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[bookmark: _Toc229580258]People Management
[bookmark: _Toc229580259]Illegitimate tasks and incivility
Source: Journal of Occupational and Organizational Psychology
In a nutshell: Once in a while one maybe asked to undertake an unreasonable and unnecessary tasks that detracts from the main business of the working day. Industrial psychologists refer to this as illegitimate work which “violates employees’ expectations about what can legitimately be demanded of them.” In this study of 222 hospitality workers Varun Sharma and Jatin Pandey from the Indian Institute of Management found that illegitimate work led to moral disengagement which, in turn, led to employees rationalising and justifying their mistreatment of co-workers. This tendecy to undertake moral disengagement due to illegitimate tasks “further intensifies when perceived support is high rather than low.”
You can read the abstract of this article at
https://doi.org/10.1111/joop.70106

[bookmark: _Toc229580260]Over-confident and under-delegating
Source: Journal of Management Studies
In a nutshell: In this study a team of researchers – led by Matthew Josefy from Indiana University – examanined the consequences of over-confidence among CEOs. They found that overconfident CEOs were less likely to delegate “and less responsive to multiple indicators at the task and firm level.”
You can read the abstract of this article at
https://doi.org/10.1111/joms.70095

[bookmark: _Toc229580261]Organizational support and AI knowledge-management
Source: Journal of Knowledge Management
In a nutshell: In this study a team of researchers – led by Pawel Korzynski from Kazminski University in Warsaw – studied 116 software engineers working in Fortune 500 companies in the US, France, Germany, the UK, and India. The researchers found that organizational support significantly enhanced “intrinsic motivation toward AI-enabled knowledge management.” Intrinsic motivation led to more work engagement which, in turn, led to greater productivity.
You can read the abstract of this article at
https://doi.org/10.1108/JKM-01-2025-0055 

[bookmark: _Toc229580262]How do staff fare when leaders keep secrets?
Source: Journal of Organizational Behaviour
In a nutshell: In this study Yating Wang, from Renmin University of China, led a team of researchers investigating what happens when leaders keep work-related secrets. The researchers found that leaders keeping secrets violated their psychological contract with their subordinates which, in turn, led to less organizational citizenship behaviour and a reluctance to speak up. “These effects were especially pronounced among employees with a low propensity to trust.”
You can read the abstract of this article at
https://doi.org/10.1002/job.70084    

[bookmark: _Toc229580263]Diversity and knowledge-sharing
Source: The International Journal of Human Resource Management
In a nutshell: In this study a team of researchers – led by Faisal Qamar from Sukkur IBA University in Pakistan – investigated the links between diversity-focused HRM practices and the propensity of teams to share knowledge amongst themselves. The researchers studied 248 workers and 55 of their team leaders from 21 different organizations. They found that diversity-focused HRM practices led to a better employee-involvement climate within the organization and shared leadership within teams, both of which were linked to more knowledge-sharing behaviour.
You can read the abstract of this article at
https://doi.org/10.1080/09585192.2026.2642800 

[bookmark: _Toc229580264]How envy can turn work toxic
Source: Journal of Occupational and Organizational Psychology 
In a nutshell: In this study a team of researchers – led by Sabreen Kaur from Monash University in Australia – investigated the effect of leaders’ envy on their subordinates. They found that leaders’ malicious envy reduced their affective trust in envied subordinates, which, in turn, promoted negative behaviour towards them.
You can read the abstract of this article at
https://doi.org/10.1111/joop.70098 

[bookmark: _Toc229580265]Can you be motivated by nostalgia?
Source: Journal of Vocational Behaviour
In a nutshell: In this study Marius van Dijke, from Erasmus University Rotterdam, led a team of researchers investigating how “organizational nostalgia facilitates prioritization of important personal work goals.” The researchers found that “organizational nostalgia—a sentimental longing or wistful affection for past events in, and aspects of, an organization—facilitates employees' prioritization of important personal work goals, which may not necessarily align with goals prescribed by the organization.” The researchers also found that “recalling nostalgic organizational experiences aids employees in prioritizing important personal work goals, due to such experiences being appraised as more unique to employees than ordinary organizational experiences.” They concluded that “organizations can facilitate employees' prioritization of important personal work goals by leveraging organizational nostalgia.”
You can read the abstract of this article at
https://doi.org/10.1016/j.jvb.2026.104231 

