicated
to Problem Solving Training, Job Stress Management
and Coping Skills Training. We examined the psycho-
metrics properties of the instrument which has a va-
lidity of construct by a One-way ANOVA with an F=
1.94, which factors were flexibility, responsibility, group
commitment, standards, clarity, and rewards and also
the internal consistency of the items with an Alfa de
Cronbach which was up to .80. The results showed that
levels of job stress decreased during treatment but kept
unstable and did not decrease down to zero. Besides
strange variables, the stress levels during second base-
line did not decrease in comparison to the first. The
correlation between the first and the second baseline
was of -0.033, with this information we can say that
there is an impact in the level of stress because it de-
crease do to the program. It is suggested by results
that coping strategies must be held as a common prac-
tice by the Mexican female workers in order to get a
stable and low tendency in job stress levels.

PREVALENCE, PERPETRATORS AND REPORTING OF

WORK-RELATED VIOLENCE IN DANISH SPECIAL
SCHOOLS.
Rasmussen, C.A., Department of Occupational

Medicine, Herning, Denmark; Andersen, L.P., Depart-
ment of Occupational Medicine, Herning, Denmark;
Hogh, A., University of Copenhagen, Copenhagen,
Denmark

Abstract: Introduction: Traditionally work-related vi-
olence (physical violence and verbal threats) has been
studied in Health care settings, such as psychiatric
wards and nursing homes, where the main perpetra-
tors are adult patients or clients. Aims: This study ex-
amines work-related violence in a school setting, where
children are the ’clients’. The aim of this study is to
present the prevalence, perpetrators and the frequency
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of reporting incidents to the workplace. Knowledge
about work-related violence, in any setting, is crucial in
training staff and avoiding risk. Methods: A question-
naire was handed out at four separate schools (n=372;
response rate 83%). Pupils attending these schools
were between ages 6-17, and with a range of difficul-
ties such as autism and ADHD. The questionnaire in-
cluded the question whether the respondents had been
exposed to physical violence and if yes, how often, in
the preceding year (daily, weekly, monthly, sometimes
or never). This was repeated for verbal threats. Several
subtypes of verbal threats and physical violence were
introduced. Five possible perpetrators were listed. We
then asked if incidents were reported in writing, and if
yes, to which degree. Results: The results show that
threats in an insulting (30.2%) and scolding (27.3%)
manor, and being threatened with beatings (24%) were
most frequent. Hitting (21.7%) and scratching/pinch-
ing (19.4%) were the most frequent forms of physical
violence. Also worth noting is that 11% were monthly-
sometimes exposed to violence with use of a weapon.
Most threats were from pupils (family 0.3%, colleague
1.3%), and only pupils had exposed staff to physical vi-
olence. 59.6 % of respondents answered ’less than half -
no’ to reporting incidents of threats. All incidents with
physical violence were in some degree reported, with 30
% answering 'about half’. The fact that the perpetra-
tors are children and not adults could contribute to
this low reporting, though low reporting is a consis-
tent finding in studies on work-related violence. Con-
clusion: The results show that workplace violence is
indeed a part of working in a special school setting.
This knowledge can help to prevent for example sick-
ness absence and turnover, both of which are costly for
the organization and the individual.

CONTRIBUTIONS TO APPLIED ORGANIZATIONAL
SAFETY: POTENTIAL ASSOCIATIONS OF SAFETY
CULTURE AND ORGANIZATIONAL LEARNING

Oliveira, T., ISPA-Instituto Universitario, Lisbon,
Portugal; Mauricio, V.M., ISPA-Instituto Univer-
sitdrio, Lisbon, Portugal

Abstract: The main objective of the study was to ex-
plore the potential relations between safety culture and
organizational learning in a high reliability context.
Safety culture is defined as the attitudes, beliefs, per-
ceptions, and values that employees share in relation to
safety (Cox and Cox, 1991). Organizational learning
regards both individual and organizational changes to
improve work processes and performance with different
frameworks being proposed in the literature. If safety
culture is viewed as latent factors in action, then its

analysis may help organizations to establish priorities
and steer preventive interventions. In other worlds, de-
scriptions of organizational learning will be associated
with a positive safety culture. A total of 163 volun-
teers from a Portuguese company involved in the ex-
ploration, trade, supply and distribution of crude, oil
and energy products were invited to participate in this
study. Participants were invited to describe their com-
pany in what concerns safety characteristics by using
questionnaire ’attitudes towards safety’ developed by
D’Oliveira (2004) and a scale to evaluate organizational
learning by Fernandes (2007). Results suggest clear as-
sociations between positive safety culture and organi-
zational learning with a diversified pattern of relations,
i.e., only a few organizational learning characteristics
are significant predictors of a positive safety culture. In
particular, a clear involvement of organizational mem-
bers in teamwork, a reflection on past safety events
and analysis of the external environment to identify
threats and opportunities appear to be associated with
safety culture. Recommendations for future research
namely on the social nature of organizational safety
and applied interventions that can promote organiza-
tional learning are presented.

THE SOCIAL NATURE OF ORGANIZATIONAL SAFETY:
FROM SAFETY CULTURE TO RESILIENCE

Oliveira, T., ISPA-Instituto Universitdrio, Lisbon,
Portugal; Mario, C., ISPA-Instituto Universitdrio, Lis-
bon, Portugal

Abstract: The main objective of the study was to ex-
plore the potential relations between safety culture and
resilience in a high reliability context. Safety culture
is usually defined as the attitudes, beliefs, perceptions,
and values that employees share in relation to safety
(Cox and Cox, 1991). Woods and Hollnagel (2006)
consider that the majority of approaches such as the
safety culture proposal are mainly reactive as they try
to explain what has happened by adding or introduc-
ing small changes to known factors. However, in oper-
ational settings people very often try to anticipate po-
tential failures and attempt to develop strategies that
may prevent such outcomes. These efforts are usu-
ally associated with the concept of resilience defined
by Woods (2006) as the ’ability to absorb or adapt to
disturbance, disruption or change’ (p. 21), i.e., a pro-
cess that involves monitoring different organizational
factors and conditions and anticipate strategies to deal
with them. Although both concepts are presented al-
most as opposites, the development of a positive safety
culture and constructive attitudes towards safety is
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typically presented as an important and effective proac-
tive strategy to promote and maintain a safe workplace.
It is the proactive underlying perspective of both con-
cepts that this paper tries to analyze and specify po-
tential relations. A total of 124 volunteers from an
international organization located in Portugal involved
in the exploration, trade, supply and distribution of
crude, oil and energy products, were invited to partici-
pate in this study. Participants were invited to describe
their company in what concerns safety characteristics
by using questionnaire ’attitudes towards safety’ devel-
oped by D’Oliveira (2004) and an experimental scale to
evaluate organizational resilience by (a= 767). Results
suggest that what one perceives as risks and the infor-
mation conveyed by our colleagues and the company
allows us to create our own perception of safety. In
this sense, the description each worker makes of safety
in his or her company is socially constructed. The sig-
nificant association of these dimensions with organiza-
tional resilience proposes a similar nature for the latter
concept. The analysis is additionally supported by the
significant negative association of resilience with orga-
nizational objectives.

A MEASURE OF WORK RELATED STRESS, ORGANIZA-
TIONAL AND STRESS FACTORS

Gattai, A., University of Florence, Florence, Italy;
Scatolini, E., University of Florence, Florence, Italy;
Marocci, G., University of Florence, Florence, Italy

Abstract: Introduction Work-related stress can be
caused by different factors - such as work content,
working conditions and environment, poor communi-
cation and work organisation, including workload, low
control over work pace and long working hours. Goal
Developped of a questionnaire for consulting in work
organization about work related stress. Tools and
method Focus group (200 subjects) and systematic
observation and participant in the work place. The
search, type exploratory and to estimate, conducted
on a champion (n 1874) of workers to different com-
panies (public utility , service and industry).; MBI-GS
(Schaufeli, Leiter, Maslach & Jackson,1996; question-
naire on purpose built for investigating organizational
areas and report them. Analysis dates Analysis fre-
quencies of the categories it emerged from the focuses
group, analysis diary narrative systematic observation
and participant. Using correlation coefficients, Pear-
son’s r, and parametric inferential statistics (ANOVA)
and nonparametric. For the analysis of the struc-
ture of the questionnaire constructed specifically for
the research was conducted exploratory factor analy-
sis to verify the existence of the factors hypothesized

by analyzing the maximum likelihood, method of ro-
tation Oblimin. Through a process of cross - valida-
tion dataset was divided randomly into two subsam-
ples. Plausibility check size by calculating Cronbach’s
alpha and by calculating the correlation coefficients
item - total correct. Verification of the factorial struc-
ture of the questionnaire specially constructed with a
confirmatory factor analysis with maximum likelihood
method. Conclusion We’ve found like the organizative
factors were an important predictors of work related
stress. We’ve found siginficative correlation between
the questionnaire constructed specifically for the re-
search and the three sub scale of MBI-GS. We have
found a significative correlation between engagement
and work load.

STRESS MEASUREMENT OF AVERAGE RISK TEST
( SMART ): A NEW QUESTIONNAIRE FOR WORK-
RELATED STRESS

Callea, C., Lumsa University, Roma, Italy; Bor-
tolomiol, M.B., Workrelax, Roma, Italy; Treu, T.T.,
Workrelaz, Roma, Italy; Pedon, A.P., Lumsa Univer-
sity, Roma, Italy

Abstract: Purpose - Estimating work-related stress is
very important to improve organizational and person-
nel health. Work-related stress is a multidimensional
construct and it’s not simple to measure it. This
study aims to validate 'Stress Measurement of Avarage
Risk Test’ (SMART), a new questionnaire for mea-
suring stress. The choice of the dimensions of stress
was made and based on the analysis of international
literature (Karasek, 1985; Lazarus, 1999, Gardner et
Al., 2005; Fortes-Ferreira, Peir, Gonzlez-Morales and
Martn, 2006) and on the study of the main question-
naires. In particular we analyzed: JCQ (Karasek,
1985), OPRA (Magnani, Mancini and Mayer, 2009),
HSE (Ispels, 2010), MOHQ (Avallone e Paplomatas,
2005). Methodology: SMART is composed of two sec-
tions: sources of stress (for example physical environ-
ment in the workplace; responsibilities, tasks, infor-
mation, interpersonal relationships) and consequences
of stress (for example heart problems, sleeping prob-
lems, depression, anxiety, absences). Smart was ad-
ministered to 900 employees from Profit and Pub-
lic organizations. We verified the dimensional struc-
ture of the questionnaire against the original version,
through an exploratory factorial analysis run via SPSS
16.0 and corfirmatory factor analysis (structural equa-
tion models) run via Lisrel 8.52. in order to verify
reliability Cronbach-a Coefficients was calculated for
each dimension and to prove corgervent validity we
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used Pearson’s r with OPRA, HSE and MOHQ. Find-
ings: Item analysis and Cronbach-a Coefficients sug-
gest that Smart is reliable; Pearson’s r proved corger-
vent validity because SMART relates to OPRA, HSE
and MOHQ. Exploratory and corfirmatory factor anal-
ysis confirmed the original dimensions. Conclusions:
Smart is a reliable and valid questionnaire for measur-
ing work-related stress. It provides much more infor-
mation than already validated questionnaires, because
there is a causal model between sources and conse-
quences of stress. Research limitations/implications:
The group that was interviewed is a convenience sam-
ple, not a statistical representative sample. Practical
implications: Smart provides a very detailed profile of
sources of stress and clearly indicates the critical ar-
eas.

TAKING HUMOR SERIOUSLY: WHY SHOULD HUMANS
JOKE THOUGH THEY ERR?

Scheel, T.E., University of Leipzig, Leipzig, Germany;
Hausmann, U., ECOVIS Europe AG, Berlin, Ger-
many

Abstract: Humor is an underestimated field in work
& organizational psychology, despite prior studies sug-
gesting benefits in the workplace: In a recent meta-
analysis (Glew et al., SIOP 2010), findings from 49 in-
dependent studies indicate that employee and supervi-
sor humor improve personal and work-related outcomes
such as performance, satisfaction, cohesion, health, and
coping effectiveness, while reducing burnout, stress and
work withdrawal. As research suggests associations of
humor in leadership and learning contexts, and a ma-
jor part of work incidences are related to negative work
relationships, we assume that humor styles (Martin et
al., 2003) affect safety culture. Self-enhancing and af-
filiative humor should be positively, and self-defeating
and aggressive humor negatively related to error ori-
entation. The sample consisted of 570 employees and
104 supervisors of 96 tax accounting offices of an in-
terdisciplinary professional service firm group. Only
single items of the humor styles questionnaire (Mar-
tin et al., 2002) were judged by experts to be accept-
able for use in an organizational context. Thus, the
two negative styles, i.e. aggressive and self-defeating,
are represented, as well as one of the two positive
styles, i.e. self-enhancing humor, unfortunately exclud-
ing the affiliative style. Due to economic constraints,
only four items of the Error Orientation Questionnaire
(EOQ, Rybowiak et al., 1999) were measured, covering
Learning from errors, Error risk taking, Error strain,
and Error communication. In multilevel analyses, self-
enhancing (e.g., a humorous outlook on life) humor is

positively related to error communication, risk taking,
and learning from errors, but not to error strain. Error
communication as one key element of actual error pre-
vention is also positively associated to the quality of
leadership communication and error strain. Men show
poorer error communication than women. Negative hu-
mor styles as well as tenure in organizations had less
impact, so far. These preliminary results point up a de-
mand of much research on the subject. Organizational
agents as well as employees should be aware that humor
is much more than telling hilarious or obnoxious jokes,
as humor can create damage as well as melioration.
And the answer? Human jokes are a coping strategy,
as with self-enhancing humor they err better.

COMPARISON OF OCCUPATIONAL STRESS AND OCCU-
PATIONAL ACCIDENTS FREQUENCY AMONG OFF SHORE
AND NON-OFF SHORE OIL INDUSTRY EMPLOYEES

Mehdad, A., Islamic Azad University Khorasgan
Branch, Esfahan, Iran; Rahimy, R., Islamic Azad Uni-
versity Khorasgan Branch, Esfahan, Iran; Atash pour,
S.H., Islamic Azad University Khorasgan Branch, Es-
fahan, Iran

Abstract: The purpose of this study is to compare
job stress, its components (time pressure, method of
payment and performance appraisal, interaction with
coworkers and machinery, job goals, physical condi-
tions of workplace, occupational accidents, decision
making, time schedule, working hours and stress times
outside the working place) and occupational accidents
in off shore and non-off shore employees in one of
related companies to oil industries, through casual-
comparative descriptive method. The statistical pop-
ulation included 1000, all male, from which 265 were
selected using random selection method. The research
questionnaire was a 46-question of Bell Cake job stress.
The results indicated that there is no significant differ-
ence between total amount of stressamong off shore and
non-off shore employees (p>0.05) which was according
to SPSS 16 software and independent groups t-test and
multi-variables analysis of variance. The injured group
and non-injured group showed a significance difference
(p<0.01) in level of total stress and the frequency of ac-
cidents indicated a significance difference between off
shore and non-off shore employees (p<0.01).

THE INFLUENCE OF PSYCHOSOCIAL JOB CONTENT,
LEADERSHIP AND ORGANIZATIONAL CULTURE IN SELF-
PERCEIVED HEALTH AND STRESS AT WORK.

