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[bookmark: _Toc640002648]Proactive personality and career anxiety
Source: International Journal for Educational and Vocational Guidance
In a nutshell: In this study Lei Feing and Qiongzhi Zhang from China West Normal University studied 1,129 college students. They found that a proactive personality reduced career-choice anxiety, a relationship that was mediated by “career decision-making self-efficacy.” Social support also helped in reducing career anxiety for people with proactive personalities. 
You can read the abstract of this article at
https://doi.org/10.1007/s10775-025-09730-w 

[bookmark: _Toc1312782156]Compressed working weeks – what does the evidence say?
Source: Journal of Organizational Behaviour
In a nutshell:  In this study Inchul Cho, from the University of North Georgia in the US, led a team of researchers studying 147 workers before and after the implementation of a compressed working week. The researchers found decreases in stress and increases in health among workers with greater autonomy in their jobs, but not among workers with less autonomy. Employees with less autonomy in their jobs felt that the support they got from their organization decreased after the compressed working week was introduced. For people whose work did not depend on other people performance improved. However, for people whose work depended on others performance did not improve.
You can read the abstract of this article at
https://doi.org/10.1002/job.70130 

[bookmark: _Toc743065684]Does going green at work work?
Source: Human Resource Management Journal
In a nutshell: In this study Franziska Brack, from Leuphana University in Germany, led a team of researchers reviewing the evidence on workplace interventions designed to promote people’s pro-environmental behaviour. The researchers found 52 studies which met their quality criteria and these studies showed that “workplace interventions demonstrated a significant, small-to-moderate positive effect on pro-environmental behaviour."
You can read the abstract of this article at
https://doi.org/10.1111/1748-8583.70066 

[bookmark: _Toc448270454]Are we recognising creativity?
Source: Creativity and Innovation Management
In a nutshell: In this study a team of researchers – led by Ka-leung Moon, from the Hong Kong Polytechnic University - investigated how creativity gets recognised in the workplace. The researchers found that employees used their political skills to “effectively articulate and advocate for both novelty and usefulness of their creative ideas. However, only elaboration on usefulness, not novelty, directly enhance supervisors’ recognition. On the other hand, supervisors' recognition of subordinates' creativity was not determined solely by employees' performance, but was also contingent upon supervisors' paradoxical mindset, particularly in the evaluation of novelty.”
You can read the abstract of this article at
https://doi.org/10.1111/caim.70087 

[bookmark: _Toc278213655]Reflexivity and innovation
Source: Creativity and Innovation Management
In a nutshell:  Reflexivity occurs when teams look back on how things went and in this article a team of researchers, led by Weiliang Wang from Zhejiang Institute of Economics and Trade, investigated its links with innovation and compliance. The researchers studied 99 teams and found that “team reflexivity is more likely to strengthen knowledge integration capability, and in turn, be associated with higher team innovation when compliance of team members is high.”
You can read the abstract of this article at
https://doi.org/10.1111/caim.70088 

[bookmark: _Toc1986394826]Getting ready for digital transformation
Source: The International Journal of Human Resource Management
In a nutshell: In this study Jennifer Liehr from Helmut Schmidt University in Germany led a team of researchers who convened a meeting of 27 experts to discuss digital transformation. The experts predicted that fostering innovative work behaviour during digital transformation would require greater autonomy in learning and improved access to digital technologies, a trusting environment and a positive error culture, and high levels of empowerment and involvement along with time for experimentation. “Among the identified practices, training and leaders role model behavior are expected to undergo the most substantial transformation.”
You can read the abstract of this article at
https://doi.org/10.1080/09585192.2026.2734734 

[bookmark: _Toc1727619065]Advice, sex, and recognition
Source: Personnel Psychology
In a nutshell: In this study a team of researchers, led by Hanho Lee from Ohio State University, investigated the links between advice, gender, “prosocial motivation,” and workplace recognition. The researchers carried out three studies, involving a total of 770 people. They found that women occupied less central positions in advice networks than men, but that their willingness to help other people compensated for this when it came to recognition. “Advice network centrality further mediates the interactive effects of gender and prosocial motivation on leadership emergence and performance ratings.” The researchers concluded that “prosocial motivation helps women achieve parity with men in workplace recognition, while raising the possibility that such parity may rest on demands that fall asymmetrically on women.”
You can read the abstract of this article at
https://doi.org/10.1111/peps.70043 

