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PREFACE

Work psychology is about people’s behaviour, thoughts and emotions related to their work. It can be used
to improve our understanding and management of people (including ourselves) at work. By work, we mean
what people do to earn a living. However, much of the content of this book can also be applied to study,
voluntary work and even leisure activities.

All too often, work organisations have sophisticated systems for assessing the costs and benefits of
everything except their management of people. It is often said by senior managers that ‘our greatest
asset is our people’, but sometimes the people do not feel that they are being treated as if they were
valuable assets. People are complicated, and their views of themselves and their worlds differ: you will see
a great many references to individual differences throughout this book. People do not necessarily do what
others would like them to do. One reaction to all this is for managers to focus on things that don't talk
back, such as profit and loss accounts or organisational strategy. Another is to adopt a highly controlling
‘do as | say’ approach to dealing with people at work. Either way, the thinking behind how people in
the workplace function, and how they might be managed, tends to be rather careless or simplistic.
Work psychologists seek to counter that tendency by studying carefully people’s behaviour, thoughts
and feelings regarding work. As well as developing knowledge and understanding for its own sake,
this also leads to insights about motivation, leadership, training and development, selection and many
other people-related aspects of management. Work psychologists are also concerned about the ethical
use of psychological theories and techniques, and their impact on the well-being and effectiveness of
individuals, groups and organisations.

This book is designed to appeal to readers in many different countries, especially in Europe and
Australasia. Judging by the feedback and sales figures for previous editions, we seem to have generally been
successful in appealing to a range of people in a range of places. We have tried to make the book suitable
both for people encountering the subject for the first time and for those who already have some familiarity
with it. Specifically, and in no particular order, we intend that this book should be useful for:

B undergraduate students in psychology, taking one or more modules with names such as work
psychology, work and organisational psychology, business psychology, organisational psychology,
occupational psychology and industrial-organisational psychology;

B undergraduate students in business and management taking one or more modules that might have
titles such as organisational behaviour, managing people or human resource management;

B postgraduate (MSc, MBA, MA) and post-experience students in psychology or business/management
taking one or more modules with any or all of the titles listed above;
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B students taking professional qualifications, particularly (in the United Kingdom) those of the Chartered
Institute of Personnel and Development (CIPD);

B students on undergraduate or postgraduate courses in other vocational subjects such as engineering,
whose curriculum includes some elements to do with managing people at work.

We aim to give clear and straightforward - but not simplistic — accounts of many key areas of contem-
porary work psychology. More specifically, we try to achieve several objectives in order to make this book
as useful as possible to its readers.

First, we seek to blend theory and practice. Without good theory, practice is blind. Without good practice,
theory is not being properly used. We therefore describe key theories and evaluate them where appropriate.
We examine how the concepts described can be applied. To help readers apply the content of this text,
we provide case studies and exercises. These can be used as classroom exercises, or as assignments for
individual students. Some guidance and suggestions about how to use these are included on the website
for this book at go.pearson.com/uk/he/resources.

Second, we try to present material at a level the reader should find intellectually stimulating, but not too
difficult. It is all too easy to use a slick, glossy presentation at the expense of good content. There is always
the temptation to resort to over-simple ‘recipes for success’ that insult the reader’s intelligence. On the
other hand, it is equally easy to lose the reader in unnecessarily complex debates. We hope that we avoid
both these fates (and that you will let us know if we do not!).

Third, we try to help the reader to gain maximum benefit from the book by providing several more aids to
learning. Each chapter begins with clearly stated learning outcomes and concludes with suggested assign-
ments that reflect these outcomes. Multiple choice questions (and answers) are given on the companion
website to this volume. At the end of each chapter we provide suggestions for further reading. Throughout
the text we specify key learning points that express succinctly the main message of the preceding sections
of text. We include diagrams as well as text, in recognition that pictures can often express complex ideas in
an economical and memorable way. We highlight key controversies and debates because it is not uncommon
for research findings to point in different, apparently contradictory, directions. To help the reader, we weigh
up the arguments. Because no topic in work psychology sits in isolation from others, we also point towards
some of the most natural connections between different parts of the book. At the end of the book there is
a comprehensive glossary explaining in a concise way the meaning of lots of key words and phrases. There
is also a very long list of references, to enable interested readers to find more material if they wish.

Fourth, we have chosen topics that we judge to be the most useful to potential readers of this book.
Some usually appear in organisational behaviour texts, whereas others are generally found in books of a
more specifically psychological orientation. We believe we have found a helpful balance between these
two overlapping but different worlds, so that there should be plenty of relevant material both for people
who want to be psychologists and those who do not. The topics we cover in chapters or parts of chapters
include individual differences, employee selection, assessing work performance, attitudes at work, training
and development, teamwork, work motivation, stress and well-being at work, leadership, careers, organisa-
tional change and culture, dispersed working, the nature of work psychology as a discipline and profession
and how to design, conduct and understand research studies in work psychology.

Fifth, we provide up-to-date coverage of our material. There are currently exciting advances in many
areas of work psychology, and we try to reflect these. At the same time, where the old stuff is best and still
relevant, we include it. There is nothing to be gained by discussing recent work purely because it is recent,
especially if that comes at the expense of better quality and more useful material.

Sixth, we attempt to use material from many different parts of the world, and to point out cross-national
and cross-cultural differences where these seem particularly important. Much of the best research and
practice in work psychology originate from North America, but it is possible to go too far and assume that
nowhere else has contributed anything. No doubt we have our own blinkers, but we try to include perspec-
tives from places other than North America, especially the UK and other European countries. Nevertheless,
the USA and Canada provide much valuable material. We make use of good research and theory originating
from as many countries as possible.
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Developments from the sixth edition

Readers familiar with the sixth edition of this text, published in 2016, may find it helpful if we describe the
changes we have made. These are more evident in some parts of the book than others. Readers familiar
with previous editions will readily recognise this book as a direct descendant of the others but will also
notice quite a few differences. As the book has grown over the years, so has the workload involved during
its revision. We say this every time, but it has taken us longer than we (and our families) would have liked.

The changes from the sixth edition reflect the fact that quite a lot has happened in work psychology
over the last few years. Reviewers commissioned by the publisher (plus users’ comments made direct to us)
helped us to see where rethinks were required.

The main change you will notice is that we have moved towards an editor-contributor model, increasing
the number of authors in the volume. This has allowed us to include diverse perspectives on topic areas
and to solicit knowledge from experts in each of the topic areas. As with previous editions, Ray Randall
worked on the attitudes at work (5) and work-related stress chapters (8), John Arnold provided a discussion
of careers and career management (11), Bernard Burnes handled the organisational change chapter (13)
and Caroline Axtell the dispersed work chapter (14). This time around Fiona Patterson was joined by Tom
Kinirons on the individual differences chapter (2) and by Emma-Louise Rowe for the chapter on personnel
selection. Similarly, Joanne Silvester has co-authored the performance at work (4) and training (7) chapters
with Madeleine Wyatt. New contributors to the book are: lain Coyne on an initial orientation to work psychol-
ogy (1); Samuel Farley and Rebecca Pieniazek on work motivation (6); Joanne Lyubovnikova on groups and
teams (9); and llke Inceoglu and Bart Wille on Leadership (10). All contributors are excellent researchers and
practitioners with an international reputation in their field and with extensive experience of intervention
in organisations. This allows them to describe how theory can be put into practice. We are proud of this
edition, but as with all preceding editions, your opinion is the one that really matters!

We have reduced the length of the book through a process of concise writing, combining chapters and
removing chapters. Specifically, feedback received from reviewers has resulted in Chapters 1 and 2 from the
sixth edition being combined into one, more focused, chapter covering what it takes to be a work psycholo-
gist. We have moved away from trying to write comprehensive chapters on philosophical underpinnings
of research, research methods and statistical analysis — especially given the excellent texts already out
there on these subjects - focusing more on the key knowledge and skills needed within work psychology.
We welcome your feedback on our new approach.

Additionally, new features include the provision of an opening and closing case study which provides an intro-
duction to and a summary of each chapter. Also, multiple choice questions are now available on the companion
website to this volume. Given their growing influence on the world of work, we also directed chapter authors to
embed within their discussions information on diversity, technology and internationalisation. These contributions
vary in size and scope and manifest as case studies, key debates or discussions within the text. Hopefully, when
reading the chapters, you can understand the impact each of these current influences has within a topic area.

Feedback from readers of previous editions clearly indicated that they appreciated the clarity of style
and the combination of theoretical and practical considerations. They also very much valued the substantial
list of references, many quite recent. Naturally, we have tried to preserve these features. The style remains
the same and the reference list has been revised and updated. We are grateful for the feedback we have
received and wherever possible we have reflected it in this edition.

We have chosen to keep the learning features from the sixth edition that we hope will continue to prove
useful. The ‘Research methods in focus’ feature is designed to give readers a deep and detailed insight into
how work psychologists go about their business (whether it be research or practice). Hopefully, it helps
to demystify research methods by showing how these ‘come to life’ when applied to investigate or solve
important issues. Reading about research methods and statistics can be daunting and difficult so we hope
that this feature makes the activity more accessible and enjoyable. When read in conjunction with Chapter 1,
the Research Methods in Focus feature is designed to help readers to develop a solid knowledge base that
can be used to interpret, use and critique any other research they encounter.
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Psychologists often disagree about theories, the meaning of research findings, what constitutes good data
and too many other things to list in this preface without doubling the length of the book. This can be confusing.
Who are we to believe? Is the weight of evidence in favour of one side or the other? We use the ‘Key debate’
feature to help these debates stand out from the rest of the text. Without appointing ourselves as judge and
jury, we use this feature to present the arguments as we see them and to comment on the amount and quality
of evidence available. We can't always solve the controversy, but we try to describe why it exists and how it
might one day be resolved. We feel these issues have important implications for practice: too often promises are
made about interventions before uncertainties about the underlying research have been adequately resolved.

As work psychologists progress in their careers, they often become more specialised, focusing on par-
ticular topics, organisational problems or research methods. There’s nothing wrong with this and it certainly
helps us to avoid overloading ourselves or attempting to practise in areas we know too little about. That said,
we feel it is very important to understand and appreciate the linkages and connections between different
topics in our field. A simple question demonstrates the point. Is it worth training someone to do a job if
a good selection process would identify somebody who is already adequately skilled? The answer to this
question is not a simple one (excuse us for sitting on the fence, just this once) but it does involve consid-
ering the research on both selection and training. To keep the book neatly organised and easy to navigate
we keep these topics separate. We simply couldn’t do justice to them unless a chapter is devoted to each.
The Point of Integration feature is designed to give the reader a quick insight into how these connections
work — both in terms of research and theory. We also use them to show how people from different fields of
expertise can be brought together to develop effective interventions.

From positive feedback provided by reviewers we have kept the large number of exercises and case stud-
ies. The vast majority of case studies have been updated to highlight the relevance that psychology has when
dealing with contemporary issues in the workplace. We have kept several of the exercises that are familiar to
instructors, but many are updated to ensure their relevance to, and resonance with, our intended readership.
Where we feel the case studies from earlier editions still have a strong relevance these have been retained.

We have retained the Stop to Consider feature. These are designed to encourage students to pause to
reflect on their learning. Their content is designed to foster critical thinking and cement learning. We hope
these prove useful for students who wish to go beyond an understanding of content to attempt further
analysis of the issues described.