Cerrato, F.J., University of Basque Country, Leioa
(Bizkaia), Spain; Ugarteburu, 1., University of Basque
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Country, Leioa (Bizkaia), Spain; Elias, A., Univer-
sity of Basque Country, Leioa (Bizkaia), Spain; Iradi,
J., Undversity of Basque Country, Leioa (Bizkaia),
Spain; Larrazabal, E., University of Basque Country,
Leioa (Bizkaia), Spain; Borja, A., University of Basque
Country, Leioa (Bizkaia), Spain

Abstract: INTRODUCTION The present study aims
to investigate the influence of psychosocial job content,
leadership and organizational culture in stress, self-
perceived mental and physical health, and job satisfac-
tion. The obtained results could be applied to regulate
organizational practices in an efficient way to prevent
psychosocial risk factors at work. METHOD Data were
collected by a questionnaire which includes Karasek,
Pieper and Schwartz’s Job Content Scale that com-
prises six subscales: psychological demands of work,
skills development, autonomy at work, involvement on
decision taking and workmates’ and managers’ social
support. In addition, two scales about transforma-
tional leadership and social recognition of workers were
also included and a scale about organizational culture
(Bonavia y Quintanilla). In order to measure the de-
pendent variables, self-perceived health and stress, a
Spanish version of SF36 questionnaire was included;
the Setterlind and Larson’s three dimensional stress
scale for measuring stress level; the House and Rizzo
job stress scale; and the Warr, Cook and Wall job sat-
isfaction scale. For this study a sample of 250 non
qualified workers were recruited, mean age 46, 84.1%
female and 7.6% male. RESULTS The ANOVA anal-
yses show significant differences regarding the six di-
mensions of psychosocial job content in the dependent
variables: The greater psychological demands the job
makes on the worker, the greater work stress and the
lesser job satisfaction; the more autonomy at work the
greater job satisfaction is experienced; the higher level
of involvement in decision taking, the lesser work stress
and the greater job satisfaction; the greater workmates’
social support is given the more job satisfaction is ob-
tained; the higher managerial social support the bet-
ter self-perceived mental health and job satisfaction,
and the lesser work stress is experienced; the higher
level of skills development, the lesser work stress and
the greater work satisfaction. In relation to organiza-
tional culture the more innovative and integrative that
is, the higher job satisfaction and self-perceived physi-
cal health and the lesser work stress. Regarding the sig-
nificant effects of transformational leadership and so-
cial recognition of workers there is a paradoxical effect:
the more important the lesser stress level, however the
higher work stress and lesser job satisfaction.

EMPLOYEE EXPECTATIONS OF OCCUPATIONAL
HEALTH SERVICES: A QUALITATIVE STUDY

Atkins, S.A., Finnish Institute of Occupational Health,
Helsinki, Finland; Palmgren, H., Finnish Institute
of Occupational Health, Helsinki, Finland; Jalonen,
P., Finnish Institute of Occupational Health, Helsinki,
Finland; Kaleva, S., Finnish Institute of Occupational
Health, Helsinki, Finland; Tuomi, K., Finnish Institute
of Occupational Health, Helsinki, Finland

Abstract: INTRODUCTION Occupational health ser-
vices (OHS) is one of the key methods of improving
employee well being. In Finland, OHS units provide oc-
cupational health care for most employees. The range
of services provided by each OHS unit is decided by
a mutual contract between the organisation and the
OHS unit. In order to ensure profitability it is therefore
within the business’s interest to get occupational health
services that match the organisation’s needs. It is also
in the interest of OHS to ensure that they are provid-
ing satisfactory services so that they retain businesses
as their clients. This study was conducted in order
to explore organisational representatives’ opinions and
expectations of occupational health services. METH-
ODS This qualitative study was conducted within a
larger controlled before-after intervention study exam-
ining the effectiveness of a new tool for occupational
health services. Semi-structured qualitative interviews
were conducted with 14 key informants from different
organisations in Finland. Data were transcribed and
analysed using qualitative content analysis. RESULTS
Key informants expressed a range of expectations re-
garding the services provided to their organisations.
These usually centred on their employees’ specific oc-
cupational health problems, an on support in issues re-
lating to stress, and problems in the work community.
In addition, key informants wished for a more collabo-
rative approach in OHS. Some key informants felt that
their OHS unit was not sufficiently aware of the spe-
cific needs of their organisation and needed to become
more involved at the workplace. They also highlighted
the role of preventive activities in ensuring employee
well being. DISCUSSION Occupational health services
provide a range of services for organisations. Organisa-
tions expect more than basic health care and screening
from their OHS units. In order to ensure employee well
being and satisfy the expectations of their clients, oc-
cupational health services need to listen to, and take
heed of, their clients’ wishes.
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CONTROLLED TRIAL OF A BEHAVIOR PROGRAM FOR
THE PREVENTION OF CHRONIC LOW BACK PAIN IN AN
ADMINISTRATION OFFICE WORK SETTING

Guenther, V., Ruhr University, Bochum, Germany;
Lehnhoff, B., Ruhr University, Bochum, Germany;
Elke, G., Ruhr University Bochum, Bochum, Ger-
many

Abstract: The current study evaluates the effect of
an adjusted preventive behavior program for the work
setting on changes of perceptive, cognitive, emotional
and behavioral reactions in the process of developing
chronic low back pain and therefore on the reduction
of risk factors for future chronic low back pain. A con-
trolled trial with a waitlist control group, imbedded
into a health program, was conducted within the tax
administration Rhineland, Germany. 79 participants
were assigned to the intervention (N = 39) and the
wait list control group (N= 40). Outcome variables
were collected at the beginning (baseline) and approx-
imately seven weeks later at the end of the program
(post). The intervention comprised seven group ses-
sions and telephone coaching. Each group session took
90 minutes. Sessions were held on a weekly basis at
the workplace and participants were assigned home-
work. Only slight or no changes at all were found
within the control group which did not receive an in-
tervention within those seven weeks, whereas partici-
pants of the intervention group showed the expected
changes in almost every outcome variable. Group x
time interaction effects point to significant reductions
of pain intensity and depression as well as a significant
increase in general physical activity for those partici-
pants who received the intervention. The application
of a clinically implemented and cognitive-behaviorally
oriented behavior program in the administration work-
site makes for the reduction of risk factors for the devel-
opment of chronic low back pain and therefore fosters
the prevention of chronic low back pain, disability and
its implications for the employees concerned and for
the establishment.

A SOCIAL-COGNITIVE INTERVENTION TO INCREASE
PARTICIPATION IN SEASONAL INFLUENZA VACCINA-
TION IN THE WORKPLACE — EFFECTS AND PSYCHO-
LOGICAL MECHANISMS

Ernsting, A., Freie Universitit Berlin, Berlin, Ger-
many; Lippke, S., Universiteit Maastricht, Maastricht,
The Netherlands; Schwarzer, R., Freie Universitdit
Berlin, Berlin, Germany; Schneider, M., Boehringer
Ingelheim Pharma Gmbh & Co. Kg, Ingelheim am
Rhein, Germany

Abstract: Objectives: The seasonal influenza affects
annually thousands of employees which causes major
economic consequences, especially for employers. In-
fluenza vaccination represents the most effective way to
prevent the infection. Hence, an annual vaccination is
officially recommended by organizations like the WHO.
The question is how employees can be effectively mo-
tivated to participate in influenza vaccination? The
Health Action Process Approach represents a theoret-
ical framework to explain, predict and modify health
behaviors such as vaccination behavior: (1) motiva-
tional information, e.g., risk and resource communi-
cation should increase the intention to participate. An
intervention (2) that adds planning instructions should
go beyond that and promote the actual participation
rate. The question is whether these theory-based in-
terventions can hold true in practice to increase vac-
cination motivation and participation. Methods: N =
2,137 employees of a German company were randomly
assigned to one of the two intervention groups (IG):
(IG 1) a motivation intervention (n = 1,150) or (IG 2)
a motivational plus planning intervention (n = 987).
Afterwards they received a questionnaire. Regression
and variance analyses were run longitudinally. Results:
Intention to participate was predicted by risk percep-
tion, outcome expectancies and self-efficacy (R = .72).
The motivational and planning intervention group (IG
2) reported significantly higher levels of planning (p <
.01) and was more likely to get a flu shot (p = .10)
than the motivational group (IG 1). Conclusions: In-
tention to participate was influenced by social-cognitive
factors, i.e., risk perception, outcome expectancies and
self-efficacy as postulated by the Health Action Process
Approach. Adding a planning component to the moti-
vational intervention promoted self-regulatory compe-
tences that are crucial for translating intentions into
action. Thus, it is imperative to distinguish the differ-
ent processes when designing vaccination campaigns:
First, an intention has to be formed and, afterwards,
planning helps to actually perform the goal behavior.
With this procedure the vaccination rate can be in-
creased in a workplace environment.

ASSESSING MORALE AND PSYCHOLOGICAL DISTRESS:
ACTION PLANNING DURING MODERN MILITARY OPER-
ATIONS

Boxmeer, L.E.L.M. van, Ministerie van Defensie, Den
Haag, The Netherlands; Verwijs, C., Katholieke Uni-
versiteit Leuven, Leuven, Belgium; Euwema, M.C.,
Katholieke Universiteit Leuven, Leuven, Belgium

Abstract: In the Netherlands’ army, military leaders
work closely together with psychological support pro-
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fessionals of the Defense Services Centre Behavioral
Sciences to establish and maintain morale and to man-
age stress during the deployment cycle. Ultimately,
military leaders know that they are responsible for the
wellbeing of the soldiers under their command and that
they are in the position to make a significant differ-
ence. Therefore, military leaders want and need spe-
cific in-time information about what they can do to
prevent low morale and/or psychological distress inter-
fering with psychological health and performance or
to boost morale by capitalizing on strengths within
the unit. Dutch soldiers within units participating in
the International Security Assistance Force (ISAF) in
Afghanistan from 2007 till 2010 completed paper-and-
pencil questionnaires at the end of a training period
shortly before deployment and again midway through
their four month deployment to provide this specific
in-time information. The research paper provides an
overview of the (field) studies that have been conducted
with the gathered data. A theoretical model and prac-
tical tool is presented in which morale and psycholog-
ical distress are conceptualized as related, but sepa-
rate concepts with their antecedents and consequences.
This study has both theoretical and practical conse-
quences for the military approach to morale assess-
ments. Morale should always be measured in relation
with psychological distress to specify the antecedents
contributing to positive and/or negative outcomes of a
challenging work environment.

HEALTH EDUCATION AND COMMUNICATION IN OC-
CUPATIONAL HEALTH SERVICES: AN EFFECTIVENESS
STUDY

Atkins, S.A., Finnish Institute of Occupational Health,
Helsinki, Finland; Palmgren, H., Finnish Institute
of Occupational Health, Helsinki, Finland; Jalonen,
P., Finnish Institute of Occupational Health, Helsinksi,
Finland; Kaleva, S., Finnish Institute of Occupational
Health, Helsinki, Finland; Tuomi, K., Finnish Institute
of Occupational Health, Helsinki, Finland

Abstract: INTRODUCTION Employee well being has
important implications for organisations’ productivity.
One route for increasing employee well being is through
the provision of occupational health services. Finland
has an established occupational health care system,
which ensures that most employees are provided with
basic services. Research on occupational health ser-
vices, however, has found gaps in occupational health
care services’ strategic planning. In this presentation
we describe an intervention study, which aims to estab-
lish the effectiveness of a model designed to improve
the planning of health education and communication

activities in occupational health services. METHODS
The study is a controlled before-after trial. Seven oc-
cupational health service providers each with two oc-
cupational health teams were recruited. These occupa-
tional health services had two client organisations each:
one to serve as an intervention organisation and an-
other as a control organisation within the study. The
occupational health personnel providing a service to
intervention organizations were trained in using the
model. The data to be collected includes employee
questionnaires and key informant interviews at three
time points. Data is collected from September 2009 to
June 2011. DISCUSSION The model, which is based
on health education theory, takes the form of a matrix.
It assists in developing a strategic plan based on client
needs analysis, target groups, goals, context, content,
methods, evaluation and timeframe. The matrix assists
in analysing each of these areas taking into account
the individual employee, groups, and employers and su-
pervisors. The occupational health service providers,
trained on the intervention, implement the model de-
pending on the organization’s needs. The model en-
ables occupational health services to focus on the spe-
cific needs of the employees and the organization at
large and to develop an effective implementation strat-
egy in order to improve work ability.

Interactive posters: Leadership and
Management

Main topic area: Leadership and Management

Location: Expo (13:30-14:30)

ENTREPRENEURIAL COMPETENCES: SELF-
EMPLOYMENT POTENTIAL FOR ITALIAN UN-
DERGRADUATES

Cubico, S., University of Verona, Verona, Italy;

Favretto, G., University of Verona, Verona, Italy;
Formicuzzi, M., University of Verona, Verona, Italy

Abstract: Choosing to be an entrepreneur can be an op-
portunity for humanities students especially since they
have more difficulties in finding jobs. These consider-
ations underlie our interest in understanding whether
an entrepreneurial job is part of this type of student’s
mindset and, if so, how. 560 Italian students from
northern Italian universities who study Humanities,
Law, Social Sciences, Educational, and Communica-
tion Sciences were involved. The research instrument

Thursday

13:30-14:30



142

EAWOP Conference 2011

is a questionnaire (50 multiple-choices items) that ana-
lyzes: personal data (age, sex, educational, work expe-
rience, ); entrepreneurial network of acquaintances (rel-
atives, friends, ...); image of future job situation (em-
ployed, unemployed, entrepreneur); ideas about male
and female entrepreneurs (profile, characteristics, dif-
ficulties, support); information about bureaucracy and
investments in creating enterprises; entrepreneurial ap-
titude; attitude toward entrepreneurship. The sub-
jects: age average 22.36; s.d. 3.42; 76% female; 41%
have entrepreneurs in their networks of acquaintances;
35% of the sample are working students, 6.2% are
entrepreneurs/self-employed; 37% have considered the
possibility of becoming an entrepreneur but only 3.8%
have made an attempt. The principal difficulties de-
scribed in enterprise creation are economic aspects,
bureaucracy, partners/co-workers, and getting credit
from banks. The image of the profile of male en-
trepreneurs is characterized by leadership and perse-
verance; while females show perseverance and a strong
spirit of sacrifice (there is a strong belief that more sac-
rifices are required by female entrepreneurs). Students
have little knowledge about start-up processes: 37%
says ‘none known’ and 35%: ’a little’. Attitudes to-
ward entrepreneurship/self-employment are character-
ized by the choice of the adjectives: wonderful, presti-
gious, active, energetic, satisfying, interesting, suitable,
various and flexible. Networking is an important vari-
able that has a positive and significant effect on the
others: young people with a family or a social network
with entrepreneurs have access to a lot of information;
they have a more positive image of an entrepreneurial
job; and they think about it, try and are able to be
self-employed more than others. Factor Analysis and
Structural Equation Models permitted us to highlight
the links between variables and to identify a model
that integrates different elements of the entrepreneurial
project: gender, attitudes, aptitudes, networking, in-
formation, and social support.

FORMATION OF CHARACTER-FROM MANAGEMENT
TRAINING TO LEADERSHIP GROWTH -

Steiro, T., The Royal Norwegian Air Force Academy,
Trondheim, Norway; Skarsvag, K.I., The Royal Nor-
wegian Air force Academy, Trondheim, Norway

Abstract: Today there is an ongoing debate within the
academic field on some of the most prestigious and well-
known management programs. Much of the debate has
been on the MBA- programs. The critiques against
them derive from a pessimistic view of man which re-
sults in wrong assumptions and faulty and insufficient

decisions. They are said to possess an instrumental-
ist view of the training. The advocates of these cri-
tiques are Ghoshal (2005), Bennis & O "Toole (2005)
and Mintzberg (1994). We have our background from
a different type of management education, namely the
Royal Air Force Academy in Norway. However, this
type of training has also gained criticism from a re-
cently published study (Nissestad, 2007). What should
be the alternatives to mainstream management train-
ing be? Some who offer alternatives have been March
& Weil (2005), Badaracco (2006) and Bjartveit & Eike-
set (2008). March & Weil (2005) and Badaracco (2006)
stress the importance of incorporating classical litera-
ture in order to gain more insight into human aspects
and human dilemmas. In Norway Bjartveit & Eikeset
(2008) are inspired by American Ivy League Univer-
sities and their attempt to integrate history and per-
spectives of leadership from the Renaissance of Flo-
rence. Knowledge about the Renaissance offers new
insight not only into leadership, but also into impor-
tant aspects for the development of society. In this
paper we will suggest a framework for reinforcing some
thoughts on the formation of character. “Umuntu ngu-
muntu ngabantu”is a Zulu proverb that can be trans-
lated into; “a person is a person through other people”.
In other words there are few things of importance we
do on our own. This can be seen as different view from
the Western and individualistic thoughts that were re-
inforced by the Renaissance. We suggest an approach
using humanistic knowledge and training that but look
beyond cases for a more holistic approach to the forma-
tion of leadership in our society. We will explore the
strength in new and conflicting perspectives in order
for people to gain some new insight and not only what
is of immediate usefulness.