[bookmark: _Toc1093203693]When do leaders back radical ideas?
Source: Journal of Organizational Behaviour
In a nutshell:  In this study a team of researchers, led by Xuting Jiang from Temple University in Philadelphia, investigated when and why leaders endorse radical ideas. The researchers carried out a three-wave field study of 167 pairs of leaders and employees. They found that when leaders’ creative personality was low they saw radical ideas as a threat which meant that they were less likely to endorse them. However, when leaders’ creative personality was higher leaders saw radical ideas as a [worthwhile] challenge and were therefore more likely to endorse them.
You can read the abstract of this article at
https://doi.org/10.1002/job.70131 

[bookmark: _Toc1222403790]When accommodation turn into a prison
Source: The International Journal of Human Resource Management
In a nutshell:  In this study Aileen Schloemer-Jarvis, from Leuphana University in Germany, led a team of researchers interviewing 30 German workers with a range of disabilities. They found that the accommodations they were given to cater for their disabilities produced a strong sense of “fit,” but that this could “foster dependency, reduce external mobility, and limit career advancement aspirations.” The researchers concluded that “accommodations can facilitate inclusion in the short term while quietly narrowing long-term career advancement.”
You can read the abstract of this article at
https://doi.org/10.1080/09585192.2026.2736053 

[bookmark: _Toc1030989276]High-performance work systems and deviance
Source: The International Journal of Human Resource Management
In a nutshell: A high-performance work system is “a general approach to managing organizations that aims to stimulate more effective employee involvement and commitment to achieve high levels of performance.” There is a more equal work structure with “evenly-distributed responsibilities,” and employees are seen as important partners in achieving business success, not just as subordinates. In this study a team of researchers, led by Sumbal Babar, from the National University of Modern Languages in Pakistan, studied 345 medical workers. The researchers found that high-performance work systems led to breaches of psychological contract and more intense work which, in turn, led to “interpersonal deviance.” However, this change of causation was moderated (i.e. toned down) by servant leadership.
You can read the abstract of this article at https://doi.org/10.1080/09585192.2026.2740089 

[bookmark: _Toc1263001494]Overqualified leaders and organizational citizenship
Source: Journal of Organizational Behaviour
In a nutshell: In this study a team of researchers, led by Yuanyuan Gong from Ritsumeikan Asia Pacific University in Japan, investigated the over-qualified leader. They found that seeing a leader as overqualified can strengthen followers’ identification with that leader and, in turn, their organizational citizenship behaviour towards them. Narcissism influenced this relationship. Narcissistic admiration strengthened the positive link between perceived leader overqualification and leader identification, whereas narcissistic rivalry weakened this relationship. 
You can read the abstract of this article at
https://doi.org/10.1002/job.70132   

[bookmark: _Toc1563035072]Empathy and mental-health professionals
Source: Scientific Reports
In a nutshell: In this study a team of researchers – led by Hernando Santamaria Garcia, from Pontificia Universidad Javeriana – compared the level of empathy in mental-health professionals to levels in other healthcare workers and the general public. The researchers found that compared to the other groups mental-health workers exhibited higher empathic concern and discomfort from other people’s suffering and favoured harsher punishments for harmful actions. “Furthermore, this was the only group in which empathy variability was explained by moral judgments, years of experience, and workplace type. Taken together, these results indicate that empathy is continuously at stake in mental health care scenarios, as it can be affected by contextual factors and social contingencies.”
You can read the abstract of this article at
https://doi.org/10.1038/s41598-017-06775-y 

[bookmark: _Toc1084172371]Sleep and teamwork
Source: Scientific Reports
In a nutshell: In this study a team of researchers, led by Benjamin C. Holding, from the Karolinska Institute in Sweden, investigated the effect of sleep deprivation on teamwork and mental processes. The researchers gave the participants a task in which one partner gave instructions to another building a model. They found that people who had been deprived of sleep were worse at building the model but no worse at telling other people how to do it. The researchers also noticed no differences in word-description, verbal fluency, speech duration, and speaking volume and consistency among the people who had been deprived of sleep.
You can read the abstract of this article at
https://doi.org/10.1038/s41598-019-39271-6