[bookmark: _Toc229580266]Personality and job-crafting
Source: Future Business Journal
In a nutshell: Job crafting “a proactive modification of work tasks, relationships, and perceptions aimed at making work experiences more fulfilling and meaningful.” In this study Saira Mahmood and Hafsah Zahur, from National University of Modern Languages in Pakistan, investigated the links between the Big Five personality traits and job-crafting. They found that openness, conscientiousness, extraversion and agreeability were all positively associated with job-crafting whereas neuroticism was negatively associated with it. “Openness, extraversion, and conscientiousness strengthened the positive relationship between daily emotional demands and job crafting, whereas neuroticism attenuated this relationship.”
You can read the abstract of this article at
https://doi.org/10.1186/s43093-026-00811-y 

[bookmark: _Toc229580267]Personality and job satisfaction
Source: BMC Health Services Research
In a nutshell: A team of researchers, led by Sheng Li from the Number Two People’s Hospital of Lanzhou in China studied the relationship between personality traits and job satisfaction among doctors at “designated infectious disease medical institutions” and found that whereas neuroticism was linked to lower job satisfaction openness, agreeableness, conscientiousness, and extraversion were all linked to being happier with one’s work. Neurotic doctors were more likely to use negative coping strategies, whereas those who were conscientious, open, agreeable, and extravert were more likely to use them.
You can read the abstract of this article at
https://doi.org/10.1186/s12913-026-14204-y  

[bookmark: _Toc229580268]At last – good news for neurotics!
Source: arXiv.org
In a nutshell: “Everything great in the world is done by neurotics: they alone founded our religions and created our masterpieces,” wrote Proust, although those of us (i.e. nearly everyone) less talented than him might wonder whether waking up at four in the morning for a spot of recreational worrying is a price worth paying. Neurotics usually fare badly in personality studies but there is finally some good news for us in this one from Harang Ju and Sinan Aral. They matched people from different personality types with AI models also designed to exhibit different personalities. The people and the AI paired up to write advertisements for a real think tank. Neurotic humans paired with neurotic AI models achieved the best results. Extravert humans paired with conscientious AI produced the worst results (in your face party people!), followed by conscientious humans paired with agreeable AI, then neurotic humans paired with conscientious AI. 
You can read the abstract of this article at
https://arxiv.org/abs/2511.13979 

[bookmark: _Toc229580269]Interruptions, eruptions, and restructures
Source: Journal of Occupational and Organizational Psychology
In a nutshell: In this study a team of researchers, led by Wan Jiang from Tianjin University in China, studied the effects of after-hours interruptions on leaders. They found that interruptions produced both “negative affect,” which led to abusive supervision the next day and “task reflexivity,” when bosses thought about how they could – constructively – prevent the need for such interruptions in the future. Leaders who were more willing and able to be flexible after work were able to reflect more positively on interruptions and felt less negative affect because of them.
You can read the abstract of this article at
https://doi.org/10.1111/joop.70109    

[bookmark: _Toc229580270]Empowerment and expediency
Source: Journal of Occupational and Organizational Psychology
In a nutshell: In this study a team of researchers – led by Jie Xiao from Renmin University of China – investigated how empowering leadership affects “employee expediency.” They found that when tasks were complex empowering leadership led to emotional exhaustion which, in turn, led to employees taking short cuts. However when tasks were less complex empowering leadership led to reduced emotional exhaustion which meant employees took fewer short cuts.
You can read the abstract of this article at
https://doi.org/10.1111/joop.70110 

[bookmark: _Toc229580271]When leaders emerge from the pack
Source: Journal of Organizational Behaviour
In a nutshell: In this study a team of researchers – led by Gouri Mohan from IESEG School of Management in France – investigated “motivation to lead and the emergence of informal leaders in self-managing teams over time.” The researchers studied two groups of MBA students in self-managing teams made up of 212 and 355 students respectively. They found that agentic motivations to lead (wanting to get things done) predicted initial leader emergence via perceptions of competence. However communal motivation to lead fostered later leader emergence as perceptions of warmth and competence increased over time. The researchers concluded that “these findings suggest that teams may appear to initially undervalue communal motives in leadership decisions because agentic individuals establish themselves as leaders before the benefits of communal motives fully materialize.”
You can read the abstract of this article at
https://doi.org/10.1002/job.70089 