THE VALIDITY OF THE LEADING-WITH-WISDOM
MODEL

Berg, P. van den, Tilburg University, Tilburg, The
Netherlands; Teuling, A.M.M. den, Tilburg Univer-
sity, Tilburg, The Netherlands; Dusschooten, C., Re-
flect Management Consulting, Den Bosch, The Nether-
lands

Abstract: This study investigated the validity of the
leading-with-wisdom model, which consists of the di-
mensions charismatic leadership, moral leadership and
strategic leadership. 151 subordinates of 40 managers
from four Dutch organizations filled out questionnaires
measuring charismatic, moral, and strategic leadership,
and wisdom perceptions, leader effectiveness, job satis-
faction, leader satisfaction, group performance, and or-
ganizational citizenship behavior. The managers filled
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out questionnaires on the leadership dimensions and
wisdom perceptions. The leadership dimensions and
wisdom perceptions as rated by the managers were
significantly correlated with the same characteristics
as rated by their subordinates. Multilevel analysis
showed that subordinate ratings of charismatic lead-
ership were significantly related to wisdom, leader ef-
fectiveness, and leader satisfaction, that subordinate
ratings of moral leadership were significantly related to
wisdom, job satisfaction, and leader satisfaction, and
that subordinate ratings of strategic leadership were
significantly related to leader effectiveness and group
performance. Manager ratings of charismatic leader-
ship were significantly related to subordinate wisdom
perceptions, leader effectiveness and leader satisfac-
tion, and manager ratings of moral leadership were sig-
nificantly related to subordinate wisdom perceptions.
The practical implication of the study is that the se-
lection and training of managers should not only be
focused on charismatic leadership, but also on moral
leadership and strategic leadership.

LOOKING AT THE BRIGHT SIDE OF PERSONAL IDEN-
TIFICATION: RELATIONSHIPS WITH TRANSFORMA-
TIONAL LEADERSHIP, TRUST, AND WORK GROUP PER-
FORMANCE

Niibold, A., Bielefeld University, Bielefeld, Germany;
Dorr, S.L., A 47 Consulting, Munich, Germany; Maier,
G.W., Bielefeld University, Bielefeld, Germany

Abstract: A proper understanding of leadership effec-
tiveness requires comprehension of the psychological
processes mediating the influence of leader behaviors
on followers’ reactions. In our study, we focused on
two of the proposed mediating mechanisms, namely
trust in the leader and personal identification with the
leader. Both concepts have been regarded as media-
tors of transformational leadership. However, the com-
bined effect of these mediators has not been analyzed
so far. Research focusing on followers’ self-concepts
(Kark & Van Dijk, 2007; Van Knippenberg et al., 2004)
has mostly analyzed the role of social identification.
In contrast, empirical evidence on how followers’ per-
sonal identification with the leader is related to trans-
formational leadership and potential outcomes is still
scarce. Some authors suggest that identifying with the
leader might result in dependency (Kark, Shamir, &
Chen, 2003) and unquestioning conformity (Howell &
Shamir, 2005). But there is also some initial evidence
demonstrating positive effects of personal identification
on follower behavior (i.e., speaking up; Zhu, Liu, &
Yang, 2010). In order to develop a more complete un-
derstanding of the inner workings of transformational

leadership (Bass, 1999) and to distinguish more pre-
cisely between consequences of personal identification,
we tested three-stage mediation models, each suggest-
ing a different sequential order of the proposed medi-
ating constructs. We examined data of 463 employees
and their supervisors (N==80) on the group level of anal-
ysis. Results showed that a sequential model with trust
as a proximal and personal identification as a distal me-
diator in the leadership-performance-relationship had
the best fit with the data. Owur findings point to
the particular importance of trust in leader-follower-
relationships and provide evidence that personal iden-
tification with the leader can indeed lead to positive
outcomes for the own group and the whole organiza-
tion.

CONFLICTING RATIONALITIES FOR PERFORMANCE
MANAGEMENT IN HEALTH SERVICE PROVISION

Oliveira, T.C., University of Coimbra, Coimbra, Por-
tugal

Abstract: The identification of appropriate criteria for
performance management has been a controversial is-
sue in health service reforms. There has been research
on how employee wellbeing (Robertson, 2008, 2010)
and positive psychological contract can contribute to
organisational performance (Guest, 2004, 2007) but
also on widespread perceived breach of psychological
contract (Rousseau 2004). Research on New Public
Management in the British National Health Service
has encountered conflicting rationalities of values and
motivation for doctors, nurses and other medical staff
in hospitals (Bolton, 2004), but less on how change
management modelled on that of the NHS has im-
pacted on specific performance indicators or psycho-
logical contract in other European countries. This pa-
per reports on findings form a case study of such im-
pact in a major Iberian teaching hospital with over five
thousand four hundred employees undergoing change
management from forty two disparate units to seven
integrated areas of management and two autonomous
services. It identifies how new performance indicators
are perceived by administrators, doctors and nurses as
managers, and the manner in which these conform or
conflicts with what they perceive as relevant to effective
management. The study of such perceptions of key per-
formance criteria, within a grounded theory approach,
used a newly developed coding system for discourse
analysis of audio taped semi-structured interviews with
9 doctors who were managing directors of the newly
integrated areas and the autonomous services; 23 doc-
tors, and 25 nurses and 21 administrators who were
middle managers, as well as 21 doctors, 22 nurses as
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junior managers. The results show that there are con-
flicting rationalities both within and between the dif-
ferent levels of management whose implicit logic when
surfaced in discourse varies markedly in terms of organ-
isational and operational context. The findings suggest
the need to identify and operationalise key performance
criteria from discourse with medical staff which may
reconcile pressure from national governments for eco-
nomic efficiency in health service provision with rel-
ative autonomy in operational efficiency, to assure a
high standard of medical care and employee wellbeing
as the basis for reinforced psychological contract.

FEMININITY AND MASCULINITY IN LEADERSHIP

Redeker, M., VU University Amsterdam, Amsterdam,
The Netherlands; Homan, A.C., VU University Ams-
terdam, Amsterdam, The Netherlands; Vries, R.E. de,
VU University Amsterdam, Amsterdam, The Nether-
lands

Abstract: The core activities of leaders are often de-
noted as interpersonal and most items in leadership
questionnaires target interpersonal behaviors of lead-
ers and their subordinates (e.g. Hackman & Johnson,
2000; Kotter, 1990). Therefore, a circular conceptual-
ization of leadership, similar to the interpersonal cir-
cumplex, provides justice to the interpersonal nature of
leadership, but also clarifies where leadership behaviors
are located in the circular space spanned by the two
interpersonal dimensions, agency and communion. As
such, Redeker, De Vries, Rouckhout, Vermeren, and De
Fruyt (under review) have conceptualized a leadership
circumplex as well as constructed an operationalization
of this leadership circumplex, the Circumplex Leader-
ship Scan (CLS), measuring 8 leadership styles. We
expect that communal leadership styles of the leader-
ship circumplex would be described as more feminine,
while agentic styles would be described as more mascu-
line (e.g., Huddy, & Terkildsen, 1993; Yukl, 2010). In
addition, we expect that more feminine persons would
be ascribed more communal leadership styles and more
masculine persons would be ascribed more agentic lead-
ership styles. Thus, the aim of the present studies is
twofold. First, we examined which leadership behav-
iors are judged as more feminine and/or more mascu-
line. Participants were asked to answer for each item
of the CLS to what extent they thought the behavior
was feminine and to what extent it was masculine. Re-
sults show that the more democratic styles (coaching,
participative, yielding, and withdrawn) are judged as
more feminine leadership styles. The styles that could
be seen as more autocratic (inspirational, directive, au-
thoritarian, and distrustful) are rated as more mascu-

line. In a second study, we want to examine how fa-
cial features of leaders relate to these eight leadership
styles. Photos were collected from 25 actual leaders
(14 male, 11 female) and were rated by participants on
femininity, masculinity, babyfaceness, dominance, at-
tractiveness, reliability, and communion. Furthermore,
a second group of participants was asked to what ex-
tent they thought the leaders on the photos would use
certain leadership styles. We predict that the ratings of
the leaders in terms of feminine and masculine charac-
teristics would be related to the anticipated leadership
styles. Results of these studies will be presented.
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THE NEW EMPLOYMENT RELATIONS: COMMITMENT
AND PERCEPTION OF SUPPORT FROM THE WORK
AGENCIES AND THE EMPLOYING ORGANIZATION

Cardellichio, E., Universita di Verona, Verona, Italy;
Depergola, V., Universit? di Verona, Verona, Italy;
Palano, F, Universita di Bari, Bari, Italy

Abstract: Theoretical introduction. The current labor
market is characterized by an ever-increasing demand
for flexibility in employment relationships. One of the
most important news of recent times is the introduc-
tion of the temp work that by its nature is more akin
to the idea of flexibility and adaptability (Argentero,
2006). The attention of some authors (Coyle-Shapiro
& Morrow, 2006) focused on a few aspects in particu-
lar: how the affective dimension of commitment to the
organization is related to the employer in respect of
the same size ’employment agency and how the work-
ers receive the support from the agency and one by
the organization (Connelly et al., 2007). Objectives
of the study. Based on the cited studies on the temp
work, this paper aims to achieve the following objec-
tives: 1) verify the relationship between perception of
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support from employer organization and organizational
commitment in a sample of workers administered and
2) examine the relationship between perception of the
agency’s work and commitment towards the work of
the agency itself, and 3) compare the perception of
support from the organization with the support from
the agency’s work , 4) compare the commitment to the
organization of employers with that to agency to work
on. Sample and method. The sample consisted of 180
workers registered with the employment agency. The
subjects were asked to complete a questionnaire con-
cerning socio-demographic characteristics and contain-
ing items related to the two scales of perceived organi-
zational support (Battistelli & Mariani, 2009) and or-
ganizational commitment (Meyer & Allen, 1997). Re-
sults. According with the literature (Connelly et al,
2007), the results indicate that the support from the
employing organization predicts the three dimensions
of organizational commitment, and support from the
agency’s work predicts only the regulatory commit-
ment to the agency itself. Finally, a comparison of
the averages indicates that workers receive more sup-
port by the employing organization rather than by the
agency work and consequently there is less emotional
involvement and sense of belonging to the agency it-
self.

FLEXIBLE EMPLOYMENT CONTRACTS: PERCEPTION
OF ORGANIZATIONAL SUPPORT AS PREDICTOR OF
TURNOVER INTENTIONS.

Cardellichio, E., Universita di Verona, Verona, Italy;
Tanucci, G., Universita di Bari, Bari, Italy

Abstract: Over the past twenty years, the work and the
organization have changed their nature due the changes
that have affected the labor market (Howard, 1995). To
try to reduce costs caused by market changes, organi-
zations have found in the 'workforce flexibility’ a good
remedy. The diffusion of flexible working has repre-
sented a revolution in the labor market not only from
the perspective of organizations but also of the worker
accounting positive and negative characteristics. The
aims of this research are: 1) identify the relationship
between perception of organizational support and orga-
nizational commitment in a sample of flexible worker;
2) determine the relationship between organizational
commitment and turnover intentions; 3) Check the in-
fluences of socio-demographic variables. The sample
consists of 340 flexible workers of south of Italy. Ini-
tial results show an influence of age variable on the
intention of turnover. Older workers have fewer inten-
tions to leave the current workplace than younger col-
league (£(303)=3,831, p=,000). Workers with tempo-

rary contracts feel more support from the organization
than workers with 'new’ types of contracts, in addi-
tion, workers with new contracts types feel the need to
abandon the current position of work so less than work-
ers with temporary contracts (t(313)=2,811, p=0,005).
Further results will be discussed.

THE JOB INSECURITY CLIMATE SCALE: CREATING
AND TESTING A MEASURE FOR JOB INSECURITY CLI-
MATES

Lastad, L., Stockholm University, Stockholm, Sweden;
Berntson, E., Stockholm University, Stockholm, Swe-
den; Naswall, K., Stockholm University, Stockholm,
Sweden; Sverke, M., Stockholm University, Stockholm,
Sweden

Abstract: Background Job insecurity, conceptualized
as ’'the perception of a potential threat to the con-
tinuity of the current job’ is a work stressor that is
associated with negative consequences for well-being,
health and work attitudes. So far, the individual has
been the main unit of interest for research on job in-
security. However, job insecurity can also be seen as a
social phenomenon, where the fous is on shared percep-
tions of job insecurity - a job insecurity climate. The
social cognitive theory explains how behavioral, cog-
nitive or other person-related and contextual factors
interact in a reciprocal relationship. Related to job in-
security, then, this can help us understand how a job
insecurity climate can emerge. Previously, a few stud-
ies have been published on job insecurity climate. But
the measuring of job insecurity climate is still a rela-
tively new area of interest to researchers. The multi-
ple operationalizations of organizational climate found
in organizational research along with methodological
concerns, motivates a study on the concept of job in-
security climate and ways of measuring it. Aim The
purpose of this study is to develop and test an instru-
ment for measuring job insecurity climate. Methods As
a first step, questionnaire items were developed to re-
flect job insecurity at a group level. Further, the study
compared results from the newly developed job insecu-
rity climate scale with aggregated individual-level data
on job insecurity. The aim is to evaluate which type of
scale of measurement is more appropriate for captur-
ing job insecurity climate. The data will be collected
in early 2011. Results/relevance The purpose of this
study is to contribute to our understanding of job in-
security in general, as well as job insecurity climates in
particular, and its consequences for employees.
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TEMPORARY EMPLOYMENT, JOB INSECURITY AND
THEIR EXTRA-ORGANIZATIONAL OUTCOMES

Lozza, E., Universita Cattolica, Milan, Italy; Libreri,
C., Universita Cattolica, Milan, Italy; Bosio, A.C.,
Universita Cattolica, Milan, Italy

Abstract: Economic studies have considered the im-
pact of job insecurity on savings and consumption, but
they have tended to overlap the subjective perception
of job insecurity and the condition of temporary work
(i.e., fixed-term contracts = job insecurity). On the
other hand, psychological studies have introduced the
distinction between ’objective’ (referred to temporary
employment) and ’subjective’ job insecurity (referred
to the way individuals perceive and experience their
situation), but they have mainly focused on organi-
zational (commitment in one’s organization, job satis-
faction, ) and personal (health, well-being,) outcomes,
paying less attention to their influence on extra - or-
ganizational variables (such as family/life projects and
consumption). This paper aims to explore some of the
extra-organizational outcomes (such as consumers’ be-
haviours and life projects) of job insecurity, both in
terms of subjective perception and in terms of objective
condition. In particular, this study seeks (a) to analyze
the relationship between contract (temporary vs. per-
manent work) and (subjective) job insecurity; and (b)
to explore the effects of job insecurity (both subjective
and objective) on extra-organizational contexts. Re-
sults derive from secondary analysis of two databases:
1) a tracking study conducted with quantitative sur-
veys repeated every three months with representative
samples (1000 subjects per wave) of Italians, in order to
study the relationship between temporary employment
and job insecurity; 2) a survey carried out on a large
sample (n=2717) of Ttalian workers, in order to explore
the relationship between job insecurity and individuals’
daily economic behaviours (such as buying groceries,
apparels, cosmetics or entertainment) and life projects
(such as buying a home, marrying or having children).
Results shows that while these two dimensions (per-
ception of job insecurity and fixed-term work contract)
are clearly connected, they appear to differ and do not
directly coincide: a regression between work contract
(i.v.) and job insecurity (d.v.) accounts for an im-
portant but minor share of variance. Furthermore, the
analysis suggests that (subjective) job insecurity works
as a mediator between permanent/temporary employ-
ment and specific extra-organizational behaviours (i.e.:
sacrifices to both daily consumptions and life projects).
The implications of this study are discussed, both from
a theoretical and a pragmatic perspective.