[bookmark: _Toc1122431470]AI and job crafting 
Source: Journal of Vocational Behaviour
In a nutshell: In this study a team of researchers, led by Neris Güven from Amsterdam University, investigated how 149 workers in the UK used AI for job crafting. AI was used for augmenting instrumental resources, augmenting social resources, augmenting challenging demands, and automating hindering demands. When it came to the three elements of self-determination – autonomy, competence, and relatedness – AI was most commonly used to help with competence and least often used to help with relatedness. Automating hindering demands was seen as allowing people to concentrate on more valued work, rather than just simply reducing the volume of work. The researchers concluded that “Gen-AI may function as a bottom-up work design tool associated with daily need satisfaction and engagement.”
You can read the abstract of this article
https://doi.org/10.1016/j.jvb.2026.104297 

[bookmark: _Toc845083062]The pros and cons of exploitative leadership
Source: The International Journal of Human Resource Management
In a nutshell:  In this study Jinyun Duan, from East China Normal University, led a team of researchers investigating the effects of exploitative leadership in a sample of 106 leaders and 249 subordinates. The researchers found that exploitative leaders improved team performance, but reduced creativity. “Facing exploitative leaders, employees with high traditionality show high task performance out of performance pressure, whereas those low in traditionality display worse creative performance because of poor intrinsic motivation.”
You can read the abstract of this article at
https://doi.org/10.1080/09585192.2026.2737386 

[bookmark: _Toc352212582]Can playful work get you through the day?
Source: The International Journal of Human Resource Management
In a nutshell: The idea that work per se can be playful is a relatively new one; something a team of researchers, led by Aamir Ali from East China University of Science and Technology, investigated in this study. The researchers studied 468 workers in Pakistan and found that the positive relationship between playful work design and thriving at work was mediated by “promotion focus,” i.e. the desire to improve things. The relationship between playful work design and reduced burnout was, on the other hand, mediated by “prevention focus,” i.e. the desire to stop things going wrong. Inclusive leadership also affected the strength of these relationships.
You can read the abstract of this article at
https://doi.org/10.1080/09585192.2026.2741729 

[bookmark: _Toc2059996168]When work becomes a moral mission
Source: Journal of Occupational and Organizational Psychology
In a nutshell: In this study a team of researchers, led by Jianfeng Ma, from Lanzhou University in China, examined how supervisors’ “moral framing,” affected their subordinates’ reserves of willpower and what consequences this could have. The researchers found that supervisors’ moral missions reduced their subordinates’ willpower which, in turn, reduced their ability to proactively prevent problems. Highly reflective subordinates were more likely to find their willpower reduced by their supervisors’ work moralization.
You can read the abstract of this article at
https://doi.org/10.1111/joop.70160 

[bookmark: _Toc141234492]Attention, cubicle 54! Put your brain helmet on now!
Source: Frontiers in Human Dynamics
In a nutshell: In this article by Ekaterina Muhl and Roberto Andorno, from the University of Zurich they discuss the ins and outs of neurosurveillance with employers using brain data to assess cognitive functions (such as mental capacity and efficiency), cognitive patterns (such as responses to stress), and even detect neuropathologies. “The workers brain data obtained with wearable neurodevices could serve employers for purposes such as promotion, hiring, or dismissal. Neurodevices could also be used as new micromanagement tools, aimed at monitoring employees' attention at work. Additionally, they can be implemented as tools for self-control for workers, as the feedback provided about their current cognitive state can help improve the outcomes of ongoing tasks and ensure safety.” Hardly surprisingly “recent studies have shown that while employees may recognize the potential benefits of using such technology for self-monitoring purposes, they have a negative perception toward its implementation in the workplace.”
You can read the abstract of this article at
https://doi.org/10.3389/fhumd.2023.1245619 

