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1. Editorial 

 
 
 

Dear Colleagues, 

 

This Newsletter provides information about activities of the ENOP in the period from 

March 2019 till September 2019. 

 

You will find information about decisions taken at the ENOP Business Meeting held 

in Paris, on March 29, 2019, and report on the ENOP Symposium 2019 

“Opportunities, Challenges and Hindrances for Academia – State of the Art and 

Looking for Solutions” (March 28-29, 2019, Paris). 

 

Besides the ENOP-EAWOP Reference Model for W&O psychology, which has been 

approved at ENOP Business Meeting-2019 in Paris and amended after the 

discussions at EAWOP Congress-2019 in Torino, was presented. 

 

Details about forthcoming congresses, conferences and meetings in the field of Work 

and Organizational Psychology (2019-2022) are included as well.  

 

Finally, you will find updated contact information of the ENOP members, résumés 

of their research activities, list of publications in 2018-2019, and some other helpful 

information. 

 

 

Liudmyla Karamushka 

Kyiv, September   2019 
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2. ENOP BUSINESS MEETING 2019 
 

 

ENOP Business Meeting  took place in Paris on 29 March, 2019, at New building 

of the Maison des Sciences de l'Homme, Paris (54, boulevard Raspail). 

 

Participants: John Arnold, António Caetano, Marco Depolo, Franco Fraccaroli, 

Gudela Grote (minutes), Dragos Iliescu, Liudmyla Karamushka, Christian Korunka, 

Ioannis Nikolaou, José María Peiró, Wilmar Schaufeli, Dirk Steiner, Markus Sverke, 

Matti Vartiainen, Hans de Witte, Fred Zijlstra (chair). 

 

Agenda: 

1. Opening 

2. Announcements 

3. Minutes of previous ENOP Business Meeting (2018) 

4. ENOP budget 

5. ENOP membership 

6. Connection with MSH 

7. Next ENOP Symposium 2020 

8. ENOP Reference Model 

9. ENOP website and ENOP Newsletter 

10. ENOP CoCo membership 

     11. Activities by ENOP members 

     12.AOB 

     13. Closing 

 

 

https://maps.google.com/?q=54+boulevard+Raspail+75006+Paris&entry=gmail&source=g
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1. Opening 

Fred Zijlstra opened the meeting, the agenda was approved. 

 

2. Announcements 

Mare Teichmann, Wilmar Schaufeli and Marco Depolo resign from ENOP due to 

their retirement. Wilmar Schaufeli and Marco Depolo said a few words of farewell 

and thanked by everyone for their great service to ENOP. 

 

3. Minutes from previous ENOP Business meeting (2018) 

The Minutes of the 2018 ENOP Business Meeting were approved. 

 

4. ENOP budget/financial issues 

ENOP finances are in good shape. Details upon request available from Fred Zijlstra. 

 

5. ENOP membership 

-Zeynep Aycan has resigned and also did not name any potential successors. The 

political situation in Turkey may mean that for the foreseeable future ENOP will not 

have members from Turkey. 

-Rosalind Searle (University of Glasgow) has been proposed as a new member from 

the UK. Barbara Wisse (University of Groningen) is proposed as a new member from 

the Netherlands. Their membership is unanimously approved. 

-Dirk Steiner has been member of ENOP since 2018, but could not come last year. 

He was welcomed and briefly introduced himself. 

 

6. Connection with MSH 

Fred Zijlstra and Dirk Steiner have had a meeting with the director of MSH. He is 

very interested in rebuilding the relationship with ENOP, e.g. by providing a meeting 

room for ENOP symposia and business meetings, by exploring joint symposia, and 

taking up ENOP activities in the MSH newsletter. 

 

7. Next ENOP Symposium 2020 

Three topics are briefly discussed: cross-cultural research, interdisciplinary research, 

and research on flexible working and more generally the future of work. Flexible 

working was chosen as the topic for the ENOP symposium 2020 with Christian 

Korunka (main responsible), Hans de Witte, Ioannis Nikolaou and José María Peiró 

preparing it. The date will be either March 26-27, 2020 (first priority) or March 19-

20, 2020. Fred Zijlstra will check with the MSH about a meeting room. 
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8. ENOP Reference Model 

José María Peiró, Fred Zijlstra and Marco Depolo presented their work on the 

revised ENOP Reference Model. Some editorial changes are suggested. Several 

ENOP members mentioned how the Reference Model has been useful in recent 

revisions of the curricula at their universities. It is emphasized that it cannot be 

prescriptive due to major differences between countries and universities, but that it 

is a very useful framework. The Reference Model is unanimously approved.  

 

9. ENOP website and ENOP Newsletter 

-Ioannis Nikolaou volunteered to take over the hosting of the webpage from Mare 

Teichmann. 

