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[bookmark: _Toc234416532]People Management
[bookmark: _Toc233790933][bookmark: _Toc234416533]Performance-related pay – is it the quicker the better?
Source: Human Resource Management
In a nutshell: In this study a team of researchers – led by Xiaoyue Wu from Nanjing University in China – investigated how the timing of performance-related pay motivated lower-performing workers. The researchers found that “relative to delayed PFP payments, instant PFP payments improve the subsequent performance of lower-performing employees, although this effect attenuates over time.”
You can read the abstract of this article at
https://doi.org/10.1002/hrm.70079

[bookmark: _Toc233790934][bookmark: _Toc234416534]Does a moan at home make a difference?
Source: Personnel Psychology
In a nutshell: In this study a team of researchers – led by Rui Zhong from Pennsylvania State University – investigated the effect of gossiping about work colleagues with one’s partner. They found that “sharing negative work gossip with one's partner elicits both maladaptive repetitive thoughts (in the form of affect-focused rumination) and adaptive repetitive thoughts (in the form of problem-solving pondering). These distinct cognitive processes, in turn, exert opposing effects on employees’ interpersonal behaviours toward the gossip target, including their social engagement and helping behaviour.” The researchers also found that by reframing the incident partners could help by “attenuating the maladaptive consequences of negative work gossip while enhancing its adaptive consequences.”
You can read the abstract of this article at
https://doi.org/10.1111/peps.70034 

[bookmark: _Toc233790935][bookmark: _Toc234416535]Are extravert leaders more vulnerable?
Source: Journal of Management Studies
In a nutshell: When it comes to leadership is loud or quiet the best approach? In this study a team of researchers – led by Jan C. Hennig from the University of Groningen – investigated. They studied 4,000 CEOs and found that “more extraverted CEOs' prominence and perceived agency increase directors' attributions of performance to those individuals, thereby increasing their likelihood of dismissal when performance declines.” This dynamic was “amplified in more complex industries and among shorter-tenured boards, where causal ambiguity and limited contextual knowledge increase reliance on simplifying cues such as personality-based attributions.”
You can read the abstract of this article at
https://doi.org/10.1111/joms.70122 

[bookmark: _Toc233790936][bookmark: _Toc234416536]Just culture, personality, and nursing error
Source: Journal of Education and Health Promotion
In a nutshell: In this study a team of researchers – led by Ali Akbari from Kerman University of Medical Sciences in Iran – studied the links between nursing errors, just culture and personality in a study of 230 nurses and healthcare assistants. A third of them (33.9%) reported a history of nursing error. The frequency of nursing errors was higher among people with Type A personalities than people with Type B personalities. Those who had not committed an error were more open in their communication and were more invested in continuous improvement and were more likely to have a higher “just culture,” score. 
You can read the abstract of this article at
https://doi.org/10.4103/jehp.jehp_2271_24 

[bookmark: _Toc233790937][bookmark: _Toc234416537]What makes servant leadership work?
Source: Journal of Management Studies
In a nutshell: Investigating servant leadership in this study were a team of researchers, led by Nathan Eva from Monash Business School. They found that “that leaders signal servant leadership through observable, costly service-oriented behaviours, such as helping followers grow and succeed, and need to engage in these behaviours frequently and consistently.” The researchers also found that “the efficacy of these signals depends on followers' levels of prosocial motivation and the signalling environment in which the leader operates.”
You can read the abstract of this article at
https://doi.org/10.1111/joms.70116 

[bookmark: _Toc233790938][bookmark: _Toc234416538]How do workers feel about fitting in?
Source: Journal of Occupational and Organizational Psychology
In a nutshell: How workers are fitted to their job was the subject of this study from a team of researchers, led by Jon Billsberry from La Trobe University in Australia. They interviewed 60 workers from three major Chinese cities and found that “fit is often tacit, weakly articulated, or taken for granted in routine work contexts, and is typically constructed through reflective narration rather than experienced as a stable, ongoing judgement. Participants assembled their understanding of fit through contrast, temporal comparison, and contextual interpretation, drawing on instrumental, relational, and moral considerations… fit emerges dialogically and unevenly, shaped by career trajectories, organizational change, and culturally embedded expectations.” 
You can read the abstract of this article at
https://doi.org/10.1111/joop.70127  