WHEN DOES JOB INSECURITY SPILL-OVER TO THE
FAMILY DOMAIN? THE ROLE OF NEGATIVE CAREER
EXPECTATIONS AND WORRIES ABOUT ECONOMIC DE-
PRIVATION FOR THE RELATION BETWEEN ACTUAL JOB
INSECURITY AND WORK-FAMILY CONFLICT

Hoge, T., University of Innsbruck, Innsbruck, Aus-
tria

Abstract: Job insecurity is a severe work-related stres-
sor effecting employees job related attitudes, perfor-
mance, and psycho-physical well-being negatively (for
an overview, see Sverke, Hellgren & Nswall, 2002). De-
spite the overwhelming number of studies on the detri-
mental impact of job insecurity on employees health
and well-being only a very few focus on the effects
on the private life domain (e.g. Kinnunen & Mauno,
1998). Moreover, the underlying psychological mech-
anisms linking actual job insecurity to impaired well-
being are empirically underresearched. The most com-
mon explanation is the deprivation model proposing
that the relation is caused by concurrent expectations
about a deprivation of important resources in the fu-
ture (e.g. financial, social). Against this background,
we hypothesize that actual job insecurity is related
to experiences of a strain-based work-family conflict.
This relationship should be fully mediated by experi-
encing career insecurity defined as negative expecta-
tions about achieving personal long-term career goals,
as well as subsequent worries about a financial depri-
vation in the future. N=466 employees from a wide
variety of occupations and branches participated in
a cross-sectional survey study. Controlled for socio-
demographic variables (gender, age, household income,
number of children) the results of a structural equation
model show that actual job insecurity effects work-
family conflict only indirectly over the experience of
career insecurity. The relationship between career in-
security and work-family conflict, in turn, is partially
mediated by worries about financial deprivation in the
future. It can be concluded that not the expectation
of an upcoming job loss per se causes strain impairing
the fulfillment of the family role. This should only be
the case if actual job insecurity leads to fears about
negative long-term consequences for the personal oc-
cupational biography and the material future.

JOB INSECURITY, BURNOUT AND MENTAL HEALTH:
THE MODERATING ROLE OF TRANSFORMATIONAL
LEADERSHIP

Guthenberg, J.N.G., Stockholm University, Stockholm,
Sweden; Naswall, K., Stockholm University, Stockholm,
Sweden
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Abstract: The experience of job insecurity has previ-
ously been linked to decreased mental and physical
health among employees. At the same time growing
evidence has emerged linking transformational lead-
ership behaviors to various positive health outcomes
(e.g., increased well-being and mental health). This
cross-sectional study investigates how quantitative and
qualitative job insecurity relates to mental health and
burnout (exhaustion and disengagement) in a sample
of 468 Swedish union members working in the area of
human resources, economy, social sciences/administra-
tion, and social work. Also, the authors hypothesize
that transformational leadership moderates these re-
lationships. Contrary to previous studies, the results
indicate that qualitative job insecurity is more strongly
related to burnout and deteriorated mental health com-
pared to quantitative job insecurity. Moderated re-
gression analyses were performed to test whether these
results are affected by levels of perceived transforma-
tional leadership. These analyses suggest that transfor-
mational leadership has a moderating effect, but only
on the relationship between quantitative job insecurity
and ill-health (mental health, exhaustion and disen-
gagement). Simple slope analyses indicate stronger re-
lationships between quantitative job insecurity on the
one hand, and burnout and deteriorated mental health
on the other, for individuals reporting low levels of per-
ceived transformational leadership compared to those
reporting medium or high levels. However, the moder-
ated effect was less pronounced for the second burnout
variable, disengagement. Compared to quantitative job
insecurity, our results show that qualitative job inse-
curity is a relatively more powerful predictor of ill-
health than previously assumed, implying that these
well-educated individuals finds it more stressful antic-
ipating losing important job features compared to an-
ticipating losing their jobs. Another important finding
is that transformational leaders appear to reduce some
of the negative health consequences of quantitative job
insecurity among their employees. However, the non-
significant effects of transformational leadership on the
relationships between qualitative job insecurity and ill-
health suggests that more research is needed on how to
reduce negative health effects of job insecurity.

SAFETY AT WORK: TwO DIFFERENT MODERATING
MODELS CONSIDERING ORGANISATIONAL SAFETY
CLIMATE AND JOB INSECURITY

Brondino, M., University of Verona, Cavallino-
Treporti, Italy; Piccoli, B., University of Verona,
Verona, Italy; Pasini, M., University of Verona,

Verona, Italy

Abstract: This study attempts to combine two differ-
ent areas of research exploring the relationship between
job insecurity (JI) and workplace safety. In the past
years, there has been a great amount of research on
the consequences of JI (e.g. De Witte, 1999; Sverke,
Hellgreen and Naswall, 2002), but few studies explicitly
considered the role of job insecurity on safety outcomes.
Moreover, results of these studies show conflicting find-
ings (Probst & Broubaker, 2001; Parker, Axtell and
Turner, 2001), suggesting that this relationship could
be moderated by other variables that may influence the
extent to which JI affects employee safety outcomes.
Probst (2004) found that one of these moderators is
organizational safety climate (Zohar, 2010). In a pilot
study conducted in North-east Italy in manufacturing
sector we try to deeper investigate this moderating ef-
fect, considering the influence of JI on determinants
of safety behaviours (Neil, Griffin & Hart, 2000), that
is safety motivation and safety knowledge, in particu-
lar distinguishing between motivation to comply and
motivation to participate. We also want to test an al-
ternative model in which JI acts as a moderator of the
relationship between safety climate and determinants
and components of safety behaviours.

SAGIE’S (1994) TASK BEHAVIOURS AS A REFLECTION
OF NEED FOR ACHIEVEMENT: IMPLICATIONS FOR
ENTERPRISE EDUCATION AND EMPLOYABILITY

Buttigieg, S.C., Faculty of Health Sciences, University
of Malta, Msida, Malta; Cassar, V., Birkbeck, Univer-
sity of London, London, UK

Abstract: Need for achievement (nAch) is considered to
be a key entrepreneurial quality. Research shows that
this distinct human motive can be distinguished and
assessed in any group. This study explores the extent
entrepreneurial characteristic behaviours described by
Sagie (1994) are a sufficient reflection of people scor-
ing high a typical measure of nAch (i.e. construct
validity). This was tested among a purposive sample
of under-graduate students. Two groups screened for
nAch participated in a purposely-created, computer-
based vignette exercise, reflecting each of Sagie’s tasks.
Results showed that high nAch individuals prefer to
take personal responsibility for their work, are ready
to face difficulties and choose to persevere and strive
for perfection and success in their work compared to
those who scored low on nAch. This study has impli-
cations for the development of Sagie’s tasks in the form
of activities as part of a broader entrepreneurial edu-
cation. Research should provide a base to develop best
practices to enhance students’ intrinsic motivation to
achieve. This quality is important to entrepreneurial

Thursday

14:30-15:30



148

EAWOP Conference 2011

behaviour. This study explores the behaviours that po-
tentially reflect nAch and suggests that these must be
nurtured amongst young adults and to increase young
people’s employability.

THE RELATIONSHIP BETWEEN EMPLOYABILITY AND
WORKING CONDITIONS — A LONGITUDINAL STUDY

Berntson, E., Stockholm University, Stockholm, Swe-
den; Marklund, S., Karolinska Institute, Stockholm,
Sweden

Abstract: It has been argued that the labor market
is divided into segments, often described as primary
and secondary. In this respect, the dual labor mar-
ket theory states that people in the primary segment
have better working conditions as compared to those
in the secondary segment. Furthermore, it is also sug-
gested that there are difficulties in moving between
these segments, implying a stigmatizing effect of be-
ing in the secondary segment. The dual labor mar-
ket theory has today become interesting as the labor
market is characterized by increased flexibility and in-
dividualization. In this context, employability is an
important feature of contemporary employees in order
to maintain control over their working life. Employa-
bility reflects peoples’ perceptions of their possibilities
to get new employment and it is likely that employ-
ability strengthens employees’ positions on the labor
market and increases the possibilities of positive work-
ing conditions. However, few studies have investigated
if employability affects present or future working con-
ditions. The aim of the present study was to investi-
gate the relationship between employability and sub-
sequent psychosocial working conditions. A Swedish
representative sample of individuals between 25 and
50 years, was used where employability was measured
in 2004 and working conditions measured in 2006. The
study compared the working conditions of individuals
that reported very high and very low degrees of em-
ployability in 2004. Two scales of psychosocial work-
ing conditions were used, reflecting the increase of job
demands and job control. In all, 643 individuals an-
swered the questionnaire and preliminary results indi-
cate that employability was associated to subsequent
working conditions. When controlling for age, gender,
socio-economic position and educational level employ-
ability was associated with subsequent increase in job
control but not with increase in job demands. A pos-
sible explanation is that individuals with higher em-
ployability over time have got better positions in their
organizations or in a new organization and thereby also
report better job control. Regarding demands, the re-
sults indicate that demands have increased regardless

of position in the organization. The results are rele-
vant for practice since they indicate that people with
low levels of employability receive less influence over
their working life.

WORK AND PERSONAL LIFE: WHICH STRATEGIES DO
SECONDARY SCHOOL EDUCATORS USE TO DEAL WITH
THE INTERACTION?

Brink, L., North-West University, Potchefstroom,
South Africa; Buys, L., Tshwane University of Tech-
nology, Nelspruit, South Africa; Mostert, K., North-
West University, Potchefstroom, South Africa

Abstract: Since the first democratic elections in 1994,
South Africa has been faced with numerous challenges.
As a result of these challenges the educational struc-
tures of South Africa have also changed, placing a high
burden on educators to deal with both their work and
personal lives. The general objective of this study was
to investigate which strategies secondary school educa-
tors use to deal with the interaction between their work
and personal lives. A non-probability purposive volun-
tary sample (N = 21) was taken of secondary school
educators from the North West Province. Data was
collected through a phenomenological method of semi-
structured in-depth interviews and was analyzed by the
use of content analysis. Strategies that were reported
by the educators included support and understanding
from important others, work satisfaction, keeping work
and personal life apart, acceptance of their teaching en-
vironment, planning ahead, experiencing teaching as a
calling, experience in the educational field, communi-
cation, religion or prayer, doing exercise and staying
active, and doing the work that is expected of them.

ANTECEDENTS OF WORK-FAMILY CONFLICT AND
WORK-FAMILY ENRICHMENT IN TWO HOSPITALS IN
PIEDMONT

Martini, M., Department of Psychology, University
of Turin, Italy, Torino, Italy; Gatti, P., Depart-
ment of Psychology, University of Turin, Torino, Italy;
Colombo, L., Department of Psychology, University of
Turin, Torino, Italy; Ghislieri, C., Department of Psy-
chology, University of Turin, Torino, Italy

Abstract: Introduction In the last decades, an in-
creasing interest was registered for the topic of work-
family interface. If many studies investigated work-
family conflict (WF.C), only few works analyze the
positive side of this interface, such as work-family en-
richment (WF.E). Several studies explored determi-
nants of WF.C and WF.E in terms of demands and
resources (Lapierre & Allen, 2006; Wayne et al., 2006).
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This study, that involves two hospitals in Piedmont,
tries to analyze jointly which organizational demands
and resources influence the perception of WF.C and
WE.E. Method The survey involved 307 workers from
2 hospitals in Piedmont. The self-report questionnaire
included a personal data section, the two dependent
variables and six independent variables. WF.E was as-
sessed using 3 items from the Carlson and colleagues’
(2006) measure, while WF.C was assessed using 5 items
from Ttalian adaptation (2008) of Netemeyer and col-
leagues (1996) measure. Amongst the determinants
of these constructs, the investigated organizational re-
sources are: organizational trust (3 items), colleagues
support (4 items) and supervisors support (4 items).
The investigated organizational demands are: average
hours worked per week, job demands (4 items) and
disproportionate patients expectations (8 items). The
reliability of the scales is between .74 and .94. Data
were analyzed by PASW 18. After descriptive statis-
tics and the Cronbach’s alpha coefficient, correlations
and multiple regressions were calculated to answer the
research questions. Results Multiple regressions show
that WF'.E is enhanced by organizational trust and col-
leagues support, and reduced by average hours worked
per week (13% explained variance). WF.C is increased
by job demands, average hours worked per week, and
disproportionate patients’ expectations, and it is re-
duced by organizational trust (24% explained vari-
ance). Conclusions The findings show that the organi-
zation can help people to experience a satisfying work-
family balance. As expected, WF.C is influenced more
by organizational demands, while WF.E is affected by
organizational resources. In order to reduce the per-
ceived conflict, particular attention should be paid to
workload and its correlates. Good relationships and
widespread trust at work, then, have a key-role to en-
hance work-family enrichment.

THE USE OF TIME MANAGEMENT STRATEGIES AND ITS
IMPACT ON LAWYERS' WELL-BEING: THE MEDIATOR
ROLE OF WORK-FAMILY ENRICHMENT

Almeida, T., ISCTE-Instituto Universitdrio de Lisboa,
Lisboa, Portugal; Tavares, S.M., ISCTE-Instituto Uni-
versitdrio de Lisboa, Lisboa, Portugal

Abstract: Over the years there has been a major shift
in family structures and in the composition of the labor
market, in which both women and men find themselves
embracing responsibilities both in the field of work as in
the family domain, leading them to an interesting posi-
tion: to succeed in reconciling both. This study tested
the effect of the use of time management behaviors by
lawyers at work on their subjective well-being, either

in the work context- organizational satisfaction - or in
life in general - life satisfaction. Similarly, we examined
the mediating role of work - family enrichment in the
relationship between these variables. The participants
consisted of 106 lawyers in ten firms located in the
metropolitan area of Lisbon. The results showed that
using time management strategies is in fact related to
a greater job satisfaction and life satisfaction and that
these relationships are mediated by work - family emo-
tional enrichment, thus exposing an explanation of the
mechanism by which time management has a positive
impact on the well being of lawyers. Thus, our study
suggests that one way to improve lawyers’ work-family
enrichment and, through it, their subjective well-being,
is to train them to use effective strategies of time man-
agement which point to goal setting and the subsequent
definition of a plan and the priorities to reach them.

THE EFFECT OF WORK PERSONAL LIFE INTERFACE
ON EMPLOYEE ATTITUDES AND WELL-BEING

Ozbek, G.O., Ko¢ University, Istanbul, Turkey; Aycan,
7.A., Ko¢ University, Istanbul, Turkey

Abstract: The aim of the study is to examine the rela-
tionship between work-personal life interface, employee
attitudes and psychological well-being. The secondary
aim is to explore whether the generational differences
(i.e. Generation Y and generation X) moderates this
relationship or not. Recent research is not only explor-
ing the negative spillover between work and personal
life domains but also investigating the positive spillover
between them. Practitioners increasingly suffer from
managing the new generation called Generation Y. Al-
though many stereotypes have been attributed to this
generation, sensitivity on work-life balance is the most
popular one. Therefore this paper aims to examine the
moderating role of generation on work-personal life in-
terface, employee attitudes and psychological well be-
ing. The survey data will be collected from approx-
imately 400 employees from different occupations in
Turkey. It is proposed that if the employees can main-
tain the work-personal life balance, the psychological
well-being and the organizational commitment will be
affected positively whereas the turnover intention will
be affected negatively. On the other hand, if they expe-
rience work-personal life imbalance, the psychological
well-being and the organizational commitment are ex-
pected to decrease and turnover intention is expected
to increase. Moreover, it is expected that the rela-
tion between work-personal life conflict (WPC), per-
sonal life-work conflict (PWC) and work-personal life
enhancement (WPE) and personal life-work enhance-
ment (PWE) and organizational commitment, psycho-
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logical well-being and intention to leave is stronger for
Generation Y than Generation X. The research is ex-
pected to contribute science by testing both positive
and negative spillover between work and personal life.
There are also practical contributions of the study that
can guide employees and employers to understand the
consequences of work-personal life interface and pro-
vides empirical evidence for the stereotypes of the Gen-
eration Y.