[bookmark: _Toc229580272]… and when they’re on borrowed time
Source: Personnel Psychology
In a nutshell: What effect does leaders’ job insecurity have on the people they are – for the time being at least – in charge of? That was the subject investigated by a team of researchers, led by Weipeng Lin from Shandong University in China, in this study. The researchers found that leaders who perceived their own job security to be in jeopard frequently displayed anxiety which, in turn, led to higher anxiety among their team and a “lower team perception of leader effectiveness,” which influenced task performance and team citizenship behaviour. These relationships were affected by how emotionally stable leaders and their teams were.
You can read the abstract of this article at
https://doi.org/10.1111/peps.70026 

[bookmark: _Toc229580273]When you’re a narcissist but not a leader
Source: Journal of Organizational Behaviour
In a nutshell: In this study Judy Qiu from ESSEC Business School in France and Selin Kesebir, from London Business School, studied how narcissistic followers dealt with the tricky business of working for a leader. They carried out three studies and found that narcissistic followers were more likely to strive to cultivate a personal bond with their leaders, more likely to seek career-enhancing support from them, and more willing to share negative gossip about co-workers with them. Narcissistic followers also thought that they enjoyed better relationships with their leaders than their peers did.
You can read the abstract of this article at
https://doi.org/10.1002/job.70091 

[bookmark: _Toc229580274]When status games go sour
Source: Journal of Organizational Behaviour
In a nutshell: In this study Chu-Ding Ling from Renmin University of China led a team of researchers examining how “dyadic [relating to pairs] status incongruence influences team members’ interactions and coordination.” The researchers found that when there was conflicting evidence about who was the senior person in a pair of workers this generated ambiguity and disagreement over who had the higher status. This ambiguity and disagreement reduced “interpersonal liking and ultimately hinders dyadic coordination.” However, this effect was mitigated by team specialization which clarified task roles and redirected workers’ attention from status-based comparisons to “respective expertise for task execution.”
You can read the abstract of this article at
https://doi.org/10.1002/job.70087 

[bookmark: _Toc229580275]HR, growth mindsets and career crafting
Source: The International Journal of Human Resource Management
In a nutshell: “Career Crafting,” is something examined in this study from a team of researchers, led by Qing Zheng from Jiangxi University of Finance and Economics in China. The researchers studied 355 workers at an online shopping enterprise and 316 workers from a variety of organizations. They found that developmental HR practices led to increased “occupational self-efficacy,” which, in turn, led to more career crafting. A “growth mindset,” strengthened these relationships.
You can read the abstract of this article at
https://doi.org/10.1080/09585192.2026.2655368 

[bookmark: _Toc229580276]Getting to the bottom of flow
Source: Journal of Vocational Behaviour
In a nutshell: In this study J. De Kerf, from the Open University in the Netherlands, led a team of researchers investigating flow in a sample of 199 workers who made 2,927 observations about their mental state. The researchers found six distinct profiles of workers’ mental states: Deep Flow, Microflow, Apathy, Boredom, Arousal, and Anxiety. Deep Flow and Microflow aligned with the concept of “flow.” Deep Flow had “peak scores,” for absorption, effortless control, and intrinsic reward and Microflow had moderately high scores for these mental states. Deep Flow emerged during 29% of activities, whereas Microflow emerged during 44%. Flow was most likely to occur when activities were seen as mentally challenging, but with few hindrances.
You can read the abstract of this article at
https://doi.org/10.1016/j.jvb.2026.104246 	
[bookmark: _Toc229580277]Wellbeing
[bookmark: _Toc229580278]Activity-based offices – is it time to wave goodbye to open-plan?
Source: Journal of Occupational and Organizational Psychology
In a nutshell: In this article Ann S. Lauterbach from Dresden Technical University and Randi H. Borge from the National Institute of Occupational Health in Oslo reviewed the evidence on activity-based offices. They found 35 studies which met their quality criteria, covering a total of 7,959 people. They found that activity-based offices increased physical activity and contact with one’s colleagues and decreased work stress, but also increased job demands. They worked better in private organizations and when they were compared to open-plan offices. However, the research did not cover the issues of privacy and autonomy which “remain uncertain.”
You can read the abstract of this article at
https://doi.org/10.1111/joop.70099 

[bookmark: _Toc229580279]Looking after people in social care
Source: Human Resource Management
In a nutshell: In this study Shivinder Nijer, from the Indian Institute of Management led a team of researchers investigating what could be done to deal with “customer mistreatment among frontline staff in social care.” The researchers drew on psychological-contract theory to outline what frontline staff should expect from their HR colleagues. They used data from 51 frontline employees and 15 HR professionals working in social care who had witnessed customer mistreatment. Based on their findings they developed a new framework called “FRESH against mistreatment,” FRESH standing for FRontline Expectations for Support from HRM.
You can read the abstract of this article at
https://doi.org/10.1002/hrm.70064 