Chapter 1 we feel is particularly useful for those new to the study of psychology. It is also designed to
illustrate how the basic assumptions made by psychologists, and the approaches they follow as a result,
find their way into work psychology. This chapter is now considerably shorter than before. The feedback
we received indicated that the content on workplace trends should be integrated into the relevant parts
of the book. We still provide a brief introduction to important cross-cutting themes including culture and
diversity, but these are now dealt with more comprehensively by considering them throughout the book.
Contemporary issues are integrated into the content of each chapter (including in the Exercises and Case
studies) in order to provide clearer illustrations of how research and theory can be applied.

In the sixth edition we referred to our discussions about removing the detailed material on research
methods in the previous Chapter 2. Although we decided against it last time, here we have listened once
again to reviewers and have made a change. Chapters 1 and 2 from the sixth edition have now been com-
bined by lain Coyne into one chapter focused on helping the reader understand Work Psychology from a
conceptual, applied, ethical and methodological perspective. As a result we have removed a lot of material
on research methods and statistics — given we are not attempting to be a research methods book - and
condensed the material into the key knowledge we feel individuals need to know when embarking on their
research and/or practice in work psychology. The chapter provides an overview of the discipline of work
psychology (e.g. where does it lie within psychology as a whole), moving on to explaining the key skills a work
psychologist needs to be successful in her/his role. We envisage this chapter to be one which orients the
reader to many of the ways data are collected, analysed and used in our discipline and offers a foundation
on which the other, topic-focused, chapters build on. Chapter 1 is a ‘quick reference’ guide to help readers
make sense of the source material within other chapters and as an aid for interpreting research they
encounter in the future.
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Fiona Patterson and Tom Kinirons build on the chapter in the sixth edition, updating the content
on individual differences. They continue to discuss research and practice in general mental ability,
personality, emotional intelligence, creativity and innovation. They have included newer research
on environmental factors on intelligence in children, added in Ackerman’s (1996) PPIK theory of
intelligence, provided a Key Debate section reviewing measuring emotional intelligence and added
recent research looking at the role of intrinsic work motivation, psychological empowerment and
locus of control. The personality section has seen a large update of material with recent research
on personality and OCBs, personality across the lifespan, ‘dark-side’ and ‘bright side’ personality and
social media and personality included.

Chapter 3 by Fiona Patterson and Emma-Louise Rowe has broadly similar coverage to previous editions,
but has been extensively updated in parts to reflect the fact that with increasing use of technology, selection
is a rapidly developing area of research and practice. New and important advances such as the promise
offered by situational judgements tests and the more widespread use of online testing get increased cover-
age to reflect their growing importance. Particularly, these authors have included debates and case studies
on the growing use of artificial intelligence (Al) in selection and the impact this is likely to have on future
recruitment practices, especially regarding diversity and fairness issues.

Chapter 4, by Jo Silvester and Madeleine Wyatt, on assessing performance at work, considers this key
topic in work psychology in the light of trends in organisations and technology. There are several new case
studies and “stop to consider” exercises. The traditional consideration of how to rate performance is still
there, but the tone of the chapter has shifted towards practical applications of what is known about per-
formance assessment. There is more attention to the dangers of counter-productive work behaviour, the
role of performance assessment not just in rewarding performance but developing it, and how performance
assessment is a political issue in organisations, always subject to being manipulated by different parties
for their own ends. Coverage of the now widely used techniques of multi-source assessment (sometimes
called 360-degree assessment) is updated, and instead of asking only whether it ‘works, Madeleine and Jo
ask the more fundamental underlying question of what is it for.

Chapter 5 on attitudes at work now contains minimal coverage of basic social psychology and is designed
to complement content in other parts of the text. It still provides a brief general discussion of the nature and
measurement of attitudes but now focuses heavily on two specific work-related attitudes: job satisfaction
and organisational commitment. Because attitudes are connected to many topics covered in other parts of
the text (such as motivation, work design and organisational change) the focus is now on the psychological
mechanisms that influence individual differences in attitudes, and that shape the development of attitudes
over time. The section on the psychological contract has been adjusted to include more recent work on this
topic. The sections on underemployment and unemployment have been moved to Chapter 8 to reflect the
connections between these topics and well-being. The section on employee turnover has been developed
to give a more thorough and detailed account of this complex and important topic.

The work motivation chapter (Chapter 6) by Samuel Farley and Rebecca Pieniazek re-structures, abbre-
viates and updates the chapter on motivation and job design in the sixth edition. Adopting a classification
of motivation theories into content, context and process, Samuel and Rebecca articulate the key features
of these theories, and compare and contrast them. By classifying job design as a contextual approach to
motivation, they integrate this topic more fully than before with the other chapter material. There is more
coverage than before of self-determination theory (SDT), which reflects the increasing prominence of this
theory. They consider the role of the theory of planned behaviour (TPB), which is not so often applied to
work motivation. TPB also provides a good lead-in to goal-setting theory. There are new cases and exercises
based on recent organisational and individual events.

The previous Design at work chapter by Don Harris has been removed from the seventh edition, but the
sixth edition version of this chapter will remain available on the companion website to this volume.

Jo Silvester and Madeleine Wyatt's chapter on training and development (Chapter 7) retains the exten-
sive coverage of the various elements of the training cycle and theories of learning from previous editions.
There is however extensive updating with many references to recent studies and reviews of aspects of the
literature on training and development. Digital methods of training, and training of staff to respect and
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utilise diversity receive more attention. There are several new case studies and exercises including one based
on the dramatic 2018 rescue of the boys’ football team from a flooded cave in Thailand. The applications of
social learning theory are more explicitly considered, which leads into a discussion of self-regulated learning.
Recent attempts to analyse the training cycle are compared with Kirkpatrick’s traditional one, reflecting the
way in which this well-established topic area is moving with the times.

Following on from the changes in the sixth edition, Chapter 8 on stress and well-being includes more
coverage of the benefits of well-designed and managed work. Naturally, the theories that explain the
effects of ‘bad work’ are still included but some receive a little less prominence as more sophisticated
and useful theories emerge. More in-depth coverage is given to strong theories and models that help
us to describe, explain and predict the impact of work on individual well-being (such as Conservation of
Resources). As a result there is less — but we hope still enough - coverage of extensive ‘lists’ of causes and
consequences of stress. As more evidence emerges, we continue to focus on the design delivery and
evaluation of a variety of interventions: these issues are complex and provide significant challenges
and opportunities for practitioners and researchers. The topics of underemployment and unemployment
now feature in this chapter.

Implementing teamwork is generally seen as being a good idea with potential benefits for the organisa-
tion and for the employee. Chapter 9 by Joanne Lyubovnikova now includes an extended critical evaluation
of the potential benefits and risks of implementing and managing teams in contemporary work settings.
There is a more in-depth discussion of the psychological mechanisms that underpin the effects of team-
working. To reflect the composition of teams in many organisations, an increased emphasis has been placed
on the discussion of the effects on team functioning of culture, diversity and individual differences. The
critical analysis of the experimental research that informs much of the applied work has been broadened,
but there is now much more analysis of the practical implications of the findings that have emerged from
this influential research. The input-mediator-output-input model takes more prominence in the chapter
and provides a framework for a detailed discussion of how the effects of teamwork unfold over time. In
particular, the discussion of mediators is developed in much more detail than in previous editions. Finally, the
differences between effective and ineffective teams (e.g. pseudo teams) now frame much of the content.

Bart Wille’s and llke Inceoglu’s leadership chapter (Chapter 10) retains the overall structure of the equiv-
alent chapter in the sixth edition. However, there are significant changes and updates. The discussion of
some of the older topics like contingency theories has been shortened to reflect their declining influence.
A number of new studies have been used to flag up emerging issues. These include a closer look at the
different contexts in which leadership takes place and the consequences of contextual variables for the
conduct and consequences of leadership; a more empirically grounded analysis of the ways in which trans-
formational leadership might produce positive outcomes, and the role of digital technologies and big data
in the activities and ethics of leadership.

John Arnold’s revisions in Chapter 11 (Careers and career management) have led to a somewhat slimmed
down account of a topic area that sits at the intersections between many others. A lot of the older material
has been summarised more succinctly or omitted. Many research articles published since the sixth edition
of this book are incorporated into the narrative, leading to substantial updating of what is known and theo-
rised about core areas of career. There is increased coverage of theorisation of the effects of organisational
career interventions, the different perspectives or orientations people bring to their career, new ways of
classifying types of occupation, and international job assignments. New case studies and exercises highlight
the growing roles of social media and artificial intelligence in career management. There is also more explicit
consideration of whether career is an elite concept, and how the work lives of people who do not consider
themselves to have careers can be analysed.

Bernard Burnes’ chapter on change (Chapter 12) retains its structure from the sixth edition. It has been
very well-received in the past as an authoritative review of the field. Several updates reflect the contempo-
rary challenges that workers and organisational decision-makers face when responding to rapid changes
in technology. It also considers in more detail the links between diversity in the workforce and various
approaches to organisational change and important new thinking around the topics of change and culture.
In several parts of the chapter the updated material provides new insights about how existing theories and
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models can be put to better use. The chapter also identifies where new approaches might be needed to deal
with the situations and pressures being faced by modern work organisations. Several promising emerging
theories are identified, discussed and evaluated.

Carolyn Axtell’s chapter on the psychology of dispersed working (Chapter 13) is once again the final
chapter because it integrates many of the issues discussed throughout the text. It is a good demon-
stration of the relevance and utility of psychological theory in contemporary work settings. The chapter
shows that if we are to make the best use of new ways of working, research from various different areas
of work psychology need to be applied. This topic also has its own research agenda and presents new
challenges for work psychologists. These have produced innovative and exciting approaches to research
and intervention.

As before, we welcome feedback and dialogue about this book. Please direct it to lain Coyne, School of
Business and Economics, Sir Richard Morris Building, Loughborough University, Leicestershire, Leicester,
LE11 3TU, UK (ij.coyne@Iboro.ac.uk). Thank you for reading this preface, and please now carry on into the
rest of the book!


mailto:i.j.coyne@lboro.ac.uk

ABOUT THE AUTHORS

Editors
John Arnold is Professor of Organisational Behaviour, School of Business and Economics, Loughborough
University, UK.
lain Coyne is Senior Lecturer in Organisational Psychology, School of Business and Economics,
Loughborough University, UK.
Ray Randall is Senior University Teacher in Work Psychology, Institute of Work Psychology, Sheffield
University Management School, UK.
Fiona Patterson is Founder Director of the Work Psychology Group, Visiting Researcher, University of
Cambridge and Visiting Professor, City University, London, UK and the University of Nottingham, UK.
Chapter authors

Carolyn Axtellis Senior Lecturer, Institute of Work Psychology, Sheffield University Management School, UK.
Bernard Burnes is Professor of Organisational Change, Stirling Management School, UK.
Samuel Farley is Lecturer in Organizational Psychology, Leeds University Business School, UK.

Ilke Inceoglu is Professor of Organisational Behaviour and HR Management, University of Exeter Business
School, UK.

Joanne Lyubovnikova is Senior Lecturer in Organisational Behaviour, University of Liverpool
Management School, UK.

Rebecca Pieniazek is Lecturer in Organisational Psychology and Organisational Behaviour, Leeds Uni-
versity Business School, UK.

Emma-Louise Rowe is a Consultant Psychologist at Work Psychology Group, Derby, UK.

Joanne Silvester is Professor of Human Resource Management and Organisational Behaviour in the
School of Business and Economics, Loughborough University, UK.

Tom Kinirons is a Consultant Psychologist at Work Psychology Group, Derby, UK.

Bart Wille is Assistant Professor in Industrial-Organizational Psychology, Department of Personnel
Management, Work and Organizational Psychology. Ghent University, Belgium.