WORK-FAMILY CONFLICT AND JOB SATISFACTION
AMONG A SAMPLE OF ITALIAN NURSES

Cortese, C.G., University of Turin, Torino, Italy;
Colombo, L., University of Turin, Torino, Italy; Ghis-
lieri, C., University of Turin, Torino, Italy

Abstract: This study is aimed to develop a model which
explains the causal relationships between some an-
tecedents (job and emotional charge, supportive man-
agement and colleagues), work-family conflict and job
satisfaction. Many researches in health organizations
outlined the link between high work-family conflict and
lower level of job satisfaction. The study of this vari-
ables can be important to understand the process of
retain of the professional nurses. The research was
conducted by a questionnaire given to 299 professional
nurses working in a major North Italian hospital. The
questionnaire measures six variables: work-family con-
flict (5 items), job satisfaction (44 items), job demand
(6 items), emotional charge (6 items), supportive man-
agement (2 items), and supportive colleagues (2 items).
The reliability of each scales used in this study is
good. After the descriptive analysis the relation be-
tween dimensions has been analyzed with correlation
(Pearson’s r) that shows many significant relations be-
tween variables (Pasw 18). The path analysis, per-
formed by Lisrel 8.72 program, was used to test the
theoretical model. All the fit indices for the empirical
model suggest that the model provides an adequate fit
to the data: 7 = 6.22, d.f. = 4, p-value = .18; RM-
SEA = .04; RMR = .04; NNFI = .98; AGFI = .96;
GFI = .99. The data confirm the connection between
work-family conflict and job satisfaction, and show the
importance of some work-family conflict antecedents,
such as supportive management, emotional charge and
job demand, not only for their connections with work-
family conflict but also for their direct links with job
satisfaction. Results confirm that the work-family con-
flict can contribute to the decreasing of nurses job sat-
isfaction. Nursing management could reach the aim
of reducing work-family conflict through the improve-
ment of the support from nurses’ coordinators, ad hoc

family-friendly policies and individual counselling pro-
grams.

CONFLICT BETWEEN WORK AND NON-WORK ROLES
OF EMPLOYEES IN THE MINING INDUSTRY: PREVA-
LENCE AND DIFFERENCES BETWEEN DEMOGRAPHIC
GROUPS

Klerk, M. de, North-West University, Potchefstroom,
South Africa; Steyl, B., Anglo Gold Platinum Mine,
Rustenburg, South Africa; Koekemoer, F.E., North-
West University, Potchefstroom, South Africa; Klerk,
M. de, North-West University, Potchefstroom, South
Africa

Abstract: Orientation - The interaction between work
and nonwork roles has increasingly been recognised by
international researchers as an important topic of in-
terest. Research purpose - The purpose of this study
was to investigate the prevalence of different work-
nonwork conflict and differences among demographic
groups regarding work-nonwork conflict. Motivation
of the study - Different from previous literature, this
study investigates not only work and family life but
also the interaction/conflict between work and other
nonwork-roles and associated prevalence or differences.
Research design, approach and method - A random
sample of mining employees (n=245) was taken from a
platinum mine in South Africa. The Work-nonwork In-
terference Scale of Koekemoer (2009), measuring inter-
ference between work and nonwork roles were used. De-
scriptive statistics, Paired-sample t-tests, Multivariate
analysis of variance and one-way analysis of variance
were used to analyse the data. Main findings - Work-
nonwork conflict was more prevalent than nonwork-
work conflict where work-family conflict is more preva-
lent than work-domestic conflict and work-religion con-
flict. Significant differences were found for marital sta-
tus and language groups regarding work-nonwork con-
flict, where African-speaking participants experienced
higher levels of private-work conflict. Practical/man-
agerial implications - Organisations need to recognise
the negative interference between work and nonwork
roles among different demographic groups and address
the prevalent work-nonwork conflict in their organisa-
tions. Contribution/value-add - Organisations are able
to focus interventions and programmes specifically ad-
dressing the work-nonwork conflict problem for specific
roles and different demographic groups. Furthermore,
new work-family literature and new conceptualisation
of work-nonwork conflict is been added.
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DETERMINANTS OF WORK-FAMILY CONFLICT IN
ACADEMIC WORK CONTEXT. DIFFERENCES BE-
TWEEN TEACHING AND TECHNICAL-ADMINISTRATIVE
STAFF.

Molino, M., Department of Psychology University of
Turin, Torino, Italy; Ghislieri, C., Department of Psy-
chology, University of Turin, Torino, Italy; Colombo,
L., Department of Psychology University of Turin,
Torino, Italy; Fabbri, T.M., University of Modena and
Reggio Emilia, Modena, Italy; Ricotta, S., Department
of Psychology University of Turin, Torino, Italy; Curzi,
Y., University of Modena and Reggio Emilia, Modena,
Ttaly

Abstract: Work family conflict (wfc) is a widely dis-
cussed topic in organizational studies, since it has a
central role in psychological well-being and malaise at
work. This study takes account of principal determi-
nants of wic (Netemeyer et. al, 1996) in the specific
academic work context (Kinman & Jones, 2008; Wine-
field et al., 2003). This research was carried out among
the teaching and the technical-administrative staff of
an Italian University. A total of 607 respondents filled
out the on-line self-report questionnaire (279 teaching
staff; 328 technical-administrative staff). The ques-
tionnaire consisted in different measures: compulsive
tendencies to work (workaholism), 8 items, 4-point
scale (alpha .80); wfc, 5 items, 6-point scale (alpha
.90); colleagues support, 4 items, 6-point scale (al-
pha .91); supervisors support, 4 items, 6-point scale
(alpha .90); emotional dissonance, 3 items, 6-point
scale (alpha .92); workload, 6 items, 6-point scale (al-
pha .86); job autonomy, 7 items, 6-point scale (alpha
.91); commitment, 4 items, 6-point scale (alpha .85).
Data analysis (PASW 18) included: analysis of vari-
ance, correlation analysis, analysis of multiple regres-
sion. Results revealed higher level of wfc in teaching
staff than in technical-administrative staff [t (603) =
6.30, p<.00]. Multiple regression analysis performed
in teaching staff sample (explained variance 37%) re-
vealed that wfc is influenced by workaholism and, sec-
ondly, by workload and, to a small degree, by lack in
autonomy. Multiple regression analysis performed in
technical-administrative staff sample (explained vari-
ance 36%) revealed the main influence of workaholism,
as it was also for teaching staff. Colleagues support
and workload had a lower influence on wfc, the former
reducing wfc and the latter increasing wfc. In partic-
ular, this contribute identifies in the specific studied
organizational context the importance of compulsive
tendencies in determining wfc, and suggest to deepen
this topic. Our research contributes to the comprehen-
sion of processes influencing wfc in a specific organiza-

tional context and offers suggestions to project actions
aiming to improve work-family balance.

THE RELATIONSHIP BETWEEN THE PERCEPTIONS OF
MARITAL ROLES AND WORK-FAMILY CONFLICT: A
DYADIC APPROACH

Simunic, A., University in Zadar, Zadar, Croatia; Gre-
gov, L., University in Zadar, Zadar, Croatia; Pandza,
M., Faculty of Phylosophy in Mostar, Mostar, Bosnia-
Herzegovina

Abstract: There is a small number of studies that take
into account the characteristics of both marital part-
ners (Streich et al., 2007) in examining work-family
conflict. If we take into consideration that this conflict
depends on the level of perceived support from part-
ners (Adams et al., 1996), it is obvious that an effect
of partners exists. Also, the level of support needs may
differ by gender (Perew and Carlson, 2002), and gen-
der ideology (Mickelson, 2006). In most papers dealing
with the interaction between spouses, attempts were
made to address the problems at the individual level
(Fagan and Press, 2008). As a more reasonable ap-
proach to the analysis of data on a dyadic level, this
paper uses so-called associated regression analyses to
test the effects of actors and partners in work-family
conflict. The aim of this study was to examine the
contribution of interactions between the perception of
social support from the supervisor and family, aspects
of marriage traditionalism (gender role ideology and
striving for achievement), and the quality of family
functioning to the perception of work-family conflict.
This study employed a sample of 176 employed mar-
ried couples within areas of central and western Herze-
govina and central Dalmatia. The results show that
men who evaluate their marriage as traditional experi-
ence greater work-to-family conflict, while this conflict
is greater in women who estimated their marriage as
egalitarian . Along with the obtained actor effects,
mainly of perceived social support from supervisor and
family, to work-to-family and family-to-work conflict,
partner effects were also obtained. It was shown that
higher levels of supervisor support for women means a
higher level of work-to-family conflict among men. Fur-
thermore, the more traditional partners of the respon-
dents are, the higher is their perceived level of work-
to-family conflict. The higher the levels of perceived
quality of family functioning in men, the lower the lev-
els of family-to-work conflict. Striving for achievement
is a positive predictor of family-to-work conflict. In
general, the results show that the perceptions of the
male spouses are more related to womens’ work-family
conflict than vice versa.
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THE INFLUENCE OF GENDER ON WORK-FAMILY CON-
FLICT: EFFECTS OF ORGANIZATIONAL, ATTITUDINAL
AND FAMILIAR VARIABLES.

Cerrato, F.J., University of Basque Country, Leioa
(Bizkaia), Spain; Ugarteburu, 1., University of Basque
Country, Leioa (Bizkaia), Spain

Abstract: INTRODUCTION The aim of the present
study is to investigate the influence of gender on work-
family conflict and the variables that could mediate this
influence such as organizational, attitudinal or familiar
variables. The results could be applied to regulate or-
ganizational practices and social policies in an efficient
way to promote work-family interface. METHOD The
data were collected by a questionnaire which includes:
Kopelmans, Greenhaus and Connolly Scales of Work-
Family Conflict (1983), Work Conflict and Family Con-
flict; job attitudes scales such as the Work Satisfaction
Scale (Warr, Cook & Wall, 1979); the Work Involve-
ment Scale (Lorence & Mortimer, 1985), and the Or-
ganizational Commitment Scale (OReilly & Chatman,
1986); an organizational culture scale (Bonavia y Quin-
tanilla, 1996) and various other questions about family
profile (marital status, number of children, etc.) and
family interaction styles, socio-demographic and orga-
nizational questions such as type of organizational set-
ting or schedule adjustment facilities. For this study a
sample of 819 workers was recruited; the mean age is
40, 63% female and 36% male. RESULTS The ANOVA
analyses show significant differences between males and
females only for WC (F= 4.375; p= .037) but not for
WFC neither for FC. Only the organizational variables
such as schedule adjustment facilities and organiza-
tional culture have a significant effect on WFC regard-
ing gender: it is greater between females when the fa-
cility of schedule adjustment is not possible and similar
between males (F= 4.255; p= .040), and when the or-
ganizational culture is one that permits the interface
work-family (F= 8.525; p= .004). Regarding the fam-
ily profile the only variable that generates significant
differences is the number of children: when there are
not any or there is only one, the level of WFC is similar
between males and females, but when there are two it
is greater between males (F= 3.077; p= .047). Regard-
ing FC age has a significant interaction with gender: in
middle age males and females (35-45) the level is sim-
ilar, but in younger (18-34) and older (46-65) males is
greater than in females (F= 3.356; p= .035); one fam-
ily interaction variable, conflict with partner, generates
significant differences (F= 5.751; p= .027).

Interactive posters: Organizational
Behavior

Main topic area: Organizational Behavior
Location: Expo (14:30-15:30)
EFFECT OF PERSON — ORGANIZATION FIT AND OR-

GANIZATIONAL IDENTITY ON WORK PRODUCTIV-
ITY

Czarnota-Bojarska, J.,
Warszawa, Poland

University of Warsaw,

Abstract: The group identity is established on the
category formation and, according to Turner’s Self-
Categorization Theory, the base of categorization is
similarity of the Self and other group members. The
person - organization fit, defined as congruence of val-
ues and/or mutual needs fulfillment, supports percep-
tion of similarity and is strongly related to the organi-
zational identity. Both, P-O Fit and Ol facilitate sev-
eral attitudes to the organization and behaviors which
are important to maintain effectiveness. The relation
between employee productivity and Person - Organiza-
tion Fit and Organizational Identity was tested. From
181 workers on different positions collected information
about their productivity from the period of the half a
year. Simultaneously the questionnaires of P-O Fit and
OI was distributed. They contains two P-O Fit sub-
scales: the fit as values congruence (supplementary fit)
and as needs fulfillment (complementary fit) and the
organizational identity scale. Results shows that all
three variables are related to the productivity. Ad-
ditional analysis find out that organizational identity
fully mediates relation between the complementary fit
and productivity, but it is not the case for supplemen-
tary fit. On the basis of this it should be said, that the
identity and the match of values are the more impor-
tant antecedents for productivity than mutual needs
fulfillment between the person and the organization.
The last is related to the productivity only if mediated
by the organizational identity. The Self-Categorization
Theory says, that when the sense of identification arise
the group member starts to believe that group’s goals
and needs and his/her personal ones are the same. As
a result of this the complementary fit is formulated in
the relation to needs shared by the organization and
the person.
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EXAMINING THE MECHANISMS LINKING SUPERVI-
SOR SUPPORT, ORGANIZATIONAL COMMITMENT, EM-
PLOYEE CUSTOMER ORIENTATION, AND UNIT PER-
FORMANCE: A MULTILEVEL MODERATED MEDIA-
TION MODEL

El Akremi, A., Universite de Toulouse 1, Toulouse,
France; Delobbe, N., Louvain School of Management,
Universite Catholique de Louvain, Louvain-La-Neuve,
Belgium; El Akremi, A., Universite de Toulouse 1,
Toulouse, France

Abstract: Relationships between supervisor support,
organizational commitment, and employee outcomes
are traditionally investigated at the individual level.
This paper extends prior research by testing such re-
lationships at both individual and work-unit levels.
First, it explores the mediating effect of employee orga-
nizational commitment between perceived supervisor
support and employee customer orientation and with-
drawal behavior. Second, this study investigates the
mediating effect of work-unit level of commitment be-
tween supervisor support climate and work-unit perfor-
mance measured by customer-perceived service quality
and annual sales. We thus suggest that organizational
commitment functions as a mediator both at the indi-
vidual level and at the work-unit level. Even though
the construct’s content remains the same across lev-
els, theoretical rationales for the effects of commitment
at different levels differ: commitment at the individ-
ual level mediates the effect of supervisor support on
employee outcomes according to a norm of reciprocity
and social exchange process, whereas work-unit level of
commitment mediates the effect of supervisor support
climate on work-unit performance by changing the gen-
eral climate in which the group operates. Furthermore,
we posit that the mediating effect of work-unit commit-
ment is moderated by customer orientation climate.
We suggest that supervisor support climate strength
has a cross-level interactive effect on the relationship
between employee’s supervisor support perceptions and
commitment. Hierarchical linear modeling and boot-
strap regression analyses conducted on data collected
from 857 employees belonging to 31 hotels, and from
hotels’ customers, and on objective data (annual sales)
confirmed our predictions. First, results of bootstrap
analyses showed that employee commitment mediated
the effect of supervisor support on both customer orien-
tation and turnover intention. At the work-unit level,
commitment mediated the effect of supervisor support
climate on customer-perceived service quality, but not
on annual sales. Second, moderated mediation analysis
showed that customer orientation climate did not mod-
erate the effect of supervisor support climate on work-

unit performance, via work-unit commitment. Finally,
HLM analyses showed that (a) supervisor support cli-
mate was positively related to individual commitment,
more and beyond the positive link between individual-
level of supervisor support and commitment; (b) su-
pervisor support climate strength moderated the rela-
tionship between supervisor support and commitment
at the individual level.