-Liudmyla Karamushka will be responsible for the ENOP Newsletter. All members 

were requested to drop a few lines describing their activities to Liudmyla 

Karamushka for the ENOP Newsletter. 

 

 

10. ENOP CoCo membership 

Dirk Zijlstra was elected as a new member of the ENOP CoCo in the role of treasurer. 

Gudela Grote resigned from the CoCo opening up the possibility for newer/younger 

members of ENOP to join the CoCo which does not necessarily need another member 

because in the past CoCo had one member more. 
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11. Activities by ENOP members 

-Franco Fraccaroli gave an update on the EAWOP congress in Turin: more than 

2000 submissions and 1600 participants, which will be an all-time record. 

-John Arnold, mentioned that he started a successful BSc program in Business 

Psychology at his university. 

-Fred Zijlstra mentioned that the new Master of Research program in WOP (jointly 

organized by himself, José María and Michael Frese) has been approved and will 

start in September 2019. 

-José María Peiró mentioned that IAAP will celebrate its centennial with a special 

conference in December 2020 in Cancun. 

 

 
 

12. AOB 

none 

 

13. Closing 
Fred Zijlstra closed the meeting and thanked everyone for the fruitful discussions.  
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3. Report on the ENOP Symposium 2019 

“Opportunities, Challenges and 

Hindrances for Academia – State of the 

Art and Looking for Solutions“  

(March 28-29, 2019, Paris) 

 
 

 

 

During its annual meeting (28-29 March 2019), the ENOP has hosted the symposium 

entitled "Opportunities, Challenges and Hindrances for Academia – State of the Art 

and Looking for Solutions".  

 

The symposium was co-organized by Hans De Witte, Dragos Iliescu, John Arnold, 

and Marco Depolo. 

 

 

During 1 and a half days, a 

number of presentations 

have focused on the 

occupational health of 

academic staff in European 

universities. 

 

In the first day, the 

symposium was opened by 

Marco Depolo with an 

analysis of qualitative data 

collected from ENOP 

colleagues, regarding the 

changes and challenges 

encountered during the 

past years in their own countries.  
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An extensive presentation on 

the Italian workforce in the 

domain of higher education and 

on quality of working life in 

Italian universities was offered 

by the invited guest Emanuela 

Ingusci, in a presentation co-

authored with Marco Depolo 

and Margherita Brondino.  
 

 

 

Also, an overview of an 

international project and an 

insight in its preliminary results 

was offered by invited guest 

Lara Roll. The project 

spearheaded by her focuses on 

an international comparative 

research on job insecurity in higher education. The study and its design were 

discussed, samples and participating countries were described, preliminary results 

were presented and exciting ways to continue the project were suggested. 
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The second half of the first day was taken by 4 short presentation and the associated 

discussions.  

 

Dragos Iliescu presented on "Justice Perceptions as Antecedents of Quantitative and 

Qualitative Job Insecurity", a cross-sectional analysis based on the first wave of 

(Romanian) data from the previously described international project on job insecurity 

in academia.  

 

 
 

 

Darja Maslić Seršić presented on "Job insecurity, job and personal resources as 

predictors of burnout in academia: The application of the revised JD-R model across 

different positions" - also an analysis based on the first wave of (Croatian) data from 

academic job insecurity project.  
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Hans De Witte presented on "Job demands and job resources among Academia in 

Belgium: actual situation and evolution over time", a research based on a Belgian 

trend study across 10 years.  

 

 
 

 

John Arnold presented on "Improving women's opportunities for leadership in 

British and Irish universities. Lessons learned from a large-scale project" - an 

interesting contribution based on the experience of a longitudinal project on the 

leadership and career experiences of nearly 3000 women working in UK and Irish 

universities. 
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The second (half-) day was taken by a presentation offered by invited guest Marit 

Christensen, describing "The ARK-programmer for organizational development in 

the academic sector: Results from implementing and evaluating health promoting 

bottom-up interventions" - the Norwegian experience in systematic surveys of 

occupational health, identification and intervention in psychosocial risks in 

academia. 

 

 

 
 

 

 

The discussions gravitated around the experience of participants in their own 

countries and the relative diversity of academic contexts emerging from these 

reports. Systematic and unified approaches, while interesting, seem therefore 

unlikely in this context of large diversity on academic context, with historical 

differences in resources, leadership, employment law, legal pressure, and others. It 

was suggested that a future common project under the H2020 heading could help to 

narrow this gap and build a common European survey platform and intervention kit. 

 



 

 14 

 
 

Submitted by: 

 

Dragos Iliescu  
Department of Psychology,  

University of Bucharest  

(Bucharest, Romania)  

e-mail: dragos.iliescu@fpse.unibuc.ro). 