Madeleine Wyatt is Senior Lecturer in Human Resources, Kent Business School, UK.



ACKNOWLEDGEMENTS

We thank Victoria Tubb and Dipika Rungta at Pearson Education for their immense patience in waiting for the
manuscript, and for doing everything they could to help it along without putting the authors under too much
pressure, even when we thoroughly deserved it. lain Coyne would like to thank his son Joshua, partner Vicki and
his parents Vic and Doreen for their love, guidance and sense of fun. Ray Randall would like to thank his wife Kirsty,
children Izzy and Owen, and his parents Lal and Bob for their patience, advice, understanding and support. John
Arnold would also like to thank his parents Ann and Rey, and his wife Helen, for their love, wisdom and support.
Fiona Patterson would like to thank her family and loved ones for all their support and especially her team at
Work Psychology Group.

Publisher’s acknowledgements

Photo Credit(s):

1 Shutterstock: Pavlo S/Shutterstock; 32 Shutterstock: Lightspring/Shutterstock; 68 Shutterstock: Olivier Le
Moal/Shutterstock; 111 Shutterstock: Donskarpo/Shutterstock; 137 Shutterstock: Triff/Shutterstock; 177
Shutterstock: Studiovin/Shutterstock; 200 Shutterstock: Lightspring/Shutterstock; 203 Alamy Images: Allan
Cash Picture Library/Alamy Stock Photo; 203 Pexels GmbH: Pexels GmbH, https://images.pexels.com/pho-
tos/1204649/pexels-photo-1204649.jpeg?auto=compress&cs=tinysrgb&dpr=2&h=750&w=1260; 228 Shut-
terstock: Fotana/Shutterstock; 276 Shutterstock: Mauricio Graiki/Shutterstock; 316 Shutterstock: M.Stasy/
Shutterstock; 355 Shutterstock: Dimj/Shutterstock; 397 Shutterstock: Africa Studio/Shutterstock; 431 Shut-
terstock: This Is Me/Shutterstock

Text Credit(s):

4 P. Alex Linley: Linley, A.P. (2006) ‘Coaching research: Who? what? where? when? why?’, International Journal of
Evidence Based Coaching and Mentoring, 4, 1-7; 5 Academy of Management: Briner, R.B., Denyer, D. and Rous-
seau, D.M. (2009) ‘Evidence-based management: Concept clean-up time?’, Academy of Management Perspectives,
23,19-32; 5 American Psychological Association: Lowman, R.L. (2012) ‘The scientist-practitioner consulting
psychologist’, Consulting Psychology Journal: Practice and Research, 64, 151-6; 7 The British Psychological Soci-
ety: Adapted from British Psychological Society (2017) Standards for the Accreditation of Masters and Doctoral
Programmes in Occupational Psychology. Leicester: BPS; 8-9 British Psychological Society: Reprinted with per-
mission from British Psychological Society (2018) Code of Ethics and Conduct. Leicester: BPS; 22 Sage Publica-
tions: Greene, ).C., Caracelli, V.J. and Graham, W.F. (1989) ‘Towards a conceptual framework for mixed methods
evaluation designs’, Educational Evaluation and Policy Analysis, 11, 255-74; 26 Taylor & Francis: Braun, V. and


https://images.pexels.com/pho-tos/1204649/pexels-photo-1204649.jpeg?auto=compress&cs=tinysrgb&dpr=2&h=750&w=1260
https://images.pexels.com/pho-tos/1204649/pexels-photo-1204649.jpeg?auto=compress&cs=tinysrgb&dpr=2&h=750&w=1260

xviii

Acknowledgements

Clarke, V., (2006) ‘Using thematic analysis in psychology’, Qualitative research in psychology, 3, 77-101; 33 The
Financial Times Limited: Richard Waters (2019) “Emotional Intelligences Takes Aicha Evans to Top of Silicon
Valley”, Financial Times, 18 January 2019 © Financial Times Limited 2019 All rights reserved; 36 The New Republic:
Boring, E.C. (1923) ‘Intelligence as the tests test it’, New Republic, 35, 35-7; 37 Association for Science
Education: Reproduced by permission of NFER originally published in Heim, A. W. (1968). AH5 group test of
intelligence. London: National Foundation for Educational Research.; 41 Elsevier: Bickley, PG., Keith, T.Z. and Wolfe,
L.M. (1995) ‘The three-stratum theory of cognitive abilities: Test of the structure of intelligence across the life
span’, Intelligence, 20, 309-28; 42 Multi Health Systems, Inc: Bar-On, R. (1997) The Emotional Intelligence
Inventory (EQ-i): Technical manual. Toronto: Multi-Health Systems; 42 Penguin Random House: Goleman, D.
(1995) Emotional Intelligence. New York: Bantam Books; 43 John Wiley & Sons: Mayer, ).D., Salovey, P. and Caruso,
D.R. (2000) ‘Emotional intelligence as zeitgeist, as personality, and as a mental ability’, in R. Bar-On and J.D.A. Parker
(eds), Handbook of Emotional Intelligence. San Francisco, CA: Jossey-Bass; 49 American Psychological Associa-
tion: Judge, TA., Rodell, J.B., Klinger, R.L., Simon, L.S. and Crawford, E.R. (2013) ‘Hierarchical representations of the
five-factor model of personality in predicting job performance: Integrating three organising frameworks with two
theoretical perspectives’, Journal of Applied Psychology, 98, 875; 55 Hogrefe Publishing Group: Costa, PT. and
McCrae, R.R. (2006) Revised NEO Personality Inventory (NEO PI-R) Manual (UK edition). Oxford: Hogrefe; 56 Pear-
son Education: Conn, S. and Rieke, M. (eds) (1994) 16PF-5. Technical Manual. Champaign, IL: Institute for Person-
ality and Ability Testing; Matthews, G. and Deary, 1). (1998) Personality Traits. New York: Cambridge University Press;
56-57 Pearson Education: Foley, B. and Cox, A. (2013) ‘Work organisation and innovation - Case study: Notting-
ham University Hospitals NHS Trust, UK’, Dublin: European Foundation for the Improvement of Living and Working
Conditions; 57 European Union: Foley, B. and Cox, A. (2013) ‘Work organisation and innovation - Case study:
Nottingham University Hospitals NHS Trust, UK’, Dublin: European Foundation for the Improvement of Living and
Working Conditions; 58 Sage Publications: Anderson, N., Potonik, K., & Zhou, ). (2014). Innovation and creativity
in organizations: A state-of-the-science review, prospective commentary, and guiding framework. Journal of man-
agement, 40(5), 1297-1333; 62 John Wiley & Sons: Pervin, L.A. (1980) Personality: Theory, assessment and
research, 3rd edition. New York: John Wiley; 64-65 The Financial Times Limited: Seb Murray, ‘Graduates with tech
and finance skills in high demand’, FT Case Study, © Financial Times limited 2019 All rights reserved; 69 The
Financial Times Limited: Murrary, H. (2018) UK recruiters use technology to offer ‘preemptive’ jobs, April 6 ©
Financial Times limited 2019 All rights reserved; 76 American Psychological Association: Flanagan, J.C. (1954)
‘The critical incident technique’, Psychological Bulletin, 51, 327-58; 83 The Financial Times Limited: Boyde, E.
(2017). Robo-recruiters are quick to replicate human bias. The Financial Times, December 7 © Financial Times
limited 2019 All rights reserved; 106 John Wiley & Sons: Patterson, F., Knight, A., Dowell, ., Nicholson, S., Cousans,
F., & Cleland, J. (2016). How effective are selection methods in medical education? A systematic review. Medical
education, 50(1), 36-60; 112 Harvard Business Publishing: Buckingham, M. and Goodall, A. (2015) ‘Reinventing
performance management’, Harvard Business Review, 93(4), 40-50; 114 Taylor & Francis: Bennett, W., Lance, C.E.,
& Woehr, D. ). (Eds.). (2014). Performance Measurement: Current Perspectives and Future Challenges. New York:
Psychology Press; 117 John Wiley & Sons: Bolino, M.C., Klotz, A.C., Turnley, W.H. and Harvey, ). (2013) ‘Exploring
the dark side of organizational citizenship behavior’, Journal of Organizational Behavior, 34(4), 542-59; 117 Taylor
& Francis: Organ, D.W. (1997) ‘Organisational citizenship behaviour: It's construct clean-up time’, Human Perfor-
mance, 10, 85-98; 119 Sage Publications: Schein, V. E. (1975). Relationships between sex role stereotypes and
requisite management characteristics among female managers. Journal of Applied Psychology, 60(3), 340; 122
American Psychological Association: Smith, PC. and Kendall, L.M. (1963) ‘Retranslation of expectations: An
approach to the construction of unambiguous anchors for rating scales’, Journal of Applied Psychology, 47(2),
149-55; 130 Elsevier: Tomczak, D. L., Lanzo, L. A., & Aguinis, H. (2018). Evidence-based recommendations for
employee performance monitoring. Business Horizons, 61(2), 251-259; 135 Macmillan Publishers: Chris Hadfield
(2015) ‘An astronaut’s guide to life on earth’. London: Pan Books; Used with permission from Macmillan Publishers
139 The Financial Times Limited: Tim Smedley (2016), ‘Happy workplaces help companies perform better’, The
Financial Times, 26 February © Financial Times limited 2019 All rights reserved; https://www.ft.com/content/
6081b1fc-dOb2-11e5-92al1-c5e23ef99c77; 140 McGraw-Hill Education: Secord, PF. and Backman, C.W. (1969)
Social Psychology. New York: McGraw-Hill; 141 Sage Publications: George, ].M. and Jones, G.R. (1997) ‘Experienc-
ing work: Values, attitudes and moods’, Human Relations, 50, 393-416; 141, 144 SAGE Publications: Pratkanis,
A.R. and Turner, M.E. (1994) ‘Of what value is a job attitude? A sociocognitive analysis’, Human Relations, 47,
1545-76; 145 Elsevier: Adapted from Ajzen, |. and Madden, ).T., (1986) ‘Prediction of goal-directed behavior:


https://www.ft.com/content/
https://www.ft.com/content/6081b1fc-d0b2-11e5-92a1-c5e23ef99c77