EXPLORING WORKERS’ EXPERIENCES OF THE REGU-
LATION OF HIGHLY MOTIVATED BEHAVIOUR — SELF-
DETERMINATION THEORY IN THE WORK CONTEXT

Hewett, R., Birkbeck, University of London, London,
UK

Abstract: Self-Determination Theory (SDT) suggests
that behaviour can be motivated in different ways; due
to an intrinsic interest in the task, or due to motivators
extrinsic to the activity. Four forms of extrinsic moti-
vation are proposed according to the extent to which
the motivating force is experienced as controlling (ex-
ternal or introjected) or autonomous (identified or in-
tegrated) where more autonomous motivation has been
internalised by the individual. Research in education,
health and sport in particular has shown intrinsic or
more autonomously motivated behaviour to be associ-
ated with positive outcomes such as enhanced wellbe-
ing, engagement and satisfaction. Despite the obvious
benefit of understanding how these forms of motiva-
tion manifest themselves in the workplace, there has
been very little field research in organisational psychol-
ogy seeking workers’ own accounts of different forms of
motivation. Interviews with 18 staff from a UK charity
explored the experience of critical incidents of highly
motivated behaviour at work. All of the different forms
of motivation proposed by SDT were identified. Qual-
itative data was analyzed using template analysis and
the key characteristics of each motivation form were
identified, namely; associated emotions, level of sta-
bility, the motivating force behind the behaviour, the
regulatory guide and associated goal orientation. This
research suggests that integrated motivation offers the
most stable, positive experience of motivation; more so
than intrinsic motivation which is often assumed to be
associated with optimal functioning in all of life’s do-
mains. Workers’ self-reported experiences of changes
in task-level motivation also offer insights into the role
of time and of values in the process of internalising
behaviour regulation. By helping to expand our un-
derstanding of how different forms of motivation at
work are experienced this research supports future in-
vestigation into the relationship between these forms of
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motivation and desirable behavioural and psychologi-
cal outcomes and on how the work environment can
encourage positive motivational experience.

How TO MOTIVATE EMPLOYEES DURING THE ECO-
NOMIC CRISIS? THE IMPACTS OF THE ECONOMIC CRI-
SIS ON HRM PRACTICES, ATTITUDES AND MOTIVA-
TION OF EMPLOYEES

Gerakne Krasz, K., Budapest University of Technology
and Economics, Budapest, Hungary; Bakos, R., Hewitt
Humdn Tandcsado Kft., Budapest, Hungary; Hari, P.,
Budapest University of Technology and Economics, Bu-
dapest, Hungary

Abstract: Under the economic crisis, most companies
are forced to apply financial restrictions and cut back
on costs. In these critical times managements have to
find ways of motivating employees for extra effort and
ensure their commitment despite layoffs and decreas-
ing financial incentives. Nowadays organizations need
employees that are committed and willingly ready to
exceed expectations more than ever, and they also face
the challenge of keeping the talented people. Relying
on data from the Hewitt Best Employer in Hungary
Survey, we conducted a longitudinal study of Hungar-
ian companies to answer the questions of how human
resource management (HRM) practices and costs, man-
agerial communication, and motivational techniques
have changed in the past five years, and how these
changes affected employees’ commitment, motivation
and satisfaction. We were interested in the differences
between the HRM practices and the managerial moti-
vation techniques of Best Employers and average com-
panies. The results are organized and presented ac-
cording to industry, size of the organizations, charac-
teristics of the organizational culture, the leadership
style, and the employee profiles. The practical issues
of the findings highlight the importance of managerial
human focus at the time of economic crisis.

ORGANIZATIONAL JUSTICE AND COLLECTIVE EFFI-
CACY: CAN JUSTICE PERCEPTIONS OF EMPLOYEES
BE ANTECEDENTS OF COLLECTIVE EFFICACY?

Arikan, S., Okan University, Istanbul, Turkey;
Caliskan, S.C., Hali¢ University, Istanbul, Turkey

Abstract: The previous studies on collective efficacy
have showed its positive relationship with positive or-
ganizational outcomes like performance, satisfaction,
organizational commitment and effectiveness (Arikan,
2009; Caprara, Barbaranelli, Borgogni, Petitta and Ru-
binacci, 2003; Gully, Incalcaterra, Joshi and Beaubien,

2002), however studies on the antecedents of collec-
tive efficacy are rare. Former studies demonstrated
that perception of leader, perception of top manage-
ment and perception of group, self efficacy beliefs of
group members, organizational culture, leadership ef-
ficacy, climate, leader’s behaviors and leader-member
exchange can be antecedents of collective efficacy (Bor-
gogni, Petitta, Mastrorilli, 2010; Cali°kan, Arikan and
Deger, 2010; Chen and Bliese, 2002; Hoyt, Murphy,
Halverson, and Watson, 2003), but we are still in need
to conduct studies on the potential antecedents of col-
lective efficacy. On the other hand a great deal of
studies on organizational justice and its dimensions re-
vealed that justice perceptions are related with organi-
zational outcomes like satisfaction, organizational com-
mitment, organizational citizenship behavior, leader-
member exchange, trust, motivation and performance
(Cohen- Charash and Spector, 2001; Colquitt, Conlon,
Wesson, Porter and Ng, 2001). These studies show
that there is a positive relationship between organiza-
tional justice perceptions and employees positive at-
titudes to their work and organization. Since some
researches suggest that organizational justice percep-
tions have impact on employee motivation and perfor-
mance it is possible to expect that justice perceptions
might affect efficacy beliefs of employees and groups.
The aim of this research is to quest whether dimen-
sions of organizational justice perceptions can be an-
tecedents of collective efficacy. It is hypothesized that
organizational justice perceptions will influence em-
ployees’ perceptions of top management and their im-
mediate manager, and through those perceptions orga-
nizational justice will affect employees’ perceptions of
collective efficacy. Moorman’s (1991) Organizational
Justice Scale, and Perception of Leader, Perception of
Top Management and Collective Efficacy scales of Ital-
ian researchers (Borgogni, et al., 2010) are employed to
measure the relevant constructs. The present sample
includes 130 employees working in academic environ-
ment and health sectors but the process of data col-
lection still continues. The results will be discussed
in comparisons of previous findings in organizational
justice and collective efficacy literature.

PREDICTING POTENTIAL JOB MOTIVATION UNDER
THE CONDITION OF ECONOMIC CRISIS

Barabanshchikova, V., Moscow State
Moscow, Russian Federation

University,

Abstract: Potential job motivation is one of the ma-
jor factors influencing turnover rate. In this study, the
relationship between potential motivation and charac-
teristics of work situation were assessed after control-

14:30-15:30

Thursday



MECC Maastricht

155

ling for potential confounds. The data were collected
in Moscow, Russia, in January, 2009, which was the
time of serious economic difficulties in Russia. Meth-
ods. Employees of a large European bank operating
in Moscow (N = 317) were given Managerial Stress
Survey (Leonova, 2003). MSS assess characteristics of
work situation (subscales "Work conditions and orga-
nization’, "Subjective appraisal of work tasks’, ’Job re-
wards and social climate’) and consequences of work-
related stress (subscales 'Acute stress manifestations’,
"Chronic stress manifestations’, 'Personality and be-
havioral deformations’). Potential motivation was as-
sessed via Job Diagnostic Survey (Hackman & Oldham,
1975, Russian adaptation by Leonova, 2007). Demo-
graphic variables (gender, age, tenure) were measured.
Results. A hierarchical regression analysis was per-
formed on the data with potential motivation as cri-
terion. In step 1, demographic variables were entered
into the model. In step 2, indicators of work-related
stress were added to the model (adj. R-squared =
0.14, p<0.001). In step 3, predictors pertaining to the
self-assessment of work situation were added (adj. R-
squared = 0.36, F(9, 308) = 21.1, p<0.001), clearly
improving the model fit (p<0.001). Only appraisal of
work tasks (beta = -0.43, t = -7.39, p <0.001) and
self-assessment of job reward and social climate (beta
= -0.22, t = -3.78, p <0.001) emerged as significant
predictors of potential motivation. Conclusions. The
results suggest that after controlling for demographic
variables and stress manifestations potential motiva-
tion is predicted by work task characteristics, fairness
of job reward, social climate, but not by work condi-
tions in general. Given the economic situation at the
time of data collection, it is reasonable to suggest that
the subjects ready to accept less desirable work condi-
tions. Even in the situation of economic hardship, em-
ployees are still less willing to accept unfairness of re-
ward, negative social climate, and performing undesir-
able work task. The findings have practical importance
for building predictive models of potential motivation
and turnover under the condition of global economic
strain.

CLIENT AGGRESSIVENESS TOWARD SOCIAL WORK-
ERS: PTSD AND SOMATIC SYMPTOMS

Gur, A., University of Haifa, Haifa, Israel; Tzafrir, S.,
University of Haifa, Haifa, Israel; Enosh, G., Univer-
sity of Haifa, Haifa, Israel

Abstract: Client aggression against social workers has
been documented as a major problem worldwide. Yet,
the issue of aggression against social workers has been
sporadically studied over the years and as a result there

is a dearth of knowledge regarding this issue, its causes,
and outcomes. The current study documented the re-
lations between the different forms of client aggression
and stress symptoms. It is suggested that client ag-
gressive behavior towards social workers would have
an impact on employee’s stress level resulting in PTSD
and somatic symptoms. The study was designed as a
cross sectional survey. It encompassed 378 social work-
ers in 19 general municipal welfare agencies through-
out Israel. The survey was designed purposefully to
represent the different municipal layout of general mu-
nicipal welfare agencies throughout the country, and
included cities, small towns, rural agencies and encom-
passed both Jewish and Arab municipalities as well as
mixed ones. We used a measure of client aggression
towards social workers including verbal, threats, prop-
erty directed aggression, physical aggression, and use of
media as a tool for aggression. We also measure PTSD,
and a measure of somatic ailments. All scales had a sat-
isfactory level of internal reliability (Chronbach’s Al-
pha >0.75). Our findings demonstrate that PTSD and
somatic symptoms were positively correlated with all
forms of aggressive behavior, with the highest corre-
lation with the physical violence and use of media for
intimidation and harassment. Of the three aggressive
behavior forms, verbal and physical aggressions were
indicated as significant in predicting PTSD symptoms.
The current paper indicated the need to explore the
outcomes of aggressive attacks on social workers, the
need to separate the effects of different forms of client
aggression, and especially indicates the importance of
examining the impacts of new forms of intimidation
and harassment that arise with the development of new
technology. Such forms of harassment and intimida-
tion were found to be associated with physical violence
against social workers, and higher levels of PTSD and
related somatic ailments. Such exploration is a neces-
sary step in reducing the frequency and the level of the
aggressivebehavioras well assecuring employees’ health
and well-being.
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Abstract: Women in top organizational leadership po-
sitions are scarce, but they are indispensible due to de-
mographic change. In this Symposium we will take a
closer look into aspects promoting women into lead-
ership roles. The first contribution (Gatzka et al.)
offers an insight into gender specific motive patterns
which support the prediction of the striving for lead-
ership positions. It is revealed that women’s higher
scores on fear components of motivation moderate the
relationship between hope components of motivation
to lead and the concrete intention to do so.Korek et
al. research on manager’s behaviour influencing their
follower’s career advancement. They reveal in their
study that transformational leaders delegating mean-
ingful tasks substantially foster their follower’s devel-
opment and career advancement.The third contribu-
tion (Grimme et al.) focuses on promoting work con-
ditions. Their findings indicate that the most favouring
requirements on career success like task complexity and
possibilities of self representation are reported less by
women. Further implications are drawn to bring for-
ward equal opportunities in work environments.Lastly,
Wagner et al. investigate means of organizational sup-
port. Adding to existing research on the positive effects
of organizational conditions on career motivation, they
demonstrate a moderation effect of career motivation
on the relationship of career boosters (e.g. mentoring)
and career success. Implicating that the enhancement
of women’s career motivation depends on the availabil-
ity of career boosters.

MOTIVATION TO LEAD: INTERACTION OF HOPE AND
FEAR COMPONENTS.

Gatzka, M., Helmut-Schmidt-University, Hamburg,
Germany; Stiehl, S., Helmut Schmidt University,
Hamburg, Germany; Elprana, G., Helmut-Schmidt-
University Hamburg, Germany; Felfe, J., Helmut-
Schmidt-University Hamburg, Germany

Abstract: This study examines relationships between
motives and the striving for leadership positions. Fac-
ing the emerging lack of professionals and managers,
identification of (high) potentials at an early stage
gains importance.Although there is evidence that mo-
tives predict behaviour (Winter et al., 1998), only few
studies (Chan & Drasgow, 2001; Jacobs & McClelland,
1994) have addressed motives regarding the striving for
leadership positions. Extending the “leadership motive
pattern”™approach (McClelland & Boyatzis, 1982) a
more differentiated model including motivation to lead
(MTL) was developed. Following the work of Heck-
hausen (1963) we distinguished hope and fear compo-
nents. We expect both components to predict the in-

tention to achieve leadership positions. Furthermore
we hypothesize the fear component to moderate the
hope component’s impact: The relationship between
both variables is assumed to be higher when fear com-
ponent is lower. A study with N=2100 participants (stu-
dents and employees) could show that both compo-
nents of MTL predict the striving for leadership posi-
tions. High scores on the MTL hope component pre-
dict a distinct intention to lead, fear component pre-
dicts avoidance of leadership positions. As expected,
the fear component moderates the hope component’s
effect, showing a higher intention to achieve leadership
positions when fear is small. The findings are discussed
in terms of theoretical and empirical implications. A
deeper understanding of the influence of motives and
their interactions on behavior provides a profound ba-
sis both for individual career management and coun-
seling. Taking into account women’s higher scores on
fear components, a starting point in fostering women’s
proportions in leadership positions is offered.

TRANSFORMATIONAL LEADERSHIP AND CAREER DE-
VELOPMENT — THE ROLE OF DELEGATING MEANING-
FUL TASKS

Korek, S., University Leipzig, Leipzig, Germany; Rig-
otti, T., University Leipzig, Leipzig, Germany; Mohr,
G., University Leipzig, Leipzig, Germany

Abstract: The perception of meaningful tasks by follow-
ers is one well-researched mechanism by which trans-
formational leadership fosters commitment or extra-
role behaviour. However it is still an open question
whether transformational leaders delegate tasks high
in job characteristics as job control and complexity or
rather engage in “management of meaning” to elevate
followers’ perception of meaningful tasks. Therefore we
investigate whether leaders’ delegation behaviour is re-
lated to the way followers perceive their jobs in terms of
different job characteristics and whether these charac-
teristics mediate the relationship between transforma-
tional leadership and followers’ career-related attitudes
and behaviours.55 leaders indicated their delegation
behaviour and 356 of their followers rated their per-
ception of job characteristics, career-related variables
and transformational leadership. Multi-level analyses
revealed that delegation of meaningful tasks by lead-
ers was related to followers’ perception of job control,
which in turn mediated the relationship between trans-
formational leadership and career commitment and ca-
reer self efficacy. Results reveal that especially in a ca-
reer development context leaders should delegate tasks
that enable learning and development of their followers
in order to support their advancement.
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GENDER DIFFERENCES
WORKING CONDITIONS.

IN CAREER PROMOTING

Grimme, J., University of Hamburg, Hamburg, Ger-
many; Bamberg, E., University of Hamburg, Hamburg,
Germany

Abstract: While women reach better academic perfor-
mance in school and university, they are still underrep-
resented in management positions. Against the back-
ground of the actual discussion about the augmenta-
tion of female managers, it is important to focus on
predictors of career success, which can be influenced
by employers and executives. Previous studies show
that work tasks are an important source of profes-
sional competence. Thus the present study investigates
the relationship between working conditions, career ad-
vancement competence and subjective career success
indicators. Following the action theory demands, re-
sources and stressors were assessed as working condi-
tions. Through a further differentiation in challenge
stressors and hindrance stressors the relationship of
stressors and career outcomes can be analyzed more
detailed. 1276 men and 1163 women from 17 differ-
ent organizations and industrial sectors took part in
the survey. As expected, results show, that demands
(complex tasks, cooperation requirements), resources
(action latitude, possibilities for development and self-
presentation) and challenge stressors (time pressure
and pressure to succeed) were significantly positive cor-
related with career advancement competence and sub-
jective career success for men as well as for women.
But women report significantly less complexity in their
tasks and fewer possibilities for self-presentation in
their jobs. Career advancement competence functions
as a partial mediator in the relationship between de-
mands, resources and challenge stressors as indepen-
dent variables and career success as dependent vari-
able. This finding is similarly valid for men and women.
Results give first hints, that organizations and execu-
tives should support women in their career develop-
ment by delegating more complex tasks and enabling
self-presentation possibilities.