[bookmark: _Toc233790939][bookmark: _Toc234416539]The U-shaped curve of trust
Source: Journal of Organizational Behaviour
In a nutshell: In this study Ilanit SimanTov-Nachlieli from Tel Aviv University and Liangting Zhang from Hainan University studied “the dynamic evolution of organizational trust during role transitions.” The researchers found that “among role-transitioning employees, organizational trust follows a U-shaped trajectory—declining initially before recovering over time.” This pattern was more pronounced for newcomers than for people who had transferred from within the organization. The pattern of trust over time was also affected by leader-member exchange for newcomers and for social integration for both newcomers and internal transfers. 
You can read the abstract of this article at
https://doi.org/10.1002/job.70105 

[bookmark: _Toc233790940][bookmark: _Toc234416540]When do leaders stop feeling like impostors?
Source: Journal of Organizational Behaviour
In a nutshell: In this article Sonja Zaar, from Maastricht University in the Netherlands, led a team of researchers who interviewed 22 organizational leaders about “how people in formal leadership roles shape and develop a leader identity through meaning-making of experiences across time and situations.” They found that “most organizational leaders in our sample described an evolving sense of self as a leader over the course of their careers, moving from identity uncertainty and imposter feelings to identity coherence and feeling like an original. This transition was connected to three key shifts in meanings made: (1) a development of cognitive complexity, (2) a development of schema alignment, and (3) a development of self-schema clarity. These shifts were facilitated by leaders' ongoing, deliberate engagement in specific modes of meaning-making (i.e., cognitive identity work).”
You can read the abstract of this article at
https://doi.org/10.1002/job.70098 

[bookmark: _Toc233790941][bookmark: _Toc234416541]The consequences of negative feedback
Source: Journal of Occupational and Organizational Psychology
In a nutshell: In this study a team of researchers – led by Niannian Dong from the University of Science and Technology in Beijing – examined “the contrasting effects of leader negative feedback on employees' workplace behaviour.” The researchers studied 89 workers who reported 1,259 daily observations. The researchers found that negative feedback made workers more proactive by making people think more about their work and that this worked among people who were keen to learn. However, negative feedback also led to more cheating among workers by increasing their anxiety, particularly among those whose efforts were more motivated by avoiding criticism than earning praise.
You can read the abstract of this article at
https://doi.org/10.1111/joop.70126 

[bookmark: _Toc233790942][bookmark: _Toc234416542]Humility and shared leadership
Source: Journal of Occupational and Organizational Psychology
In a nutshell: In this study a team of researchers, led by Haouyu Zhang from Beijing Sport University, investigated humble leadership in a sample of 82 teams from nine IT firms in China totalling 523 people. The researchers found that leader humility led to more people speaking up and more information sharing which, in turn, led to shared leadership. However, this relationship only worked when the power-distance between leaders and their teams was low.
You can read the abstract of this article at
https://doi.org/10.1111/joop.70130  

[bookmark: _Toc233790943][bookmark: _Toc234416543]The hidden costs of sacrificial leadership  
Source: Journal of Organizational Behaviour
In a nutshell: In this study a team of researchers – led by Feifan Yang from Soochow University in China – investigated leader self-sacrifice. (Strolling down to IT to pick up a laptop rather than charging machine-gun emplacements one hopes, although they may well have fortified the Exec corridor with a few Bren-gun emplacements by now). The researchers found that leadership self-sacrifice was “positively related to subordinate self-sacrificial pressure, which in turn prompted subordinate self-sacrifice.” However, if leaders supported their subordinates to be more autonomous this effect was mitigated. 
You can read the abstract of this article at
https://doi.org/10.1002/job.70102 

[bookmark: _Toc233790944][bookmark: _Toc234416544]Gratitude, bitterness, and entitlement
Source: Journal of Organizational Behaviour
In a nutshell: In this study Bo Lv [sic], from Renmin University of China, led a team of researchers investigating co-workers’ responses to another worker being praised by their manager. The researchers found that the co-workers’ responses depended on their levels of psychological entitlement “a stable personality trait characterized by an inflated, pervasive sense of deservingness and exaggerated expectations for special treatment, without a matching need for effort, merit, or reciprocity.” Co-workers high in psychological entitlement were more likely to see the gratitude as being undeserved leading to feelings of envy and social undermining. Co-workers low in psychological entitlement were more likely to appraise the gratitude as deserving, feel admiration, and increase “affiliative citizenship behaviour.”
You can read the abstract of this article at
https://doi.org/10.1002/job.70101 