[bookmark: _Toc1140098505]Decent work in Nigeria
Source: Journal of Vocational Behaviour
In a nutshell: Decent work has been defined as work providing or allowing physical and interpersonal safety; adequate hours which allow for rest and free time; organizational values that complement family and social values; fair pay; and access to adequate healthcare. In this study a team of researchers, led by Gabriel N. Ezema, from the University of Memphis, examined expectations of decent work among 443 college students in Nigeria where youth unemployment is 40% and graduate unemployment 17%. They found that the students agreed with the current definition of decent work “while also extending them in several ways, including greater attention to workplace dignity, legal recognition, social contribution, meaningful engagement, location, and social protection. Participants understood barriers to future decent work at multiple levels, including individual factors, structural constraints, and broader economic conditions. Their accounts also reflected varied relationships between future work expectations and academic engagement and wellbeing, including increased academic effort, discouragement and disengagement, and neutral or ambivalent responses.”
You can read the abstract of this article at
https://doi.org/10.1016/j.jvb.2026.104298 

[bookmark: _Toc171811037]What do people think about promotion and what does it say about them?
Source: Journal of Vocational Behaviour
In a nutshell: In this study a team of researchers – led by Gabriele Boccoli from the Polytechnic University of Milan – investigated what people thought about why people had been promoted and what it said about them. The researchers studied 3,193 people and found people fell into three categories: meritocratic attributors who ascribed promotion to merit; institutional attributors; and relational-structural attributors. Older workers and those in higher positions were more likely to ascribe promotion to merit, whereas younger workers and women “were more often associated with profiles emphasizing relational and structural explanations, such as networks and gender dynamics.” Meritocratic attributors reported the highest levels of work engagement, organizational commitment, distributive justice, and trust in management with levels of all these characteristics being lower in those who attributed promotions to “relational dynamics and structural constraints.” 
You can read the abstract of this article at
https://doi.org/10.1016/j.jvb.2026.104299 

[bookmark: _Toc1089598356]Burnout, earthquakes, and healthcare staff
Source: Frontiers in Psychiatry
In a nutshell:  In this study a team of researchers, led by Antonella Mattei, from the University of L’Aquila in Italy, investigated the psychological aftershock of the 2009 earthquake in that area. The researchers studied 300 healthcare workers from eight different departments. 25.97% of the doctors were deemed to be suffering from burnout which was predicted by a hostile relationship with colleagues, direct exposure to the earthquake, and moderate to high levels of distress.
You can read the abstract of this article at
https://doi.org/10.3389/fpsyt.2017.00098 

[bookmark: _Toc1742497738]Midwives, stress, and mental health
Source: Frontiers in Psychiatry
In a nutshell:  In this study Céline Favrod, from Lausanne University Hospital in Switzerland, led a team of researchers who studied 122 midwives and 91 NICU nurses from two Swiss university hospitals. NICU nurses had higher scores for secondary traumatic stress, but less anxiety than midwives. Work-related stressors were classified into five themes: ““Working environment,” “Nursing/midwifery care,” “Dealing with death and dying,” “Case management” and “Others.” NICU nurses reported more traumatic stressors in their working environment. The researchers recommended that "measures, such as teaching strategies to amend the subjective appraisal of the traumatic stressors or providing time to recover in-between frequently occurring work-related traumatic stressors might not only improve the mental health of professionals but also decrease sick leave and improve the quality of patient care.”
You can read the abstract of this article at
https://doi.org/10.3389/fpsyt.2018.00364 

[bookmark: _Toc570751738]“Tell me about your line manager”
Source: Frontiers in Psychiatry
In a nutshell:  In this study a team of researchers – led by Daryl Wayne Niedermoser, from the University of Basel – studied the effectiveness of work-related interpersonal group psychotherapy for people with depression. 27 people took part in the study and they were divided into two groups. One group had interpersonal group psychotherapy, the other treatment as usual. Both groups improved but the group receiving interpersonal group psychotherapy showed greater improvements in depression symptoms, subjective ability to work, self-efficacy to return to work, and insomnia.
You can read the abstract of this article at
https://doi.org/10.3389/fpsyt.2020.00168 
www.eastcheshirenhslibrary.net
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