Acknowledgements Xix

Attitudes, intentions, and perceived behavioral control’, Journal of Experimental Social Psychology, 22, 453-74;
147 American Psychological Association: Judge, TA., Weiss, H.M., Kammeyer-Mueller, |.D. and Hulin, C.L. (2017)
‘Job attitudes, job satisfaction, and job affect: A century of continuity and of change’, Journal of Applied Psychology,
102, 356-374; 148 Cary Cooper: © 1988 Cooper, Sloan and Williams. Reproduced with permission of the pub-
lisher ASE, College Lane, Hatfield, Herts, AL10 9AA, UK; 149 John Wiley & Sons: Taber, T.D. and Alliger, G.M. (1995)
‘A task-level assessment of job satisfaction’, Journal of Organisational Behaviour, 16, 101-21; 150 Sage Publica-
tions: Thompson, E.R. and Phua, FT.T. (2012) ‘A brief index of affective job satisfaction’, Group and Organisation
Management, 37, 275-307; 152 American Psychological Association: Adapted from Timothy A. Judge, Carl J.
Thoresen, Joyce E. Bono and Gregory K. Patton (2001) The Job Satisfaction-Job Performance Relationship: A Qual-
itative and Quantitative Review. Psychological Bulletin, 2001, Vol. 127. No. 3. 376-407, Copyright (c) The American
Psychological Association, Inc.; 153 American Psychological Association: Hiilsheger, U.R., Alberts, H..E.M.,
Feinholdt, A. and Lang, JW.B. (2013) ‘Benefits of mindfulness at work: The role of mindfulness in emotion regulation,
emotional exhaustion, and job satisfaction’, Journal of Applied Psychology, 98, 310-25; 153-154 10S Press:
Gronlund, A. and Oun, I. (2018) ‘The gender-job satisfaction paradox and the dual-earner society: Are women (still)
making work-family trade-offs?’, Work, 59, 535-45; 155 Elsevier: Mowday, R., Steers, R. and Porter, L. (1979) ‘The
measurement of organisational commitment’, Journal of Vocational Behaviour, 14, 224-47; 155 John Wiley &
Sons: Griffin, RW. and Bateman, T.S. (1986) ‘Job satisfaction and organisational commitment’, in C.L. Cooper and
L.T. Robertson (eds), International Review of Industrial and Organisational Psychology. Chichester: John Wiley; 156
Elsevier: Ng, TW.H. (2015) ‘The incremental validity of organisational commitment, organisational trust, and
organisational identification’, Journal of Vocational Behaviour, 88, 154-63; 157 Elsevier: Mowday, R., Steers, R.
and Porter, L. (1979) ‘The measurement of organisational commitment’, Journal of Vocational Behaviour, 14,
224-47;157 John Wiley & Sons: Allen, NJ. and Meyer, ).P. (1990) ‘The measurement and antecedents of affective,
continuance and normative commitment to the organisation’, Journal of Occupational Psychology, 63, 11-18; 157
John Wiley & Sons: Warr, P, Cook, ). and Wall, T. (1979) ‘Scales for the measurement of some work attitudes and
aspects of psychological well-being’, Journal of Occupational Psychology, 52, 129-48; 158-159 Elsevier: Morrow,
PC. (2011) ‘Managing organisational commitment: Insights from longitudinal research’, Journal of Vocational
Behaviour, 79, 18-35; 162 INFORMS: Hausknecht, J.P. and Holwerda, J.A. (2013) ‘When does employee turnover
matter? Dynamic member configurations, productive capacity, and collective performance’, Organisation Science,
24,210-25; 163 American Psychological Association: Hom, PW., Mitchell, T.R., Lee, TW. and Griffeth, RW. (2012)
‘Reviewing employee turnover: Focusing on proximal withdrawal states and an expanded criterion’, Psychological
Bulletin, 138, 831-58; 167 John Wiley & Sons: Robinson, S.L. and Rousseau, D.M. (1994) ‘Violating the psycho-
logical contract: Not the exception but the norm’, Journal of Organisational Behaviour, 15, 245-59; 167 John Wiley
& Sons: Rousseau, D.M. (2001) ‘Schema, promise and mutuality: The building blocks of the psychological contract’,
Journal of Occupational and Organizational Psychology, 74, 511-42; 167 Sage Publications: Herriot, P. (1992)
The Career Management Challenge: Balancing individual and organisational needs. London: Sage; 170 John Wiley
& Sons: Bal, PM., Hofmans, J. and Polat, T. (2017) ‘Breaking psychological contracts with the burden of workload:
a weekly study of job resources as moderators’, Applied Psychology: An International Review, 66, 143-67; 170
Sage Publications: Rousseau, D.M. (1995) Psychological Contracts in Organisations. London: Sage Publications;
171 Elsevier: Griepa, Y. and Vantilborgh, T. (2018) ‘Reciprocal effects of psychological contract breach on coun-
terproductive and organizational citizenship behaviors: The role of time’, Journal of Vocational Behavior, 104,
141-153; 174 The Financial Times Limited: Delphine Strauss (2019) ‘Employers face moves to strengthen gig
worker rights’, The Financial Times, 19th July, ® Financial Times limited 2019 All rights reserved; https://www.
ft.com/content/602afc46-aa24-11e9-b6ee-3cdf3174eb89; 178 Mark Long: Mark Long, Director and Master
Distiller of Cuckoo Gin in 2016; 178 Taylor & Francis: Kanfer, R. (1990) ‘Motivation theory and industrial and
organizational psychology’, Handbook of Industrial and Organizational Psychology, 1(2), 75-130; 179 American
Psychological Association: Kanfer, R., Frese, M. and Johnson, R. E. (2017) ‘Motivation related to work: A century
of progress’, Journal of Applied Psychology, 102(3), 339, 340; 180 HarperCollins: Maslow, A. H. (1954). Motivation
and Personality. New York: Harper and Row; 180 SAGE Publications: Cooke, B., Mills, A.J. and Kelley, E.S. (2005)
‘Situating Maslow in Cold War America’, Group and Organisation Management, 30, 129-52; 181 Academy of
Management: Cropanzano, R., Bowen, D.E. and Gilliland, S.W. (2007) ‘The management of organisational justice’,
Academy of Management Perspectives, 21(4), 36; 181 John Wiley & Sons: Robinson, S.L. and Morrison, EW.
(2000) ‘The development of psychological contract breach and violation: A longitudinal study’, Journal of Organ-
isational Behaviour, 21, 525-46; 181 McGraw-Hill Education: Mowday, R.T. (1991) ‘Equity theory predictions of


https://www
https://www.ft.com/content/602afc46-aa24-11e9-b6ee-3cdf3174eb89

XX

Acknowledgements

behaviour in organisations’, in R.M. Steers and L.W. Porter (eds), Motivation and Work Behaviour, 5th edition. New
York: McGraw-Hill; 183 American Psychological Association: Grant, A.M. (2008) ‘Does intrinsic motivation fuel
the prosocial fire? Motivational synergy in predicting persistence, performance, and productivity’, Journal of
Applied Psychology, 93, 49; 183 Elsevier: Ryan, R.M. and Deci, E.L. (2000) ‘Intrinsic and extrinsic motivations:
Classic definitions and new directions’, Contemporary Educational Psychology, 25, 54-67; 183 SAGE Publications:
Van den Broeck, A, Ferris, D.L., Chang, C.H. and Rosen, C.C. (2016) ‘A review of self-determination theory’s basic
psychological needs at work’, Journal of Management, 42(5), 1195-229; 184 John Wiley & Sons: Kauppila, O.P.
(2018) ‘How does it feel and how does it look? The role of employee motivation in organizational learning type’,
Journal of Organizational Behavior, 39, 941-55; 185 John Wiley & Sons: Sagie, A., Elizur, D. and Yamauchi, A. (1996)
‘The structure and strength of achievement motivation: A cross-cultural comparison’, Journal of Organisational
Behaviour, 17, 431-44; 185 John Wiley & Sons: Winter, D.G. (2010) ‘Why achievement motivation predicts success
in business but failure in politics: The importance of personal control’, Journal of Personality, 78, 1637-68; 185
Oxford University Press: Murray, H.J. (1938) Explorations in Personality. Oxford: Oxford University Press, 80-81,
quoted in Landy, FJ. (1989) The Psychology of Work Behaviour, 4th edition. Homewood, IL: Brooks/ Cole Publishing
Co, 73; 187 Elsevier: Hackman, J.R. and Oldham, G.R. (1976) ‘Motivation through the design of work: Test of a
theory’, Organisational Behaviour and Human Performance, 16, 250-79; Hackman, J.R. and Oldham, G.R. (1980)
Work Redesign. Reading, MA: Addison-Wesley; 187 HarperCollins: Taylor, F. W. (1911). Principles of Scientific
Management. New York: Harper; 189 John Wiley & Sons: Challenger, R., Leach, D., Stride, C.B. and Clegg, C.W.
(2012) ‘A new model of job design: Initial evidence and implications for future research’, Human Factors and
Ergonomics in Manufacturing and Service Industries, 22(3), 197-212; 190 Academy of Management:
Wrzesniewski, A. and Dutton, . E. (2001) ‘Crafting a job: Revisioning employees as active crafters of their work’,
Academy of Management Review, 26, 179-201; 190 American Psychological Association: Kanfer, R., Frese, M.
and Johnson, R. E. (2017) ‘Motivation related to work: A century of progress’, Journal of Applied Psychology, 102(3),
338; 190 American Psychological Association: Kanfer, R., Frese, M. and Johnson, R. E. (2017) ‘Motivation related
to work: A century of progress’, Journal of Applied Psychology, 102(3), 342, 343; 190 American Psychological
Association: Tims, M., Bakker, A.B. and Derks, D. (2013) ‘The impact of job crafting on job demands, job resources,
and well-being’, Journal of Occupational Health Psychology, 18, 230-40; 191 American Psychological Associa-
tion: Kanfer, R., Frese, M. and Johnson, R. E. (2017) ‘Motivation related to work: A century of progress’, Journal of
Applied Psychology, 102(3), 343; 192 American Psychological Association: Locke, E. A., Shaw, K. N., Saari, L. M.
& Latham, G. P. (1981). ‘Goal setting and task performance 1969-1980’, Psychological Bulletin, 90, 125-52; 193
Academy of management: Orddfiez, L.D., Schweitzer, M. E., Galinsky, A. D. and Bazerman, M. H. (2009) ‘Goals gone
wild: The systematic side effects of overprescribing goal setting’, Academy of Management Perspectives, 23(1),
6-16; 193 American Psychological Association: Kanfer, R., Frese, M. and Johnson, R. E. (2017) ‘Motivation related
to work: A century of progress’, Journal of Applied Psychology, 102(3), 338; 194 John Wiley & Sons: Montano, D. E.,
& Kasprzyk, D. (2015). Theory of reasoned action, theory of planned behavior, and the integrated behavioral model.
Health behavior: Theory, research and practice, 95-124; 195 John Wiley & Sons: Vroom, V.H. (1964) Work and
Motivation. Chichester: John Wiley; 195 Pearson Education: Ajzen, |., & M. Fishbein. (1980). Understanding Atti-
tudes and Predicting Social Behavior. Englewood Cliffs, New Jersey: Prentice-Hall; 195 SAGE Publications: Van-
couver, ).B. (2012) ‘Rhetorical reckoning: A response to Bandura’, Journal of Management, 38(2), 465-74; 196
Academy of Management: Locke, E.A. and Latham, G.P. (2004) ‘What should we do about motivation theory? Six
recommendations for the twenty-first century’, Academy of Management Review, 29, 388-403;197-198 Pearson
Education: BBC. (29 June 2018). Timeline: How the BBC gender pay story has unfolded. Retrieved 6 May 2019,
from https://www.bbc.co.uk/news/entertainment-arts-42833551; 201 Apakorn Yukongkaew: Apakorn Yukong-
kaew, Navy SEAL Commander Rear Adm; 202 Sage Publications: Salas, E., Tannenbaum, S. I., Kraiger, K., &
Smith-Jentsch, K. A. (2012). The science of training and development in organizations: What matters in practice.
Psychological science in the public interest, 13(2), 74-101; 216 John Wiley & Sons: Baldwin, T. T., & Ford, ). K.
(1988). Transfer of training: A review and directions for future research. Personnel Psychology, 41(1), 63-105;
217-218 McGraw-Hill Education: Kirkpatrick DL. (1967). Evaluation of training. In Craig RL, Bittel LR (Eds.),
Training and Development Handbook (pp. 87-112). New York: McGraw-Hill; 220 Sage Publications: Sitzmann, T.,
& Weinhardt, ). M. (2018). Training engagement theory: A multilevel perspective on the effectiveness of
work-related training. Journal of Management, 44(2), 732-756; 229 The Financial Times Limited: Wang Xuegiao
and Tom Hancock, ( 2019) Overdoing it: the cost of China’s long-hours culture, 17 January © Financial Times limited
2019 All rights reserved; https://www.ft.com/content/d5f01f68-9cbc-11e8-88de-49c908b1f264; 232 Health


https://www.bbc.co.uk/news/entertainment-arts-42833551
https://www.ft.com/content/d5f01f68-9cbc-11e8-88de-49c908b1f264