[bookmark: _Toc233790946][bookmark: _Toc234416545]How do people see anxiety at work?
Source: Personnel Psychology
In a nutshell: Investigating expressing anxiety in the work place was a team of researchers, led by Diwan Li from the Hong Kong Polytechnic University. They found that expressing anxiety could lead to other workers feeling sympathetic leading to increased helping behaviour or, alternatively, be seen as a signal of weakness leading to ostracism. The researchers found that how much rivalry people felt towards the other person governed these relationships.
You can read the abstract of this article at
https://doi.org/10.1111/peps.70035 

[bookmark: _Toc233790947][bookmark: _Toc234416546]Can chatbots do career coaching?
Source: Journal of Vocational Behaviour
In a nutshell: In this study Katharina Ebner, from Friedrich Alexander University in Germany, led a team of researchers investigated the effect of chatting with a career-coaching chatbot. The chatbot was found to reduce negative affect over three weeks which, in turn, was significantly associated with greater “career-goal clarity.”
You can read the abstract of this article at
https://doi.org/10.1016/j.jvb.2026.104264 

[bookmark: _Toc233790948][bookmark: _Toc234416547]Resilience, engagement, and emotional inertia
Source: Journal of Occupational and Organizational Psychology
In a nutshell: Carrying over of moods from one situation to another is called “emotional inertia,” and in this study a team of researchers – led by Zhijie Zhao from Amsterdam University investigated it in a sample of 171 workers who filled out surveys five times a day over five days. The more resilient people were the less emotional inertia they experienced. Emotional inertia (or lack thereof) was also found to influence the relationship between resilience and work engagement. However, all these relationships were only significant when stress was higher.
You can read the abstract of this article at
https://doi.org/10.1111/joop.70133 

[bookmark: _Toc233790949][bookmark: _Toc234416548]Men, women, Covid, and flexibility
Source: Personnel Psychology
In a nutshell: When Covid was rampant many parents found themselves in a bit of a spot when it came to childcare. Researching these adjustments were a team of researchers – led by Kristen M. Shockley from Auburn University in the US. The researchers studied 187 couples with young children where both parents were working. They found that “relative work adjustments depended on consideration of one's own schedule flexibility in relation to the schedule flexibility of their spouse, such that the person with greater flexibility was perceived to have adjusted relatively more. Job role indispensability showed a similar trend, but in the opposite direction, such that spouses with greater indispensability adjusted relatively less. Moreover, the negative effects of relative work adjustment on relationship outcomes were generally stronger for women than for men.”
You can read the abstract of this article at
https://doi.org/10.1111/peps.70032 

[bookmark: _Toc233790950][bookmark: _Toc234416549]AI. Is it time for older workers to get with the programme?
Source: Journal of Vocational Behaviour
In a nutshell: In this study Mingyan Han, from Nanjing Normal University in China led a team of researchers investigating AI and older workers. The researchers studied 312 older workers and found that increases in “AI-collaboration,” were associated with “higher job crafting towards strengths and more successful aging at work.” However, this only worked up to a point and once human-AI collaboration got beyond a certain point job crafting and successful aging at work went downhill. Ethical anxiety about the use of AI accelerated the decline of the positive effects of using it and made its negative consequences worse.
You can read the abstract of this article at
https://doi.org/10.1016/j.jvb.2026.104265 

[bookmark: _Toc233790951][bookmark: _Toc234416550]Digital empowerment and employee performance
Source: BMC Psychology
In a nutshell: In this study of 302 workers a team of researchers, led by Xiaogang Zhou from Jiatong University in China, investigated the effects of “perceived organizational digital empowerment.” The researchers found that digital empowerment was positively associated with employee performance and work autonomy. Work autonomy was positively associated with employee performance and mediated the link between digital empowerment and performance. Proactive personality (hacking the system and changing your clock anyway, perhaps) was found to strengthen the positive relationship between digital empowerment and performance.
You can read the whole of this article at
https://doi.org/10.1186/s40359-026-04639-7 
 