WOMEN’S CAREER SUCCESS: CAREER MOTIVATION
AS A MEDIATOR OF THE CAREER BOOSTER-CAREER
SUCCESS RELATIONSHIP

Zeuch, N., German Police University, Miinster, Ger-
many; Wagner, C. M., German Police University,
Miinster, Germany; German Police University, Miin-
ster, Germany,

Abstract: Women are still underrepresented in manage-
rial positions in economy and government services. As

discussed in public and scholarly publications, possible
reasons for that phenomenon are a lack of organiza-
tional support for women’s professional advancement
and women’s weak motivation to get promotion. The
impact of organizational conditions that promote ca-
reers (e.g. managerial support, networking, mentoring)
on career motivation as well as on career success like an
increase in salary, career satisfaction, or performance
effectiveness has been the focus of some applied occu-
pational studies. Researchers argued that the link be-
tween organizational "career boosters” and career suc-
cess might be explained by the intervening variable
career motivation that mediates the career booster-
career success relationship. We argue that this link
may be particularly strong for women’s careers. We
test this idea in a questionnaire study using a sample
of 290 women working in economy and government ser-
vices. Our results suggest that available career boost-
ers in organizations (e.g. networking, support through
colleagues and boss) affect women’s career motivation
(e.g. career insight, career resilience, and career iden-
tity) as well as women’s career success. Moreover, as
hypothesized, women’s career motivation significantly
moderates the career booster-career success relation-
ship. The implication of our findings is that women’s
career motivation may be a function of the availability
of career boosters, and that making more career boost-
ers available to them may enhance their career moti-
vation and in turn career success. Limitations of our
study and implications are discussed from theoretical
and applied perspectives.

Presentations: Work Attitudes and
Behavior

Main topic area: Organizational Behavior
Location: 0.11 Pressroom (15:00-16:15)

Chair: Jong, R.D. de, Utrecht University, Utrecht, The
Netherlands

WORK GROUP INFLUENCE ON COUNTERPRODUCTIVE
WORK BEHAVIORS AND THE MODERATING EFFECTS OF
AGREEABLENESS AND CONSCIENTIOUSNESS

Bollmann, G., Faculty of Business and Economics,
Lausanne, Switzerland; Krings, F., University of Lau-
sanne, Faculty of Business and Economics, Lausanne,
Switzerland; Mouton, A., University of Lausanne, Fac-
ulty of Business and Economics, Lausanne, Switzer-
land
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Abstract: Counterproductive work behaviors (CWB)
are volitional acts that (intend to) harm organizations
and/or their stakeholders. Although interest in CWB
is burgeoning, research on group-level influence on
CWSRB is still scarce. Such studies typically focused on
the impact of other group members’ CWB on individ-
ual behavior. We examined, in a cross-level study, how
different types of work group climate (instrumental and
affective climate) influence individual CWB. Moreover,
we studied the role of informal sanctions as a mediator
between climate and CWB. Informal sanctions com-
prise other group members’ reactions and own, emo-
tional reactions (e.g., guilt) to wrong-doing. We further
expected the impact of informal sanctions to further
depend on personality traits, namely on agreeableness
and conscientiousness. We tested our hypotheses with
a cross-sectional survey study with 158 employees from
26 work groups. Analyses using structural equation
modelling supported our hypotheses. Group-level in-
strumental climate was negatively related to individu-
als” CWB. Group-level affective climate was positively
related to CWB. Further, both, the effects of instru-
mental and of affective climate on CWB were mediated
by the anticipation of informal sanctions: The more
strongly employees anticipated informal sanctions in
case of wrong-doing, the less likely they were to en-
gage in CWB. Finally, this relation was further moder-
ated by conscientiousness and agreeableness, showing
that the anticipation of informal sanctions was more
strongly related to lower frequencies of CWB for em-
ployees low in agreeableness or low in conscientious-
ness. Results uncover a previously unknown influence
of the work group on individual CWB. They have a
practical relevance for organizations and team leaders
striving to reduce CWB by showing how team mem-
bers’ collective understanding of organizational proce-
dures and social relations influence the CWB of indi-
viduals within teams.

CAREER ORIENTATION AS AN ADAPTIVE ATTI-
TUDE

Tschopp, C., ETH Ziirich, Zirich, Switzerland; Grote,
G., ETH Ziirich, Zirich, Switzerland; Gerber, M.,
ETH Ziirich, Zirich, Switzerland; Gubler, M., ETH
Ziirich, Zirich, Switzerland

Abstract: Career orientation constitutes a basic in-
dividual attitude regarding one’s professional career
(Briscoe, Hall, & Frautschy DeMuth, 2006) and is re-
flected in individual preferences of job specific possibili-
ties (Gerpott, Domsch, & Keller, 1988). To date, career
orientation is assumed to be stable over time, but this
assumption lacks supporting empirical evidence. With

our study we attempt closing this research gap. Specifi-
cally, we tested the stability of career orientations, and,
in as much as instability was detected, we explored
the factors that triggered changes in career orienta-
tion. The analyses were based on survey responses from
431 employees. Career orientation was measured twice
within one year, using the four types of orientation (in-
dependent, promotion-oriented, loyalty-oriented, and
disengaged) developed by Gerber, Wittekind, Grote,
and Staffelbach (2009). A range of both individual
(e.g., age, work satisfaction) and situational variables
(e.g., company restructuring, employer change) were
tested as possible explanations for changes in career
orientation. For 46% of the respondents, a change
of career orientation was found. Results from struc-
tural equation modelling analysis indicated that per-
ceived employability best explained these changes: low
employability predicted a change towards traditional
loyalty-oriented career orientation, whereas high em-
ployability predicted a change towards independent ca-
reer orientation. As perceived employability represents
a result of an interaction between the individual (ap-
praisal of own skills and competences) and the situa-
tion (labour market), we argue that changes in career
orientations can be interpreted as an adaptive reaction
to personal and situational changes, and consequently,
career orientation should be seen as an adaptive rather
than a non-responsive stable construct. Attitude re-
search confirms this assumption, showing attitudes as
contextual temporary constructs (Schwarz & Bohner,
2001). Our findings regarding the adaptability of ca-
reer orientations constitute an important conceptual
contribution to current research on career orientations.
Furthermore, this research suggests that the compre-
hension of employees’ career-related attitudes can be
improved in particular by paying attention to changes
in perceived employability. This has important practi-
cal implications also for personnel development.

ProMOTING OCB: LONGITUDINAL EFFECTS OF PRO-
CEDURAL JUSTICE, TRUST, AND COMMITMENT

Grohmann, A., TU Braunschweig, Institute of Psychol-
ogy, Braunschweig, Germany; Lehmann-Willenbrock,
N., TU Braunschweig, Institute of Psychology, Braun-
schweig, Germany; Kauffeld, S., TU Braunschweig, In-
stitute of Psychology, Braunschweig, Germany

Abstract: The target similarity model proposes that
employees maintain distinct beliefs and aim their
behaviors towards distinct targets in the workplace
(Lavelle, Rupp, & Brockner, 2007). Recent research
has investigated effects of procedural justice and com-
mitment on individual-level versus organizational-level
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organizational citizenship behavior (Lavelle, Brock-
ner, Konovsky, Price, Henley, Taneja, & Vinekar,
2009). However, the influence of target-specific trust,
as posited in the target similarity model, has not been
included previously. Moreover, the effects on target-
specific organizational citizenship behaviors have not
been studied simultaneously. The present study ad-
dresses these two gaps. In a longitudinal three-year
field study design, industrial workers of a medium-sized
company were surveyed. A sample of N=204 served as
basis for all analyses. Data were analyzed with Mplus
to examine unidimensionality of the questionnaire con-
structs prior to specifying a structural equation model.
The results support the full line of events as suggested
by the target similarity model. Procedural justice leads
to increased trust, which over time fosters commitment
and finally yields organizational citizenship behavior.
Overall, these effects can be distinguished at the co-
worker versus the organizational level. We discuss the-
oretical implications for studying target-specific orga-
nizational behavior and its antecedents, and deduce
practical implications for fostering organizational citi-
zenship behavior.

DIFFERENTIAL PREDICTORS OF THREE FORMS OF
CITIZENSHIP PERFORMANCE — EMPIRICAL TEST OF A
MuLti-Foct CITIZENSHIP PERFORMANCE MODEL

Wesche, J.W., Ludwig Mazimilian University, Munich,
Munich, Germany; Muck, P.M., Bielefeld University,
Bielefeld, Germany

Abstract: Citizenship performance (CP) constitutes an
essential part of job performance: it involves inten-
tional and self-determined forms of organization mem-
ber behavior, directed at the organization (CP-O), in-
dividual organization members (CP-I), or the own task
or job (CP-J), that in the aggregate promote the ef-
fective functioning of the organization (Coleman &
Borman, 2000). Meta-analyses (Podsakoff, Whiting,
Podsakoff, & Blume, 2009) and longitudinal studies
(Koys, 2001; Van Scotter, Motowidlo, & Cross, 2000)
corroborated that CP has positive individual-, team-
and organization-level outcomes. However, albeit the
undisputed importance of the composite of all forms of
citizenship performance, the question remains whether
the three mentioned forms can be influenced differ-
entially - for instance to expedite a particular form
when especially needed. In two questionnaire stud-
ies we examine situational factors in the work context
that can potentially be fostered in order to encourage
employees to display specific forms of CP. In study 1
(N=171) we demonstrate that perceived organizational

justice specifically predicts CP-O, whereas team cohe-
sion specifically predicts CP-I and perceiving one’s task
as intrinsically motivating specifically predicts CP-J.
Study 2 (N=216) focuses on perceived support ema-
nating from the organization and the coworkers. We
demonstrate that perceived organizational support re-
lates specifically to CP-O, while perceived coworker
support specifically relates to CP-I. Our work under-
lines the importance of distinguishing different forms of
CP and identifying their respective influence factors. It
allows to specifically tailor interventions to foster the
specific forms of citizenship performance required in a
given situation.

PrOACTIVITY, FUNCTIONING, EXHAUSTION AND
MoOTIVATION IN A FINANCIAL SERVICE ORGANIZA-
TION

Jong, R.D. de, Utrecht University, Utrecht, The
Netherlands; Wawoe, K., Free University, Amsterdam,
The Netherlands; Flier, H. van der, Free University,
Amsterdam, The Netherlands

Abstract: Proactivety is related to various indicators
of performance and related aspects like salary progres-
sion and promotion. Recently, Wawoe et al. (in prepa-
ration) found substantial connections between proac-
tivity on the one hand and the attainment of (finan-
cial) targets on the other. Because the attainment of
these targets was related to financial bonuses, one could
suspect that the proactive’s efforts would be extrinsi-
cally motivated. However, Seibert et al. (2001) found
no significant direct relations of proactive personality
with salary progression and promotions. Only connec-
tions mediated by innovation and skills update were
found. These mediating behaviors may be motivated
intrinsically. It was the purpose of the present study
to further explore the connection between proactivety
and intrinsic and extrinsic motivation in around 300
employees in managerial and professional positions in
the financial service organization. First by examining
the’fit” between 'need’ of the proactive employee and
the ’supply’ provided by work situation, in the pre-
diction of well-being and performance. The level of
bonuses was considered to indicate extrinsic need sat-
isfaction, while skill variety was supposed to provide
the opportunity to satisfy intrinsic needs. Addition-
ally, self-ratings of need for self-development and ambi-
tiousness were related to proactiveness. Predicting ex-
haustion, the expected interaction between proactivity
and skill variety was (marginally) significant, p=.058.
The negative proactiveness-exhaustion connection was
only found when skill variety was high. FExhaustion
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was not predicted by the interaction between proac-
tiveness and level of bonusses. No interaction was sig-
nificant in the prediction of intention to quit. Cor-
relations between proactiveness and self-ratings of self-
development and ambition motivation were .43 and .39
respectively. Proactiveness was only related to man-
ager’s rating of innovation when skill variety was high
(n=99). We may conclude that the results lend sup-
port to the idea that intrinsic motivation plays a role in
well-being and functioning of proactive employees. In-
terestingly, the results of the direct self-ratings indicate
that proactives may be relatively strong in both intrin-
sic and extrinsic motivation. Provided that they will
be supported in future investigations, these findings
stress the importance of intrinsically motivating condi-
tions for well-being and innovative behavior of proac-
tive professionals. Practical consequences for Human
resources management are discussed.

Symposium: Assessing team-processes in a
dynamic environment: examples from
healthcare

Main topic area: Teams and Workgroups
Location: 0.2 Berlin (15:00-16:15)

Chairs: Burtscher, M.J., Universtity of Ziirich, Ziirich,
Switzerland; Manser, T., University of Aberdeen, Ab-
erdeen, UK

Abstract: Teams are commonly considered as the build-
ing blocks of today’s organizations and thus a ma-
jor factor contributing to organizational effectiveness.
This is particularly true in the field of healthcare. Here,
differentiation of workforce and technological advances
has led to a situation in which close cooperation be-
tween different specialists is a vital need. The op-
erating room, for example, represents a prototypical
teamwork setting: Various professions (e.g., surgeons,
anaesthetists, nurses, cardiac technicians) are required
to pool their knowledge, skills, and abilities to ensure
safe and efficient patient treatment. Not surprisingly,
research on patient safety focuses on team-processes
such as communication, leadership, and coordination.
Despite fruitful first attempts, the relationships be-
tween team-processes, contextual factors, and outcome
measures are yet largely unknown. One of the reasons
lies in the difficulty to assess teamwork in such highly
dynamic settings which requires both psychological and
medical expertise.Our symposium addresses this gap.
We present five studies that investigate different team-
processes (e.g. leadership, implicit coordination) in
various dynamic healthcare settings (e.g. paediatric

surgery, anaesthesia) using a spectrum of newly devel-
oped methods. In these studies, team-processes are
related to team characteristics and contextual factors
as well as to performance outcomes. Implications of
the presented research include theoretical, methodolog-
ical, and practical aspects. From a theoretical perspec-
tive, healthcare offers excellent opportunities to scru-
tinize all kinds of team-processes and outcomes in a
large variety of conditions. This bears an immense po-
tential to increase our understanding of the complex-
ities of teamwork — one of the most central topics in
1O-psychology. From a methodological point of view,
we aim to advance and refine assessment methods for
team-processes which can also be used in other field
settings. In terms of practical application, the findings
of the presented work could be a basis for future team
trainings; trainings that could increase patient safety
and efficiency of healthcare.

ASSESSMENT OF STRESS AND TEAMWORK IN THE OP-
ERATING ROOM: AN EXPLORATORY STUDY

Hull, L., Department of Surgery and Cancer, Imperial
College London, London, UK; Arora, S., Department
of Surgery and Cancer, Imperial College London, UK
Kassab, E., Department of Surgery and Cancer, Impe-
rial College London, UK; Kneebone, R., Department
of Surgery and Cancer, Imperial College London, UK
Sevdalis, N., Department of Surgery and Cancer, Im-
perial College London, UK

Abstract: Introduction: Effective teamwork is funda-
mental to patient safety in the operating room (OR),
with suboptimal teamwork frequently lying at the
heart of adverse events or near misses. Acute stress is
increasingly recognised as a factor implicated in poor
OR teamwork. The present research aimed to assess
the feasibility of concurrently assessing teamwork and
stress levels of OR team-members. Methods: This was
a prospective, cross-sectional study conducted in the
OR. Twenty General Surgical teams each consisting
of six team members (Primary Operating Surgeon,
Surgical Assistant, Anaesthesiologist, Anaesthetic
Assistant, Scrub Nurse, and Circulating Nurse)
were recruited. Teamwork was assessed using the
validated Observational Teamwork Assessment for
Surgery (OTAS) tool. Stress was assessed for each
OR member separately using the validated short-form
State-Trait Anxiety Inventory (STAI) question-
naire.Results: Teamwork was overall above the scale
mid-point (3), with higher scores pre-operatively
(Mean=4.26, SD=0.82) than in subsequent phases of
the procedure (intra-operative Mean=4.06, SD=0.85;
p<0.01, post-operative Mean=4.10, SD=0.87;

15:00-16:15

Thursday



MECC Maastricht

161

p<0.01), and also higher ratings for anaesthetic
sub-teams (Mean=4.36, SD=0.75) compared to sur-
gical (Mean=4.06, SD=0.88; p<0.001) and nursing
sub-teams (Mean=4.00, SD=0.87; p<0.001 Overall
stress levels were low, below 10 (min=6, max=24)
across operative phase and team members. Frequency
analyses revealed differences across team-members:
circulating nursing staff pre-operatively and assistant
surgeons intra- and post-operatively were most likely
to be stressed.Discussion: The present study describes
a feasible method for concurrently assessing stress
and teamwork in the OR. This methodology can be
utilised to increase our understanding of the effects of
stress on teamwork performance in the OR.