Acknowledgements XXi

and safety executive: Work-related stress, Health and safety executive, www.hse.gov.uk/stress; 233 American
Psychological Association: De Lange, A.H., Taris, TW., Kompier, M.AJ., Houtman, |.L.D. and Bongers, PM. (2003)
“The very best of the millennium”: Longitudinal research and the demand-control-(support) model’, Journal of
Occupational Health Psychology, 8, 282-305; 234 Hachette Book Group: Karasek, R. and Theorell, T. (1990)
Healthy Work: Stress, productivity and the reconstruction of working life. New York: Basic Books; 237 Sage Pub-
lications: Halbesleben, ).R.B., Neveu, J.P, Paustian-Underdahl, S.C. and Westman, M. (2014) ‘Getting to the “COR”™:
Understanding the role of resources in Conservation of Resources Theory’, Journal of Management, 40,
1334-1364; 238 Springer: Schaufeli, W.B., Salanova, M., Gonzalez-Rom4, V. and Bakker, A.B. (2002) ‘The meas-
urement of engagement and burnout: A two sample confirmatory factor analytic approach’, Journal of Happiness
Studies, 3, 71-92; 239 Academy of Management: Wrzesniewski, A. and Dutton, J.E. (2001) ‘Crafting a job: Revi-
sioning employees as active crafters of their work’, Academy of Management Review, 26, 179-201; 241 Thieme
Medical Publishers: Kuper, H., Hemingway, M. and Marmot, M. (2002) ‘Systematic review of prospective cohort
studies of psychosocial factors in the etiology and prognosis of coronary heart disease’, Seminars in Vascular
Medicine, 2(3), 267-314; 242 John Wiley & Sons: Maslach, C. and Jackson, S.E. (1981) ‘The measurement of
experienced burnout’, Journal of Occupational Behaviour, 2, 99-113; 244 Elsevier: Wright, T.A. and Cropanzano,
R.(2004) ‘The role of psychological well-being in job performance: A fresh look at an age-old quest’, Organisational
Dynamics, 33, 338-51; 245 Sage Publications: Fredrickson, B.L. and Joiner, T. (2002) ‘Positive emotions trigger
upwards spirals towards emotional well-being’, Psychological Science, 13, 172-5; 246 American Psychological
Association: Boehm, | K. and Kubzansky, L.D. (2012) ‘The heart’s content: The association between positive psy-
chological well-being and cardiovascular health’, Psychological Bulletin, 138, 655-91; 246 American Psycholog-
ical Association: Nielsen, K. and Cleal, B. (2010) ‘Predicting flow at work: Investigating the activities and job
characteristics that predict flow states at work’, Journal of Occupational Health Psychology, 15, 180-90; 246 The
American Psychosomatic Society: Chida, Y. and Steptoe, A. (2008) ‘Positive psychological well-being and mor-
tality: A quantitative review of prospective observational studies’, Psychosomatic Medicine, 70, 741-56; 249 Acad-
emy of Management: Greenhaus, ).H. and Beutell, N.J. (1985) ‘Sources and conflict between work and family roles’,
Academy of Management Review, 10, 76-88; 251 Elsevier: Paul, K.I. and Moser, K. (2009) ‘Unemployment impairs
mental health: Meta-analyses’, Journal of Vocational Behaviour, 74, 264-82; 253 Sage Publications: Salin, D.
(2003) ‘Ways of explaining workplace bullying: A review of enabling, motivating and precipitating structures and
processes in the work environment’, Human Relations, 56, 1213-32; 258 New Harbinger Publications: Flaxman,
P, Bond, F. and Livheim, F. (2013) The Mindful and Effective Employee: An acceptance and commitment therapy
training manual for improving well-being and performance. Oakland, CA: New Harbinger Publications; 259
NFER-NELSON: Schwarzer, R., and Jerusalem, M. (1995) ‘Generalised Self-Efficacy scale’ in J. Weinman, S. Wright,
and M. Johnston (eds), Measures in Health Psychology: A user’s portfolio. Causal and control beliefs (pp. 35-37).
Windsor, UK: NFER-NELSON; http://userpage.fu-berlin.de/~health/engscal.htm; 260 Association for Psycholog-
ical Science: Judge, T.A. (2009) ‘Core self-evaluations and work success’, Current Directions in Psychological Sci-
ence, 18, 58-62; 265 Taylor & Francis: Kréll, C., Doebler, P and Niesch, S. (2017) ‘Meta-analytic evidence of the
effectiveness of stress management at work’, European Journal of Work and Organizational Psychology, 26,
677-693; 266 Academy of management: Aeon, B. and Aguinis, H. (2017) ‘It's about time: New perspectives and
insights on time management’, Academy of Management Perspectives, 31, 309-30; 271-273 The Financial Times
Limited: Darren Dodd (2019), Social networking and the increasing burden on mental health FT.com, 17 January
© Financial Times limited 2019 All rights reserved; 277-278 National Institute for Health Research: Adapted
with permission from West, M., Alimo-Metcalfe, B., Dawson, )., El Ansari, W., Glasby, J., Hardy, G. et al., (2012).
Effectiveness of Multi-Professional Team Working (MPTW) in Mental Health Care. Final Report. NIHR Service
Delivery Organisation Programme; 282 HarperCollins: Sherif, M. (1936). The psychology of social norms. New
York: Harper; 283 American Psychological Association: Bond, R. & Smith, PB. (1996). Culture and conformity: A
meta-analysis of studies using Asch’s (1952b, 1956) line judgment task. Psychological Bulletin, 119,111-137; 285
Cengage Learning: Zimbardo, P. G., Haney, C., Banks, W. C., & Jaffe, D. (1982). The psychology of imprisonment. In
J. C. Brigham & L. Wrightsman (Eds.), Contemporary issues in social psychology (4th ed., pp. 230-235). Monterey,
CA: Brooks/Cole; 286 Elsevier: Steiner, |. D. (1972). Group process and productivity. New York: Academic Press. p.
8; 293 Houghton Mifflin Harcourt: Janis, I.L. (1982a) Groupthink. Boston, MA: Houghton Mifflin; 295 Aston
University: Richardson, ). (2010). An Investigation of the Prevalence and Measurement of Teams in Organisations:
The Development and Validation of the Real Team Scale. Aston University, Birmingham, UK; 295 John Wiley & Sons:
Kozlowski, S.W.J., & Bell, B.S. (2003). Work groups and teams in organizations. In W.C. Borman & D. R. ligen & R.


http://www.hse.gov.uk/stress
http://userpage.fu-berlin.de/~health/engscal.htm
http://FT.com

xxii

Acknowledgements

Klimoski (Eds.) Industrial /Organizational Psychology, Vol. XIl: John Wiley & Sons Ltd. p. 334; 298 Annual Review of
Psychology: Adapted from ligen, D.R., Hollenbeck, J.R., Johnson, M. and Jundt, D. (2005) ‘Teams in organizations:-
From input-process output models to IMOI models’, Annual Review of Psychology, 56, 517-43; 298 Journal of
Management: Adapted from Mathieu, )., Maynard, M.T,, Rapp, T. and Gilson, L. (2008) ‘Team effectiveness
1997-2007: A review of recent advancements and a glimpse into the future’, Journal of Management, 34: 410-76;
298-299 John Wiley & Sons: Anderson, N.R., & West, M.A. (1998). Measuring climate for work group innovation:
development and validation of the team climate inventory. Journal of Organizational Behavior, 19, 235-58; 301
Sage Publications: Weiss, M., & Hoegl, M. (2016). Effects of relative team size on teams with innovative tasks: An
understaffing theory perspective. Organizational Psychology Review, 6(4), 324-351; 302 John Wiley & Sons:
Harrison, D.A., & Humphrey, S.E. (2010). Designing for diversity or diversity for design? Tasks, interdependence,
and within-unit differences at work. Journal of Organizational Behavior, 31, 328-337. p. 334; 303 Elsevier: Martins,
L.L., Gilson, L. L., & Maynard, M. T. (2004). Virtual teams: What do we know and where do we go from here? Journal
of Management, 30, 805-835; 304 Sage Publications: Stevens, M.J. and Campion, M.A. (1994) ‘The knowledge,
skills and ability requirements for teamwork: Implications for human resource management’, Journal of Manage-
ment, 20, 503-30; 305 American Psychological Association: van Knippenberg, D., De Dreu, CK.W., & Homan, A.C.
(2004). Work group diversity and group performance: an integrative model and research agenda. Journal of Applied.
Psychology, 89, 1008-1022; 306 Academy of Management: Marks, M.A., Mathieu, J.E. and Zaccaro, S.J. (2001) ‘A
temporally based framework and taxonomy of team processes’, Academy of Management Review, 26, 356-76;
312 American Psychological Association: Marks, M.A., DeChurch, L.A,, Mathieu, ).E., Panzer, FJ., Alonso, A. (2005).
Teamwork in multiteam systems. Journal of Applied Psychology, 90, 964-971; 313-314 John Arnold: Case Study
written for this book by Joanne Lyubovnikova (2019). Adapted by John Arnold; 318 Sage Publications: House, R .,
Hanges, P)., Javidan, M., Dorfman, PW., & Gupta, V. (eds). (2004). Culture, Leadership, and Organisations: The GLOBE
study of 62 societies. London: Sage; 318 University of Cape Town: April, K., Macdonald, R. and Vriesendorp, S.
(2000) Rethinking Leadership. Cape Town: University of Cape Town Press; 319 John Wiley & Sons: Fiedler, FE.
(1995). Cognitive resources and leadership performance. Applied Psychology: An International Review, 44, 5-28;
320 Sage Publications: Meindl, J.R., Ehrlich, S.B., & Dukerich, ].M. (1985). The romance of leadership. Administra-
tive Science Quarterly, 30, 78-102; 322 American Psychological Association: Judge, T.A., Colbert, A.E., & llies, R.
(2004a). Intelligence and leadership: A quantitative review and test of theoretical propositions. Journal of Applied
Psychology, 89, 542-52; 323 McGraw-Hill Education: Fleishman, E.A. (1969) Leadership Opinion Questionnaire
Manual. Henley-on-Thames: Science Research Associates; 324 SAGE Publications: Gastil, J. (1994) ‘A definition
and illustration of democratic leadership’, Human Relations, 47, 953-75; 326 McGraw-Hill Education: Fiedler, F.E.
(1967). A Theory of Leadership Effectiveness. New York: McGraw-Hill; 327 University of Pittsburgh: Vroom, V.H.,
& Yetton, PW. (1973). Leadership and Decision Making. Pittsburgh, PA: Pittsburgh Press; 328 Prentice Hall: Vroom,
V.H. and Jago, A.G. (1988) The New Leadership: Managing participation in organisations. Englewood Cliffs, NJ:
Prentice Hall; 329 Louis van Gaal: Louis van Gaal, Manchester united manager, August 2015; 335 American
Psychological Association: Bass, B.M. (1985) Leadership and Performance: Beyond expectations. New York: Free
Press; 336 John Wiley & Sons: Conger, J.A., Kanungo, R.N., & Menon, S.T. (2000). Charismatic leadership and fol-
lower effects. Journal of Organizational Behavior, 21(7), 747-67; 337 Annual Reviews: Antonakis, )., Bastardoz,
N., Jacquart, P, & Shamir, B. (2016). Charisma: An ill-defined and ill-measured gift. In F. P Morgeson (Ed.), Annual
Review of Organizational Psychology and Organizational Behavior, Vol 3, pp. 293-319; 339 Sage Publications:
Wang, G., Os., I-S., Courtright, S.H., and Colbert, A.E. (2011) ‘Transformational leadership and performance across
criteria and levels: A meta-analytic review of 25 years of research’, Group and Organisational Management, 36,
223-70; 342 John Wiley & Sons: Derived from DeRue et al. (2011) ‘Trait and behavioural theories of leadership:
An integration and meta-analytic test of their relative validity’, Personnel Psychology, 64(1), 7-52 p. 33; 344
American Psychological Association: Barreto, M.E., Ryan, M.K., & Schmitt, M.T. (2009). The Glass Ceiling in the
21st Century: Understanding barriers to gender equality. New York: American Psychological Association; 346 Sage
Publications: Hofstede, G. (1980). Culture’s Consequences: International differences in work-related values. Lon-
don: Sage Publications; 346-347 Elsevier: Den Hartog, D.N., House, RJ., Hanges, PJ., RuizQuintanilla, S.A., &
Dorfman, PW. (1999). Culture-specific and cross-culturally generalizable implicit leadership theories: Are attributes
of charismatic/transformational leadership universally endorsed?. Leadership Quarterly, 10, 219-57; 348 Elsevier:
Dorfman, P, Javidan, M., Hanges, P, Dastmalchian, A., & House, R. (2012). GLOBE: A twenty year journey into the
intriguing world of culture and leadership. Journal of World Business, 47, 504-18; 349 American Psychological
Association: Bass, B.M. (1997). Does the transactional-transformational leadership paradigm transcend