[bookmark: _Toc233790952][bookmark: _Toc234416551]Recruitment and Retention
[bookmark: _Toc233790953][bookmark: _Toc234416552]Identification and teleworking
Source: Journal of Vocational Behaviour
In a nutshell: In this study Janne Kaltiainen and Jari J. Hakanen, from the Finnish Institute of Occupational Health studied organizational and co-worker identification in a sample of 895 teleworkers. The researchers identified four “profiles,” of identification:
1) Above-average and stable levels of identification with both the organization and their co-workers (38.9%)
2) Below-average levels and tentatively decreasing organizational identification and decreasing identification with co-workers (16.6%)
3) Below-average levels of organizational identification and co-worker identification and decreasing co-worker identification (12%)
4) Stable and above-average organizational identification but stable and below-average identification with co-workers (32.4%)

The researchers concluded that “over the years of teleworking, identification with coworker relationships may weaken for a substantial proportion. Teleworkers with less face-to-face and audio/video interaction and tenure may be more at risk for deteriorating identification. This may be mitigated by fair practices and to some extent by co-worker support. Those with low initial identification may also experience the most substantial decreases in identification resulting in polarization. Subsequently, low identification may harm employees' well-being, diminish behaviours that would promote co-worker relationships, and turn them into a flight risk.”
You can read the abstract of this article at
https://doi.org/10.1016/j.jvb.2026.104253    

[bookmark: _Toc233790954][bookmark: _Toc234416553]Nursing, job-crafting and tele-working
Source: Nurse Education Today
In a nutshell: In this study Lu Qiuyi and He Yanan from Tongji University in Shanghai investigated the links between job crafting and turnover intention in a sample of 267 junior nurses. The researchers found that job crafting was positively associated with nurse’s “perceived professional benefits,” which, in turn, were associated with turnover intention.
You can read the abstract of this article at
https://doi.org/10.1016/j.nedt.2026.107200 

[bookmark: _Toc233790955][bookmark: _Toc234416554]Emotional regulation in teams
Source: Journal of Occupational and Organizational Psychology
In a nutshell: In this study a team of researchers, led by Cristian A. Vasquez from Sheffield University, investigated “interpersonal emotion regulation,” in teams. The researchers studied 697 teams from a Latin-American financial organization and found that emotional regulation which focused on the causes of emotions reduced relationship conflict and enhanced “leader-rated performance.” However, regulation strategies which concentrated on managing the expression of emotions only increased conflict. Regulating the causes of emotions was even more effective when the team was more in agreement with this approach.
You can read the abstract of this article at
https://doi.org/10.1111/joop.70129 

[bookmark: _Toc233790956][bookmark: _Toc234416555]How do workaholics affect the rest of the team?
Source: Journal of Organizational Behaviour
In a nutshell: In this study Jun Gu, from Macquarie University in Australia, led a team of researchers investigating the effects that workaholics have on their teammates. They found that when team members thought another team member was a workaholic they felt pressure about their own performance. This effect was particularly pronounced when they felt that the workaholic in question was doing it for their own benefit rather than to help the organization succeed. This pressure on performance did make the workaholic’s teammates work harder, but also led to them “badmouthing,” the workaholic employee.
You can read the abstract of this article at
https://doi.org/10.1002/job.70099 
[bookmark: _Toc233790957][bookmark: _Toc234416556]Wellbeing
[bookmark: _Toc233790958][bookmark: _Toc234416557]The true cost of sleep apnoea
Source: Thorax
In a nutshell: Some people suffer from sleep apnoea – an involuntary cessation of breathing due to collapsing airways that, hardly surprisingly, tends to wake people up with a start. In this study Umar Rehman, from University College London, led a team of researchers, who attempted to estimate the cost of sleep apnoea to the economy in the US and UK. The researchers estimated the prevalence of sleep apnoea at 22.8% in the US and 19.5% in the UK and the cost at £180.2bn in the US and £4.22bn (or three miles of HS2) in the UK.
You can read the abstract of this article at
https://doi.org/10.1136/thorax-2025-223550 