[bookmark: _Toc229580280]Abusive supervision, sleep deprivation, and quiet quitting
Source: Behavioural Sciences
In a nutshell: Quiet quitting is the refusal to do more than the bare minimum necessary to fulfil your contract, keep your job, and earn some money. In this study a team of researchers – led by Gong Ziyi, from Gachon University in Korea – examined the links between abusive supervision, sleep deprivation, and quiet quitting in a study of tourism and hospitality workers. The researchers found that abusive supervision and sleep deprivation were both associated with quiet quitting and that abusive supervision was also associated with quiet quitting via sleep deprivation.
You can read the abstract of this article at
https://doi.org/10.3390/bs16030402     

[bookmark: _Toc229580281]Can mindfulness stop you getting burnout?
Source: JMIR Mental Health
In a nutshell: In this study a team of researchers – led by Satish Jaiswal from the University of California, San Diego – studied the effect of a “scalable, digital app–based, brief mindfulness and compassion training program called “WellMind” for health care professionals.” 22 people took part in the study having 60 sessions of WellMind training over three months, each session lasting between five and 10 minutes. The researchers found that using the app led to an increase in self-compassion, and “state mindfulness,” compared to a control group of 21 people who did not use the app. The people who used the app also showed reduced activity in their brain’s Default Mode Network (DMN) – a neurological system associated with mind-wandering and rumination. The improvements in self-compassion were directly related to the extent of DMN suppression. 
You can read the abstract of this article at
https://doi.org/10.2196/49467 

[bookmark: _Toc229580282]Can a frog in the office make you nicer to your wife?
Source: The International Journal of Human Resource Management
In a nutshell: In this study a team of researchers, led by Yuxin Liu from the University of International Business and Economics in Beijing, investigated the links between contact with nature at work and the support people offered their spouses when they got home. The researchers found that contact with nature at work “enhances employees’ vitality,” which in turn positively affected their support for their spouse. 
You can read the abstract of this article at
https://doi.org/10.1080/09585192.2026.2654478 

[bookmark: _Toc229580283]Disability voice and inclusion
Source: Journal of Organizational Behaviour
In a nutshell: In this study Louisa Antonia Reiss, from the University of St Gallen in Switzerland, led a team of researchers investigating workplace inclusion for people with disabilities. The researchers developed the term disability voice to describe people with disabilities’ “self-inclusion efforts with which they claim inclusion at work through speaking out about their disability-related needs, concerns, and ideas.” The researchers studied 676 people with disabilities and found that disability voice was positively related to people with disabilities’ “perceptions of opportunity for authenticity and belongingness.”
You can read the abstract of this article at
https://doi.org/10.1002/job.70085 

[bookmark: _Toc229580284]Could CBT boost the economy?
Source: Journal of Medical Internet Research
In a nutshell: It’s always good to prove things are cost-effective and in this study a group of researchers – led by Chi Tak Lee from Trinity College Dublin – attempted to demonstrate the economic benefit of internet-CBT (iCBT) provided the Irish Health Service. The researchers studied 7,125 employed patients enrolled in iCBT between March 2023 and May 2024. Absenteeism was reduced by 6.85%, presenteeism by 5.84%, and “productivity loss,” by 9.48%. Activity impairment was reduced by 8.34%. These improvements corresponded to about E4000 per patient per year, or E29m in total. 
You can read the abstract of this article at
https://doi.org/10.2196/80689 

[bookmark: _Toc229580285]Could rotas improve patient safety?
Source: Journal of Occupational and Organizational Psychology
In a nutshell: In this study a team of researchers - led by Aníbal López from Lisbon University in Portugal – investigated the effect of crew-rostering policies on flight-crew safety behaviour. They found that crew-rostering policies that allowed people more choice over their shifts led to more perceived autonomy and inclusion in decision-making which, in turn, reduced fatigue and strengthened dedication. The perceived autonomy and inclusion of choosing one’s rota predicted “extra-role safety behaviour and upward safety communication via increased dedication.” All well and good of course, but whereas airlines can choose not to fly anywhere at four o’clock on a cold January morning hospitals are still very much open thenabouts. 
You can read the abstract of this article at
https://doi.org/10.1111/joop.70113 

www.eastcheshirenhslibrary.net

Facilitating evidence-based decision making

				2

www.eastcheshirenhslibrary.net

Facilitating evidence-based decision making

image2.png




image3.png




image1.png