Acknowledgements xxiii

organisational and national boundaries?. American Psychologist, 52(2), 130-9; 349 John Wiley & Sons: Smith,
PB., Misumi, ., Tayeb, M., Peterson, M., & Bond, M. (1989). On the generality of leadership style measures across
cultures. Journal of Occupational Psychology, 62, 97-109; 356 The Financial Times Limited: Adapted from an
article by Andrew Hill (2019) Finding your next job: Out with CVs, in with memes, The Financial Times, May 27 ©
Financial Times limited 2019 All rights reserved; 357 SAGE Publications: John, A. (1997: 16). Managing Careers
Into the 21st Century. SAGE; 358 Emerald Group Publishing Limited: Lyons, S.T,, Schweitzer, L., & Ng, E.S. (2015).
How have careers changed? An investigation of changing career patterns across four generations. Journal of
Managerial Psychology, 30(1), 8-21; 358 John Wiley & Sons: Direnzo, M.S., Greenhaus, J.H. and Weer, C.H. (2015)
‘Relationship between protean career orientation and work-life balance: A resource perspective’, Journal of Organ-
isational Behaviour, 36, 538-60; 360 Oxford University Press: Arthur, M.B. and Rousseau, D.M. (1996) ‘The bound-
aryless career as a new employment principle’, in M.B. Arthur and D.M. Rousseau (eds), The Boundaryless Career:
A new employment principle for a new organisational era. Oxford: Oxford University Press; 362 Emerald Group
Publishing Limited: Gubler, M., Arnold, ). and Coombs, C. (2014a) ‘Organisational boundaries and beyond: A new
look at the components of a boundaryless career orientation’, Career Development International, 19, 641-67
Reproduced from permission of Emerald Publishing; 363 Elsevier: Briscoe, J.P. and Hall, D.T. (2006) ‘The interplay
of boundarylessness and protean careers: Combinations and implications’, Journal of Vocational Behaviour, 69,
4-18; 363 SAGE Publications: Adapted from Hall, D.T. (2002) Careers In and Out of Organisations. Thousand Oaks,
CA: Sage Publications; 363 SAGE Publications: Hall, D.T. (2002) Careers In and Out of Organisations. Thousand
Oaks, CA: Sage Publications; 364 John Wiley & Sons: Schein, E.H. (1993) Career Anchors: Discovering your real
values, revised edition. London: Pfeiffer and Co; 367 The Work Foundation: Hirsh, W. and Jackson, C. (2004)
Managing Careers in Large Organisations. London: The Work Foundation; 368 Emerald Group Publishing Limited:
Baruch, Y. (2004) ‘Transforming careers - from linear to multidirectional career paths: Organisational and individual
perspective’, Career Development International, 9, 58-73; 368 SAGE Publications: Inkson, K., Dries, N. and Arnold,
J. (2014) Understanding Careers, 2nd edition. London: Sage; 368 Taylor & Francis: Arnold, ). and Cohen, L. (2013)
‘Careers in organisations’, in W.B. Walsh, M.L. Savickas, and PJ. Hartung (eds), Handbook of Vocational Psychology,
4th edition. Mahwah, NJ: Erlbaum; 369-370 British Psychological Society: Briner, R.B., Robertson, ., Patterson,
F., Anderson, N., Dietmann, A., Cassell, C. and Kandola, B. (2010) ‘Occupational psychology in a changing world’,
The Psychologist, 23, 892-99; 370 Elsevier: Adapted from Bagdadli, S., & Gianecchini, M. (2019). Organizational
career management practices and objective career success: A systematic review and framework. Human Resource
Management Review, 29(3), 353-370; 371: Adapted from Shen, Y., Demel, B., Unite, )., Briscoe, ).P, Hall, D.T.,
Chudzikowski, K. et al. (2015) ‘Career success across 11 countries: Implications for international human resource
management’, International Journal of Human Resource Management, 26(13), 1753-78; 376-377 The Financial
Times Limited: Adapted from story posted by Alicia Clegg (2015) The cleaner who soared all the way to the board,
5 January © Financial Times limited 2019 All rights reserved; 378 Sage Publications: Andreas Hirschi, Noemi Nagy,
Franziska Baumeler, Claire S. Johnston, and Daniel Spurk (2018) Assessing Key Predictors of Career Success: Devel-
opment and Validation of the Career Resources Questionnaire, Vol. 26(2) 338-358, SAGE Publications; 380 Amer-
ican Psychological Association: Adapted from Duffy, R. D., Blustein, D. L., Diemer, M. A., & Autin, K. L. (2016). The
psychology of working theory. Journal of Counseling Psychology, 63(2), p. 129; 381 The Financial Times Limited:
Adapted and edited with permission from an article quoting Elizabeth Uviebinene, Financial Times, July 3 2019.
Uviebinene grew up in Peckham, London, and is co-author of the book Slay in your Lane: The black girl’s Bible. ©
Financial Times limited 2019 All rights reserved; 382 Houghton Mifflin Harcourt: Parsons, F. (1909) Choosing a
Vocation. Boston, MA: Houghton Mifflin; 382 PAR, Inc: Holland, ).L. (1997) Making Vocational Choices: A theory
of vocational personalities and work environment, 3rd edition. Odessa, FL: Psychological Assessment Resources
Inc.; 385 John Wiley & Sons: Arnold, J. (2004) ‘The congruence problem in John Holland’s theory of vocational
decisions’, Journal of Occupational and Organizational Psychology, 77, 95-113; 386 American Psychological
Association: Su, R, Tay, L., Liao, H. Y., Zhang, Q. & Rounds, . (2019). Toward a dimensional model of vocational
interests. Journal of Applied Psychology, 104(5), 690-714; 386 John Wiley & Sons: Blustein, D.L. (1997) ‘A
context-rich perspective of career exploration across the life roles’, Career Development Quarterly, 45, 260-74;
388 John Wiley & Sons: Xu, Hui; Bhang, Cecile H. (2019) The Structure and Measurement of Career Indecision: A
Critical Review, Career Development Quarterly, Volume 67, Issuel, March 2019, p. 2-20; 390 Emerald Group
Publishing Limited: O’Neil, D.A. and Bilimoria, D. (2005) ‘Women’s career development phases: Idealism, endurance
and reinvention’, Career Development International, 10, 168-89; 390 SAGE Publications: Sullivan, S.E. and
Crocitto, M. (2007) ‘The developmental theories: A critical examination of their continuing impact on careers research’,



XxXiv

Acknowledgements

in H. Gunz and M. Peiperl (eds), Handbook of Career Studies. London: Sage; 392 The Financial Times Limited:
Adapted with permission from Emma Jacobs (2019) “Mid-life does not have to be a crisis for careers” Financial
Times 31 January © Financial Times limited 2019 All rights reserved; 394 Veronique Biecques: Véronique Biecques,
Director of recruitment at Orange; 398-399 The Financial Times Limited: Adapted from Kuchler, H. (2017)
‘Airbnb’s gender diversity efforts put Uber in shade’, Financial Times, 6 April FT.com © Financial Times limited 2019
All rights reserved; 399 McKinsey & Company: Hunt, V; Prince, S; Dixon-Fyle, S and Yee, L (2018) Delivering through
Diversity. McKinsey & Company. Available at www.mckinsey.com; 399 The Financial Times Limited: Murray, S.
(2018) Billions of tech customers ‘don’t look what and middle class’. Financial Times, 14 November. Available
at FT.com © Financial Times limited 2019 All rights reserved; 401 Allen & Unwin: Eldridge, .E.T. and Crombie, A.D.
(1974) A Sociology of Organisations. London: George Allen and Unwin; 401 Pearson Education: Brown, A. (1995)
Organisational Culture. London: Pitman; 401 SOUTHWESTERN Publishing Group: Cummings, T.G. and Worley, C.G.
(2001) Organisation Development and Change, 7th edition. Cincinnati, OH: South-Western College Publishing; 402
Penguin Random House: Handy, C. (1986) Understanding Organisations. Harmondsworth: Penguin; 402-403
Human Synergistics International: Jones, Q., Dunphy, D., Fishman, R., Larne, M. and Canter, C. (2006) In Great
Company: Unlocking the secrets of cultural transformation. Sydney, Australia: Human Synergistics; 403 Oxford
University Press: Hatch, M.J. (1997) Organisation Theory: Modern, symbolic and postmodern perspectives. Oxford:
Oxford University Press; 403 Sage Publications: Barratt, E.S. (1990) ‘Human resource management: Organisational
culture’, Management Update, 2(1), 21-32; 404 Human Synergistics International: Jones, Q. Dunphy, D., Fishman,
R., Larne, M. and Canter, C. (2006) In Great Company: Unlocking the secrets of cultural transformation. Sydney,
Australia: Human Synergistics; 404 Sage Publications: Meek, V.L. (1988) ‘Organisational culture: Origins and
weaknesses’, Organisation Studies, 9(4), 453-73; 404 Taylor & Francis: Watson, T). (1997) Sociology, Work and
Industry, 3rd edition. London: Routledge; 405 Pearson Education: French, W.L. and Bell, C.H. (1995) Organisation
Development, 5th edition. Englewood Cliffs, NJ: Prentice-Hall; 406 HarperCollins: Lewin, K. (1939) ‘When facing
danger’, in GW. Lewin (ed.), Resolving Social Conflict. London: Harper and Row; 407 Henry Holt and Company:
Lewin, K. (1947b) ‘Group decisions and social change’, in T.M. Newcomb and E.L. Hartley (eds), Readings in Social
Psychology. New York: Henry Holt; 407 Massachusetts Institute of Technology: Lewin, K. (1947a) ‘Frontiers in
group dynamics’, in D. Cartwright (ed.), Field Theory in Social Science. London: Social Science Paper-backs; 409
Cengage Learning: Cummings, TG and Worley, CG (2015) Organization Development and Change (10th Edition).
Cengage: Stamford, CT; 410 Emerald Group Publishing Limited: Wooten, K.C. and White, L.P. (1999) ‘Linking OD’s
philosophy with justice theory: Postmodern implications’, Journal of Organisational Change Management, 12,
7-20; 410-411 The Financial Times Limited: Groom, B (2013) ‘Women stuck in executive slow lane’, Financial
Times, 11 December,, p 22 © Financial Times limited 2019 All rights reserved; 412 Geist Science: Pettigrew, A.M.
(1987) ‘Context and action in the transformation of the firm’, Journal of Management Sciences, 24(6), 649-70;
412 Harvard Business Publishing: Weick, K.E. (2000) ‘Emergent change as a universal in organisations’, in M.
Beer and N. Nohria (eds), Breaking the Code of Change. Boston, MA: Harvard Business School Press; 412 Springer:
Hayes, ). (2002) The Theory and Practice of Change Management. Basing-stoke: Palgrave; 412 Taylor & Francis:
Dawson, P. (2003) Reshaping Change: A processual perspective. London: Routledge; 413 Sage Publications:
Finstad, N. (1998) ‘The rhetoric of organisational change’, Human Relations, 51, 717-40; 413 Sage Publications:
Johnson, G. (1993) ‘Processes of managing strategic change’, in C. Mabey and B. Mayon-White (eds), Managing
Change, 2nd edition. London: Open University/Paul Chapman Publishing; 414 Harvard Business Publishing:
Kotter, J.P. (1996) Leading Change. Boston, MA: Harvard Business School Press; 414 Sage Publications: Benjamin, G.
and Mabey, C. (1993) ‘Facilitating radical change’, in C. Mabey and B. Mayon-White (eds), Managing Change, 2nd
edition. London: Open University/Paul Chapman Publishing; 414 Taylor & Francis: Wilson, D.C. (1992) A Strategy
of Change: Concepts and controversies in the management of change. London: Routledge; 415 Harvard Business
Publishing: Martin, R. (2000) ‘Breaking the code of change: Observations and critique’, in M. Beer and N. Nohria
(eds), Breaking the Code of Change. Boston, MA: Harvard Business School Press; 416 Pearson Education: Clarke,
L.(1994) The Essence of Change. London: Prentice Hall; 419 Sage Publications: Hendry, C. (1996) ‘Understanding
and creating whole organisational change through learning theory’, Human Relations, 48(5), 621-41; 419 Taylor
& Francis: Dawson, P. (2011) ‘The contribution of the processual approach to the theory and practice of organi-
sational change’, in D.M. Boje, B. Burnes and ). Hassard (eds), The Routledge Companion to Organisational Change.
London: Routledge; 419 Taylor & Francis: Whittington, R. (1993) What is Strategy and Does it Matter? London:
Routledge; 420-421 The Financial Times Limited: Jackson, G (2018) ‘G20: Digital change and gig economy rewire
the world of work’, ‘Financial Times, 29 November FT.com © Financial Times limited 2019 All rights reserved;