[bookmark: _Toc233790959][bookmark: _Toc234416558]Government gets tough on fit notes
Source: BBC
In a nutshell: The Government are thinking about taking a harder line on  “fit notes” from a GP signing people off work and helping them get access to benefits and sick pay. More than 11m are issued every year and the Government claims that the current system is “broken,” with too many people signed off work and no help for them to return. The Government has launched four pilot schemes, covering up to 100,000 GP appointments and backed up by £3m of funding. “In Birmingham and Solihull, as well as Coventry and Warwickshire, GPs will initially issue a fit note where needed but patients will also be referred to support services. In Cornwall and the Isles of Scilly, along with Lancashire and South Cumbria, GPs will refer patients directly to support services, without issuing a fit note. The pilots will test whether support should be led by healthcare professionals or non-clinical staff, such as work coaches and social prescribers, where community groups or activities are recommended to patients to improve their health. They will also involve conversations with employers about adjustments to help people return to work. The pilots will be delivered through existing NHS WorkWell sites, which connect patients with services such as physiotherapy and counselling.”
You can read the whole of this article at
https://www.bbc.co.uk/news/articles/cy82pxlmmyno 

[bookmark: _Toc233790960][bookmark: _Toc234416559]Happy worker, happy partner?
Source: Journal of Organizational Behaviour
In a nutshell: In this study a team of researchers – led by Rebekka S. Steiner from the University of Neuchâtel in Switzerland – investigated the effect of career plateaux on the wellbeing of workers and their partners. The researchers studied 2,489 workers and 480 pairs of workers and partners over seven years. The researchers found that when the content of jobs (but not people’s place in the hierarchy) reached a plateau workers’ wellbeing was lower even if they were not that interested in “success.” When the content of a job remained the same for too long workers’ partners’ wellbeing was also lower.
You can read the abstract of this article at
https://doi.org/10.1002/job.70097       

[bookmark: _Toc233790961][bookmark: _Toc234416560]Could working from home hurt your marriage?
Source: Journal of Organizational Behaviour
In a nutshell: In this study Alejandro Canek Hermida Carillo, from Imperial Business School in London, led a team of researchers investigating how working from home affected couples. They found that when partners had different preferences about how much they separated work life from home life this led to increased work-to-home conflict for some people, but mitigated it for others. But if they both liked to keep strict boundaries between work and home this created more conflict. “Work-to-home conflict was linked to loneliness in both partners, which explained dissolution deliberations.”
You can read the abstract of this article at
https://doi.org/10.1002/job.70095 

[bookmark: _Toc233790962][bookmark: _Toc234416561]Does helping families help yourself?
Source: Journal of Organizational Behaviour
In a nutshell: In this study a team of researchers – led by Yuhui Jiang from Xi’an Jiaotong University in China – investigated the beneficial effects of supervisors’ family-supportive behaviour on the supervisors themselves. The researchers found that supervisors’ family-supportive behaviour (FSSB) was “positively related to supervisors' family role performance via work–family interpersonal capitalization. This enhanced family role performance subsequently crosses over to improve partners' family role performance. Contrary to expectations, the relationship between FSSB and interpersonal capitalization is stronger when family harmony is low, suggesting a compensatory effect.”
You can read the abstract of this article at
https://doi.org/10.1002/job.70107 

[bookmark: _Toc233790963][bookmark: _Toc234416562]Moral injury, employee silence and job satisfaction. 
Source: The International Journal of Human Resource Management
In a nutshell: Moral injury occurs when you can’t do a job in the way you think it should be done and believe that other people have suffered as a result. In this study Patricia Pariona-Cabrera from RMIT University in Melbourne led a team of researchers investigating moral injury in 317 police officers. The researchers found that moral injury reduced the police officers’ work engagement and job satisfaction a relationship that was strengthened by employee silence. Moral injury reduced the police officer’s ratings for the social impact of their work which made them more inclined to leave – again this relationship was strengthened by employee silence.
You can read the abstract of this article at
https://doi.org/10.1080/09585192.2026.2682838
www.eastcheshirenhslibrary.net
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