TEAM MENTAL MODELS AND THEIR INFLUENCE ON
THE EFFECTIVENESS OF IMPLICIT COORDINATION IN
ANAESTHESIA TEAMS

Burtscher, M.J., University of Zirich, Ziirich, Switzer-
land; Kolbe, M., ETH Ziirich, Ziirich, Switzerland;
Wacker, J., Hirslanden Clinic Ziirich, Switzerland;
Manser, T., University of Aberdeen, UK

Abstract: Introduction: Team mental models are one
of the most important requirements for effective team-
work. For example, they are considered a vital pre-
requisite for implicit coordination. However, empirical
research on these aspects of teamwork is sparse, partic-
ularly in healthcare. The present study aims to fill this
lacuna by investigating how team mental model affect
the efficiency of team-monitoring — a type of implicit
coordination — in anaesthesia. Method: Thirty-one
two-person anaesthesia teams consisting of an anaes-
thesia resident and an anaesthesia nurse were video-
taped during a simulated anaesthesia induction. Team
mental models were assessed with a measurement tool
based on the concept mapping technique. We calcu-
lated separate indices for similarity and accuracy of the
team mental model. Team-monitoring was coded by
an organizational psychologist using a structured ob-
servation system. Team-performance was rated by two
expert anaesthetists using a checklist. Results: Mod-
erated multiple regression analysis revealed that team
mental model similarity moderated the relationship be-
tween team-monitoring and performance (?R2 = .16,
p = .026); a higher level of team monitoring in the ab-
sence of a similar team mental model had a negative
effect on the performance of anaesthesia teams. Fur-
thermore, both team mental model similarity and accu-
racy interacted to predict team-performance. Discus-
sion: Our findings highlight the relevance team mental
models for the performance of healthcare teams. Im-
plicit coordination mechanisms — i.e. team-monitoring

— require a shared understanding of the common task
to be effective.

TEAMWORK, COMMUNICATION, AND DISTRACTIONS
DURING SURGERY: AN OBSERVATIONAL STUDY

Seelandt, J., Unidversity of Neuchdtel, Neuchatel,
Switzerland; Tschan, F., University of Neuchatel,
Neuchatel, Switzerland; Semmer, N.K., University of
Bern, Bern, Switzerland; Monnier, M., University of
Neuchatel, Switzerland; Beldi, G., University Hospital
of Bern, Switzerland

Abstract: A previous study (Beldi et al., 2009) sug-
gested that human factors may explain variance in
surgical site infections (SSI) after abdominal surgeries,
once standard antiseptic measures are assured. Their
study, however, did not indicate which specific be-
haviours of the surgical teams, or which events that
occur during a surgery, may contribute to the devel-
opment of SSI. Identifying such behaviours and occur-
rences is, however, crucial for a better understanding of
contributing factors and for finding remedies. We hy-
pothesize that distractions of the surgery team may in-
crease the likelihood of micro-contaminations, because
they divert the attention of the team. We further hy-
pothesize that team behaviour that may contribute to
the team shared mental model may prevent errors and
delays because a good shared mental models fosters
smooth cooperation. As a first step, we present the de-
velopment and test of a method of direct assessment of
the surgery process. The system allows for coding and
assessing behaviours based on real-time observation in
the operation theatre; it therefore is also feasible if
ethical and practical considerations do not allow using
video-tapes of the surgeries. The system contains codes
referring to behaviour and to communication. Focus-
ing on the two sets of variables we expect to be linked
to SSI, we code a) the occurrence of potential distrac-
tions, such as noise, parallel communication, external
visitors etc., and b) the occurrence of team behaviour
such as time-out, verbalizations, etc. After extensive
training of the observers, coding proved to be highly
reliable (Cronbach ? between .80 and .99). We will
present (1) the development of this system for process
analysis and (2) preliminary results based on about 30
elective abdominal surgery procedures.

AN OBSERVATION STUDY OF SURGEONS’ INTRAOP-
ERATIVE LEADERSHIP

Henrickson Parker, S., University of Aberdeen, Ab-
erdeen, UK; Yule, S., University of Aberdeen, Ab-
erdeen, UK; Flin, R., University of Aberdeen, Ab-
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erdeen, UK; McKinley, A., Aberdeen Royal Infirmary,
UK

Abstract: Objective: This field study aimed to identify
and classify surgeons’ observable leadership behaviours
during the intraoperative phase of surgery.Background:
There is widespread recognition in organizations ex-
posed to hazards, non-technical skills, including leader-
ship, are essential for effective, efficient, and safe team
performance. However, there is limited empirical ev-
idence to suggest which specific leadership skills and
behaviours are required for effective intraoperative per-
formance.Method: Observational data on surgeons’ in-
traoperative leadership were gathered in the operating
room (OR) during n=23 operations in three teaching
hospitals in Scotland. These observations were coded
into one of seven leadership constructs identified from
the surgical literature. Operations were also catego-
rized by complexity using BUPA complexity ratings.
Results: Leadership behaviours were categorised with
acceptable inter-rater reliability. The analysis focused
on the lead surgeon and showed that as intraopera-
tive leaders, they most frequently engaged in guiding
and supporting behaviours, followed by communication
and coordination and task management behaviours.
Surgeons engaged in a higher frequency of leadership
behaviours during higher complexity operations com-
pared with lower complexity operations, however, these
differences were not statistically significant. Conclu-
sion: This study is the first step in developing an empir-
ically derived taxonomy and scale to measure surgeons’
intraoperative leadership. Future studies will investi-
gate the relationship between the leadership behaviours
identified here, team performance, and patient safety
outcomes.

DEALING WITH UNFORESEEN COMPLEXITY IN THE
OR: RELATIONS BETWEEN TEAM PROCESSES AND
TEAM OUTCOMES

Schraagen, J.M., TNO Human Factors, Soesterberg,
The Netherlands; Schouten, T., Department of Pe-
rioperative Care and Emergency Medicine, Univer-
sity Medical Center Utrecht, The Netherlands; Smit,
M., Tno Quality of Life, Hoofddorp, The Nether-
lands; Haas, F., Department of Paediatric Cardiotho-
racic Surgery, University Medical Center Utrecht, The
Netherlands; Beek, D. van der, TNO Quality of Life,
Hoofddorp, The Netherlands; Ven, J. van de, Tho Hu-
man Factors, Soesterberg, The Netherlands

Abstract: Objective: Paediatric cardiac surgery (PCS)
has a low error tolerance, is dependent upon sophisti-
cated organizational microsystems, and demands high
levels of cognitive and technical performance. The aim

of the study was to assess the impact of intraopera-
tive non-routine events (NRE’s) on team performance
and patient outcomes.Methods: This mixed-method
design, using both quantitative and qualitative mea-
sures, used trained human factors expert observers that
observed and coded NRE’s and teamwork elements
from the time of patient arrival into the operating
room (OR) to the patient handover in the intensive
care unit. Real-time teamwork observations were cou-
pled with questionnaires on safety culture, microsys-
tems preparedness measures, assessed difficulty of the
operation and patient outcome measures.Results: 40
PCS cases were observed. Surgeons displayed bet-
ter teamwork during complicated procedures, partic-
ularly during the surgical bypass/repair epoch. In con-
trast, nurses and perfusionists displayed poorer team-
work during complicated procedures. More procedural
non-routine events were associated with a more compli-
cated post-operative course. A rapid 4 question verbal
questionnaire filled out immediately after the operation
correlated significantly with the complexity, duration,
number of non-routine events and patient outcome.
The total number of team behaviours was associated
with case complexity, but this association disappeared
when duration of the operation was taken into account.
Procedural non-routine events decreased substantially
over time.Conclusions: Most non-routine events were
noticed and dealt with through routine procedures. For
dealing with the remaining difficult problems, processes
such as heedful interrelating are required, where team
members mutually monitor each others’ performance
attentively, anticipate problems and provide backup
behaviour

Presentations: Employee Well Being -
Engagement at Work

Main topic area: Employee Well Being
Location: 0.3 Copenhagen (15:00-16:15)

Chair: Milam, A., University of Houston -Clear Lake,
Houston, TX, USA

THE RELATIONSHIP BETWEEN WORK ENGAGEMENT,
ABSENTEEISM AND TURNOVER INTENTIONS

Simbula, S., University of Bologna, Bologna, Italy;
Guglielmi, D., University of Bologna, Bologna, Italy;
Depolo, M.D., University of Bologna, Bologna, Italy

Abstract: To date, initial empirical studies support
the intuitively appealing idea that engaged workers are
good performers. What we don’t know yet, is what is
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meant with being a ’good performer’ and why engaged
workers tend to perform well. In order to shed light on
these questions, we designed a study that aimed at: (a)
developing a taxonomy of job performance and (b) test-
ing two explanations of why high levels of work engage-
ment make employees better performers than low levels
of work engagement. Both in terms of its definition and
its operationalization, performance may refer to behav-
ior (process performance) as well as outcomes (outcome
performance). Under the assumption that process per-
formance predicts outcome performance, our taxonomy
of job performance distinguished among three types of
performance behavior, i.e. positive, formal and neg-
ative job behavior. Both positive and formal job be-
havior were assumed to be positively associated with
work engagement. Negative job behavior was predicted
to relate negatively to work engagement. With regard
to the two explanations for the relation between work
engagement and performance, we furthermore assume
that work engagement breaks into one’s 1) cognitive
open-mindedness and one’s 2) behavioral readiness. In
line with our theoretical model, we assume that en-
gagement in combination with being in a state of be-
havioral readiness and cognitive open-mindedness may
result in good performances. The taxonomy of job per-
formance and the hypotheses regarding the link with
engagement were examined in a survey study among
employees of a cocoa factory. The UWES measured
engagement and two newly developed scales measured
cognitive open mindedness and behavioral readiness.
An integrated questionnaire of commonly used and well
validated scales measured job performance. SEM anal-
yses revealed promising results regarding our hypothe-
ses in the expected direction. Taken together, our re-
search findings provide initial support for our taxon-
omy of performance and the dynamic process between
engagement, cognition, and behavioral intention.

WORK ENGAGEMENT AND JOB PERFORMANCE-A DY-
NAMIC PROCESS BETWEEN MOTIVATION, COGNITION
AND BEHAVIOR

Reijseger, G, Utrecht University, Utrecht, The Nether-
lands; Peeters, M.C.W., Utrecht University, Utrecht,
The Netherlands; Taris, T.W., Utrecht University,
Utrecht, The Netherlands; Schaufeli, W.B., Utrecht
University, Utrecht, The Netherlands

Abstract: To date, initial empirical studies support
the intuitively appealing idea that engaged workers are
good performers. What we don’t know yet, is what is
meant with being a ’good performer’ and why engaged
workers tend to perform well. In order to shed light on
these questions, we designed a study that aimed at: (a)

developing a taxonomy of job performance and (b) test-
ing two explanations of why high levels of work engage-
ment make employees better performers than low levels
of work engagement. Both in terms of its definition and
its operationalization, performance may refer to behav-
ior (process performance) as well as outcomes (outcome
performance). Under the assumption that process per-
formance predicts outcome performance, our taxonomy
of job performance distinguished among three types of
performance behavior, i.e. positive, formal and neg-
ative job behavior. Both positive and formal job be-
havior were assumed to be positively associated with
work engagement. Negative job behavior was predicted
to relate negatively to work engagement. With regard
to the two explanations for the relation between work
engagement and performance, we furthermore assume
that work engagement breaks into one’s 1) cognitive
open-mindedness and one’s 2) behavioral readiness. In
line with our theoretical model, we assume that en-
gagement in combination with being in a state of be-
havioral readiness and cognitive open-mindedness may
result in good performances. The taxonomy of job per-
formance and the hypotheses regarding the link with
engagement were examined in a survey study among
employees of a cocoa factory. The UWES measured
engagement and two newly developed scales measured
cognitive open mindedness and behavioral readiness.
An integrated questionnaire of commonly used and well
validated scales measured job performance. SEM anal-
yses revealed promising results regarding our hypothe-
ses in the expected direction. Taken together, our re-
search findings provide initial support for our taxon-
omy of performance and the dynamic process between
engagement, cognition, and behavioral intention.

ORGANIZATIONAL FEATURES
TIONAL STRENGTH: ENcacING
CONSCIENTIOUSNESS EMPLOYEE

AS
THE

SITUA-
NON-

Milam, A., Unwversity of Houston -Clear Lake, Hous-
ton, TX, USA; Sulea, C., Universitatii de Vest Din
Timisoara, Timisoara, Romania

Abstract: Once of the most well-established axioms in
organizational psychology is that conscientiousness is
an extremely desired trait for employees to possess, as
it is the strongest predictor of the Big Five personality
traits with respect to performance (Barrick, Mount, &
Judge, 2001). The present paper examines the role that
conscientiousness plays in facilitating another desired
characteristic, employee engagement, and whether or
not the organization can influence engagement among
the employee who is low on conscientiousness. Work
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engagement is an affective-motivational state of fulfil-
ment, characterized by vigor, dedication and absorp-
tion (Schaufeli, Bakker, & Salanova, 2006). Accord-
ing to Bakker (2008) engaged employees are able to
create their own resources, similar to the way consci-
entious employees create order. Therefore, we expect
that conscientious employees are more engaged em-
ployees. We also posit that organizations can affect
engagement levels by the contextual cues that they
provide. Strong situations tend to limit the expres-
sion that personality has on a given situation by pro-
viding cues as to how the individual should behave
(Meyer, Dalal, & Hermida, 2010; Mischel, 1977). We
believe that organizations that offer a culture of for-
mality and those that reward effort provide such sit-
uational strength, which in turn create an environ-
ment for employee engagement, even among those who
are low in conscientiousness. We surveyed 140 full-
time employees in Romania from a variety of organi-
zations and occupations. As expected, conscientious-
ness was linked to employee engagement. In addi-
tion, we found that the conscientiousness-formality and
conscientiousness-effort interactions significantly pre-
dict engagement such that in such environments those
who are low in conscientiousness tend to be extremely
engaged. Surprisingly, we also found that in such en-
vironments, those who are high in conscientiousness
tend to become less engaged. The present paper offers
a practical contribution to organizations by highlight-
ing how various motivational and operational strategies
are viewed by employees, and that such strategies re-
sult in engagement outcomes that differ, depending on
one’s level of conscientiousness. But this may come
at a price. Although such strategies help the non-
conscientious individuals become more engaged, orga-
nizations run the risk of actually disengaging higher-
conscientious employees.

WORK TEAM COHESION AND WORK ENGAGEMENT
IN CLEANING WORKERS: OCCUPATIONAL HEALTH
ProBLEMS PoLrisH IT Up

Tavares, S.M., ISCTE-Instituto Universitario de Lis-
boa, Lisboa, Portugal; Casaleiro, S., ISCTE-Instituto
Universitdario de Lisboa, Lisboa, Portugal

Abstract: The current study advances the work engage-
ment literature by examining the relationship between
occupational health problems (a proxy of job physical
demands) and work team cohesion (as a job resource)
with work engagement in an understudied population:
the cleaning workers. We hypothesized that low work
engagement is expected when job demands are high
and work team cohesion is low. We analyze separately

two samples of employees of one large cleaning com-
pany that were providing cleaning services in different
sectors: transports (n= 118) and hospitals (n= 151).
Consistent with JD-R model, individuals reported an
increase in work engagement when team cohesion was
coupled with high occupational health problems. In
other words, the existence of occupational health prob-
lems among cleaners exacerbated the positive effect of
work team cohesion on work engagement. These find-
ings were consistent across samples providing evidence
of generalizability of our results to this blue-collar pop-
ulation. The current results underline the importance
of considering t