http://www.mckinsey.com
http://FT.com
http://FT.com
http://FT.com

Acknowledgements XXV

422 Taylor & Francis: Stickland, F. (1998) The Dynamics of Change: Insights into organisational transition from
the natural world. London: Routledge; 427 Thomson Press: Sorge, A. (1997) ‘Organisation behaviour’, in A. Sorge
and M. Warner (eds), The [IEBM Handbook of Organisational Behaviour. London: International Thompson Business
Press; 428-429 The Financial Times Limited: Adapted from Hill, A (2016) ‘Toppling Bureaucracy’, Financial Times,
15 April, p. 9. © Financial Times limited 2019 All rights reserved; 432-433 Haymarket Media Group: Carolyn Axtell,
Jo Wheeler, Malcolm Patterson and Anna Leach (now Meachin), ‘From a distance’, People Management, 25 March
2004, pp. 39-40. Reprinted with permission @ Haymarket Media Group; 435 Academy of management: Carlson,
J-R.and Zmud, RW. (1999) ‘Channel expansion theory and the experiential nature of media richness perceptions’,
Academy of Management Journal, 42, 153-70; 435 Informs: Sproull, L. and Kiesler, S. (1986) ‘Reducing
social-context cues: Electronic mail in organisational communication’, Management Science, 32, 1492-512. 447
Elsevier: Ross, L. (1977) ‘The intuitive psychologist and his shortcoming: Distortions in the attribution process’,
Advances in Experimental Social Psychology, 10, 174-220; 449 Informs: Cramton, C.D. (2001) ‘The mutual knowl-
edge problem and its consequences for dispersed collaboration’, Organisation Science, 12, 246-371;






CHAPTER 1

The discipline of work

psychology
An initial orientation

LEARNING OBJECTIVES

After studying this chapter, you should be able to:

1 describe the discipline of work psychology by being able to:

examine the relationship between basic and applied psychology;
understand the notion of pragmatic science;

specify the key skills of those practising work psychology.

2 understand research and practice in work psychology by being able to:

identify the main sources of information about work psychology research and practice;
distinguish between opposing philosophies in the conduct of psychological research;

describe the key features, advantages and disadvantages of different research designs
used by work psychologists;

specify the various methods of data collection used in research by work psychologists;
detail the difference between quantitative and qualitative data;
identify the main methods used for analysing both qualitative and quantitative data;

identify why diversity, technology and internationalisation are important cross-cutting
themes in work psychology.




2 Work Psychology

Opening case study

Assessing problems in recruitment and retention of nurses in
a hospital unit

You have been called in by the Clinical Lead of a unit operating within a hospital to help examine and
assess why they struggle to recruit and retain nurses. The unit operates across three sites — each
which deal with the same condition, although offer different services (e.g. provision for patients vis-
iting just for treatment or wards for those with serious medical conditions). There is a high turnover
rate of nursing staff and, although the unit reqularly advertises for replacement posts, these tend
to go unfilled. When filled, most new nursing staff leave within the first year. Additionally, trainee
nurses tend not to select this unit as part of their practical experience, further restricting the nurse
provision in the unit.

* What skills would you need to undertake this project?

* Who, in the hospital, would you need to consult with?

* How would you go about collecting information to help on this project?
e What ethical issues may arise?

* How would you design the research, and collect and analyse good data?

These questions will be considered in the current chapter. For now, just think about the questions
and the scenario. We will return to the case at the end of the chapter and offer an approach to
undertaking a project such as this.

Introduction

In this chapter we aim to help the reader gain a broad understanding of the nature of work
psychology and the context within which it operates before tackling more specific topics later
in the book. We start with a brief description of the discipline of psychology as a whole and
discuss the links between what we call basic and applied psychology, with work psychology
positioned as one branch of applied psychology. We frame work psychology using the notions
of pragmatic science and evidence-based management and give an account of the different
labels sometimes given to work psychology and the topics it covers. We then move to discuss-
ing the skills of a work psychologist with specific emphasis on ethical and critical evaluations
skills. Next, we consider the need for work psychologists to understand and enact research
skills to be able to function effectively. We focus this around several specific features: the best
sources of good knowledge about work psychology (apart from this book of course!); philo-
sophical positions taken by work psychologists; methods used in research; design of research;
and analysis of research data. In the latter part of this chapter we look briefly at important
cross-cutting themes in work psychology: diversity, culture and technology and the potential
impact these issues will have on the research and practice of a work psychologist. These three
aspects feature throughout all the chapters in the book.

Basic psychology and work psychology

Psychology has been defined in various ways. Perhaps the simplest yet most informative
definition is that provided long ago by Miller (1966): ‘the science of mental life’. Mental life
refers to three phenomena: behaviours, thoughts and emotions. Most psychologists these
days would agree that psychology involves all three.



Table 1.1

Subdiscipline

Biological
Cognitive

Developmental

Individual differences

Basic

Biological bases of behaviour,
neuropsychology, evolutionary
psychology

Thought processes such as attention,
memory, learning, perception and
language

The ways in which people grow and
change psychologically throughout life

How people differ from each other
psychologically and how those

Chapter 1 The discipline of work psychology 3

Application to work

The impact of simulated night shift
work on insulin sensitivity and risk of
Type 2 Diabetes

The role of cued recall in recalling
non-routine complex cognitive skills

Improve the working lives of the over
50s in the UK

The relationship between personality
traits and exposure to bullying at work

Reference

Bescos et al. (2018)

Frank and Kluge
(2018)

Altman (2015)

Nielsen et al. (2017)

differences can be measured

Social How our behaviours, thoughts and
emotions affect, and are affected by,
other people

Virtual teams and the impact of
virtuality on team communication

Marlow et al. (2017)

The discipline of psychology can be divided into several subdisciplines, each with its own
distinctive focus. Collectively they can be termed basic psychology. There are several ways of
splitting psychology. Table 1.1 illustrates five ways in which basic psychology can be divided.
The table provides examples of applied work research that can be framed within each subdis-
cipline (see the Reference in column 4).

Key learning point

The five areas of basic psychology all contribute ideas and techniques to work psychology.

Work psychology is defined in terms of its context of application (see Figure 1.1), and an area
of applied psychology. As you will see throughout this book, work psychologists use concepts,
theories and techniques derived from all areas of basic psychology. Table 1.1 illustrated some
examples of research applying ideas from psychology to the working context. These areas
are not mutually exclusive: studying people at work from several different perspectives is
often necessary in order to understand fully the issue being examined. For example, Gomez
and Taylor (2018) explore the role of National culture (therefore using an individual dif-
ference approach) and in-group/out-group status (social) in strategies used to resolve group
conflict. Results indicated a Mexican sample of MBA students showed more of a preference
for confronting conflict using social influence and negotiating than a US sample - thereby
illustrating the impact of culture on conflict resolution approaches.



4 Work Psychology

Think of a work-related topic or problem that interests you. It may be something that you have come
across in your studies or heard about in the media. Consider which of the basic areas of psychology
you might draw on if you were going to research this area. Remember, you are likely to draw on more
than one. Consider how each would help you to better understand the issue.

As shown in Figure 1.1, areas of applied psychology use ideas and information from basic
psychology. Conversely, they can also contribute ideas and information to the development
of basic psychology. Sometimes theory from basic psychology can directly contribute to the
solution of real-world problems. The need for solutions to difficult and complex real-world
problems can also stimulate developments in basic psychology. Applied psychology (rather
than basic psychology) offers theories and techniques directly applicable to practical prob-
lems and real-life situations. In fact, it might be argued applied psychologists are interested
in solving problems, while basic psychologists are motivated to develop knowledge for its
own sake. Thus, there may be a danger that the areas of applied psychology will fail to reflect
advances in basic psychology: some more theoretically inclined psychologists fail to take
sufficient account of work in applied psychology, or of current real-world issues.

The approach that many work psychologists aim for is what Anderson et al. (2001) refer
to as pragmatic science. This type of work addresses problems of practical importance and
does so using rigorous methodology. In pragmatic science, good research and practice are
almost indistinguishable. We have tried to ensure that, where possible, the vast majority of
the material cited in this text falls into this category. It refers to research that is done well,
that has been subject to review and critique, and stood up to tests of its quality. At the same
time, the research is useful and relevant: it helps organisations. Linley (2006: 3) summarises
the benefits of this approach:

Good research questions have the potential to bridge the academic-practitioner divide very
effectively, because they catalyse the interests, needs and aspirations of both parties through
delivering findings that are not only academically sound and valued, but that also offer practical
application and advancement.

Areas of basic Areas of applied
psychology psychology
* Physiological psychology s>« \Work psychology e— Practical
* Cognitive psychology ¢ Clinical psychology problems
* Developmental psychology * Educational psychology and
* Social psychology o * Health psychology s OPPOTtunities
* Personality psychology * Legal psychology
* Sport psychology A
etc.

Arrows represent flows of information and ideas

Figure 1.1 The relationship between areas of psychology
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Key learning point

Pragmatic science gives us the best of both worlds: good research that has clear practical relevance.

More recently the term evidence-based management (EBMgt) has been used to describe
better how theory and practice can be connected. Briner at al. (2009) argue that effective
decisions in organisations need to combine:

m  Evaluated good quality evidence. Research findings that have been subjected to crit-
ical review by independent experts, for example through systematic review and
meta-analysis of findings from numerous studies, can provide a solid evidence base for
decisions. The use of results from single studies to inform practice in new settings would
be especially risky.

m  The experience and judgements of practitioners who have some reliable insight, often
developed through experience and reflection, into the issue being addressed.

m Input from those likely to be affected by the decision (stakeholders), including what is
important to them and what they prefer.

® Information drawn from the organisational context, for example data held by the organ-
isation about the issue being tackled, information about the pressures and opportunities
facing the organisation and so on.

The term scientist-practitioner is often used to describe people who integrate research
and practice to good effect. Lowman (2012) indicates that these are people who work with
important issues and measure important outcomes of their interventions. They are also good
at sharing their knowledge. This sounds relatively straightforward, but as Lowman points out,
‘the needs of clients do not necessarily derive from what research has chosen to study nor
does the path of science always focus on practical applications’ (2012: 153). No matter how
knowledgeable or qualified the psychologist appears to be, they will need to work with arange
of stakeholder groups if their advice is to have the best chance of success.

Key learning point

The terms evidence-based management and scientist-practitioner emphasise the need for psycholo-
gists to make good use of quality research and to connect with the various end-users of their work
and other knowledgeable professionals.

We should note that the effective application of theory and research is rarely straight-
forward. There are many tensions that can draw researchers and practitioners away from
a pragmatic science model, including policy priorities, organisational context, values and
demographics.

What is work psychology?

Work psychology has at least two distinct roots within applied psychology. One resides in a
pair of traditions that have often been termed ‘fitting the person to the job’ (FPJ) and ‘fitting
the job to the person’ (FJP). The FPJ tradition manifests itself in employee selection, training
and vocational guidance (e.g. see Chapters 3, 7 and 11). These endeavours have in common an
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attempt to achieve an effective match between job and person by concentrating on the latter.
The FJP tradition focuses instead on the job, and the design of tasks, equipment and working
conditions that suit a person’s physical and psychological characteristics (e.g. see Chapter 6).
You will see the influence of both approaches throughout this text.

The FPJ and FJP traditions essentially concern the relationship between individuals and
their work. The other root of work psychology can be loosely labelled human relations (HR).
It is concerned with the complex interplay between individuals, groups, organisations and
work. It therefore emphasises social factors at work much more than FPJ and FJP (e.g. see
Chapter 9).

Key learning point

There are two important traditions in work psychology. The concern of how jobs can be fitted to peo-
ple (FJP) and how people can be fitted to jobs (FPJ); and the human relations approach emphasising
individuals’ experiences and interpretations at work.

One source of confusion you may experience is that the discipline of work psychology has
a lot of different names. The label often used in the USA is industrial/organizational psychol-
ogy (o1 1/0 psychology for short). In the UK, it is often called occupational psychology, but this
term is uncommon in most other countries. In the UK the title of Occupational Psychologist
is protected in law, meaning that only appropriately qualified persons can use the title.
Throughout Europe, increasing use is made of the psychology of work and organisations and
work and organisational psychology to describe the area. Just to confuse things further, some
specific parts of the field are given labels such as vocational psychology, managerial psychology,
business psychology and personnel psychology. Meanwhile, there are also some bigger areas of
study (e.g. human resource management and organisational behaviour) to which psychology
contributes greatly.

Our advice for the confused reader is: don’t panic! The differences between these labels do
mean something to some people who work in the field but should not unduly worry most of
us. In the main, the same content areas are covered regardless of the label used. We use the
term work psychology because of its simplicity, and because to us it encompasses the individual
and organisational levels of analysis.

With the confusion of labelling behind us, we can now be more specific in the areas
(or knowledge domains) in which work psychologists apply psychological ideas to work
and organisations. Figure 1.2 illustrates the five areas of work psychology as defined by
the Standards for the Accreditation of Masters and Doctoral Programmes in Occupational
Psychology published by the British Psychological Society (BPS, 2017). You will see
that all these areas are covered within this volume, some (e.g. psychological assessment
at work) with specific chapters and others (e.g. leadership, engagement and motivation)
crossing several chapters. Table 1.2 depicts the chapters in this text which relate directly
to the BPS’ knowledge domains. Interestingly, Chapter 13 is an example of a topic which
bridges more than one of the knowledge domains. In practice, most issues work psycholo-
gists research or practice in cross multiple knowledge domains. While they may be ini-
tially framed within one domain (e.g. development of a new selection system) the design
process will invariable mean considering other domains (e.g. the need to revise training
programmes given the quality of people now being selected into the organisation; the
differing motivational needs of these new people; design of work to ensure the new skills
are being used effectively).
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Diversity, gender, fairness, culture

Applying Psychology to
Work and Organisations

=g

Psychological
Assessment at Work

Learning, Training and
Development

Research Design,
Leadership, Engagement Advanced Data

-

and Motivation Gathering and
Analytical Techniques
Well-being and
Work
Work Design,

Organisational Change and

Development

The five domains of work psychology

Table 1.2

Knowledge domain

Psychological assessment at work

Learning, training and development

Leadership, engagement and motivation

Well-being at work

Work design, organisational change and
development

Chapter(s) in this volume

Chapters 2, 3 and 4 are important when considering the relevant literature in
this knowledge domain

Chapter 7 is focused directly on training and development. Chapter 11 on
careers is also relevant in training and development

Chapter 10 focuses directly on leadership and Chapter 6 on motivation.
Chapter 5 on attitudes and Chapter 9 on teams are also relevant for
understanding employee engagement and motivation

Chapter 8 is focused specifically on well-being at work

Chapter 12 examines the key issues in organisational change

In addition to the content areas, the common and important themes of diversity, gen-
der, fairness and culture need to be addressed in each content area. The BPS describes two
other areas that integrate with all domains. First, students and practitioners in occupa-
tional psychology need good knowledge of research design, data gathering and analysis.
Second, it is expected that qualified work psychologists will understand a range of specific
techniques they are likely to use in their practice. This involves the development of generic
skills such as questionnaire design, interviewing, report writing, presentation skills and

data analysis methods.
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The skills of a work psychologist

We are aware that some of you reading this book are commencing your studies in work psy-
chology, whereas others are simply studying a work psychology module as part of other
non-psychology academic courses. It may therefore seem that a section on the skills needed
by a work psychologist might be of more relevance to the former than the latter. However,
while information on becoming a Chartered Psychologist or Registered Occupational Psy-
chologist is mostly relevant to those of you with a psychology background, arguably the
skills inherent with work psychology are useful for everyone in education and practice. In
educational contexts, having the appropriate knowledge and skills will help you understand
better the literature you are researching for essays, dissertations or projects. In practice, some
of you may become leaders in your future careers, researchers in other disciplines or work in
related areas (e.g. human resources). Understanding the skillset of a work psychologist will
become a valuable asset for you in the future.

Clearly, given the discussion so far, understanding the five knowledge domains are key to
becoming an effective work psychologist. However, by examining the US-based O*Net web-
site (https://www.onetonline.org/) and searching Industrial-Organizational Psychologists it is
evident that domain knowledge is only one part of the skillset of a work psychologist. Attrib-
utes include experience in a range of technology software, active listening, decision-making,
oral and written comprehension, mathematical ability and critical thinking. To make this
more concrete, let us detail how some of these attributes are important for studying, research-
ing and practicing work psychology (Table 1.3).

The rest of this chapter will focus on three highly important skills inherent within a work
psychologist’s role. The following two short sections will consider ethics and critical analysis,
whereas research skills will be examined in the second part of this chapter.

Ethical conductis crucial to operating as a work psychologist. As an example, in the UK all
practising psychologists are bound by a Code of Ethics and Conduct (British Psychological
Society, 2018). This code requires practising psychologists to be guided by four principles:

1 Respect: ‘Psychologists value the dignity and worth of all persons, with sensitivity to the
dynamics of perceived authority or influence over persons and peoples and with par-
ticular regard to people’s rights’.

Table 1.3

Active listening If interviewing an employee as a form of data collection, a competent work psychologist
should attend fully to what the employee is saying, ask appropriate questions and reflect
on points being made

Mathematical ability In order to understand data in company reports, in research papers, in national surveys
etc., a good level of mathematical ability is needed

Oral expression Being able to convey complex and technical ideas in psychology to non-psychology
audiences is an essential skill for a work psychologist. Mostly, clients will not be
cognisant of the theories, methods of analysis techniques

Statistical software When collecting data, having knowledge of statistical analysis software packages helps
the work psychologist interpret the data

Problem solving When presented with an organisational problem by a client, being able to review
information and evaluate options helps the work psychologist to develop actions plans
and solutions
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Competence: ‘Psychologists value the continuing development and maintenance of high
standards of competence in their professional work, and the importance of preserving
their ability to function optimally within the recognised limits of their knowledge, skill,
training, education, and experience.

Responsibility: ‘Psychologists value their responsibilities to persons and peoples, to
the general public, and to the profession and science of Psychology, including the
avoidance of harm and the prevention of misuse or abuse of their contribution to
society.

Integrity: ‘Psychologists value honesty, probity, accuracy, clarity and fairness in their
interactions with all persons and peoples and seek to promote integrity in all facets of
their scientific and professional endeavours.’

(From BPS Code of Ethics and Conduct, 2018: 5-7)

In practical terms, this means that psychologists are required to consider, among other

things, the following:

Consent: Participants in the research should normally be made aware beforehand
of all aspects of it that might reasonably be expected to influence their willingness to
participate.

Deception: Deception of those who participate in the research should be avoided wherever
possible. If deception is necessary for the effective conduct of the research, it should not
be the cause of significant distress when participants are debriefed afterwards.

Debriefing: After participation, the participants should be given any information and
other support necessary to complete their understanding of the research, and to avoid
any sense of unease their participation might have engendered.

Withdrawal from the investigation: The psychologist should tell participants of their right
to withdraw from the research (usually participants are not required to give their reasons
for withdrawing).

Confidentiality: Subject to the requirements of legislation, information obtained about a
participant is confidential unless agreed otherwise in advance.

Protection of participants: As much as is reasonably practicable, the investigator must pro-
tect participants from physical and mental harm during the investigation.

Key learning point

Work psychologists are required to demonstrate their academic and practical competence, and to
adhere to ethical principles. This is partly to protect the rights and well-being of people who pay for
their services and/or participate in their research.

Psychologists need to be skilled in the analysis, synthesis and understanding of informa-

tion (textual or numerical). This critical analysis requires the individual to go beyond just
collating and describing information they have accessed. It involves evaluating the quality
of the information received; identifying patterns and relationships in the information; chal-
lenging assumptions/ideas offered using other information; posing questions; identifying
gaps in the information; and expressing an informed opinion. Critical analysis is regularly
a part of the assessment criteria in academic modules and evidencing this skill is often the
difference between an excellent and a good mark in an assignment. Frequently we get asked