 

Marco Depolo 
Department  of Psychology,  

University of Bologna  

(Bologna, Italy) 

e-mail: marco.depolo@unibo.it 

 

Hans De Witte 
Research Group Work, Organisational & Personnel Psychology (WOPP-O2L)  

Faculty of Psychology and Educational Sciences-KU Leuven,  

(Leuven, Belgium) 

 e-mail: Hans.Dewitte@kuleuven.be 

 

John Arnold  
School of Business and Economics,  

Loughborough University 

(Loughborough, UK)   

e-mail: J.Arnold@lboro.ac.uk 
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4. THE REFERENCE MODEL 2020 

Update of the ENOP-EAWOP Reference 

Model for W&O psychology 

June 2019 

 
 

The ENOP-EAWOP Reference Model for W&O psychology was approved  at ENOP 

Business Meeting-2019 in Paris and amended after the discussions at EAWOP 

Congress-2019 in Torino, both the Constituents Council meeting and the 

Roundtable. 

 

 

THE REFERENCE MODEL 2020 

Update of the ENOP-EAWOP  

Reference Model for W&O psychology 

June 2019 

 

M. Depolo, J-M. Peiró, F. Zijlstra 
 

 

1. Introduction 

The ENOP reference model provides guidance for the education and training as 

Work & Organisational Psychologist. The model was first introduced in 1993 

(presented at the EAWOP conference in Alicante), and the latest version (labelled 

“ENOP-EAWOP Model”) was discussed at the ENOP Business Meeting in 2008, 

and presented at the General Assembly of EAWOP during the 2009 EAWOP 

congress. EAWOP’s General Assembly approved the Reference Model for the 

purpose of the European Specialized Certificate of W&O Psychology. The Reference 

Model has been instrumental in guiding the development, and to some extent 

harmonizing, of curricula in Work & Organisational Psychology across European 

universities. 

 

In 2017 the Reference Model was discussed within ENOP and it was concluded that 

an update and revision was pertinent. This Memo briefly summarizes the main 

characteristics of the Reference Model (§ 2), and the main reasons for reviewing and 

updating the Model (§ 3). These are the starting points for an updated Model as 

presented in § 5. 
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2. The Reference Model: in a nutshell 

The Reference Model contains four main dimensions: educational objectives, fields 

of study, type of science, and depth-of-specialization, which are depicted below in 

Table 1. A fifth transversal dimension concerns the co-presence of content and 

methodology in each dimension. 

There were four sets of educational objectives, concerning the acquisition of: a) 

knowledge; b) skills; c) competences for professional activity (intervention and 

development); and d) competences for scientific research. 

Although in some countries different notions and/or labels are used, it is generally 

recognized that the discipline of W&O Psychology covers three fields of study: a) 

work psychology; b) personnel psychology; c) organisational psychology. 

A third distinction relates to the types of science involved. W&O psychology is 

intrinsically interested in both explanatory science (that tries to understand and 

explain existing reality), and technological or change-oriented science (that aims to 

change and improve reality).  

Finally, three levels regarding depth-of-specialization were assumed: a) the level of 

systematic introduction, covering principles, methods and facts of a certain subject 

area; b) the level of focused study of problems and methods; and c) the level of 

detailed study of a particular issue.  

 

By crossing the four educational objectives (knowledge, skills, professional and 

research competences) by fields of study mentioned above, a multidimensional 

matrix resulted that shows the structure of the curriculum. For the purpose of graphic 

presentation only the first three dimensions (educational objectives, fields of study 

and type of science) were selected and arranged in a two-dimensional layout (see 

Table 1). The fourth dimension (depth of specialization) and the fifth one 

(methodology always mixed with contents) were not displayed, since they did play a 

minor role in setting the Minimum Standards.  

 

 

Table 1: The Reference Model as presented in 1993 

WORK PERSONNEL ORGANIZATION objective /type of science 

General course (G) Orientation 

W1 P1 O1 Knowledge of theories (explanatory) 

W2 P2 O2 Knowledge of theory (technological) 

W3 P3 O3 Diagnostic skills (explanatory) 

W4 P4 O4 
Intervention and design skills 

(technological) 

Professional training (e.g. stage, ethics course) Professional competences 

Research training (e.g. research project, method 

courses) 
Research competences 
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3. Where we are now 

During the last 25 years our society has changed, and is still changing rapidly, and 

this applies to the domain of work and organisation as well. Organizations are 

experiencing the consequences of socioeconomic, socio-political, demographic, 

technological changes, which have an effect on people’s attitudes, values and 

motivation, but also changes their jobs and actual behaviour. Technology has led 

towards an increased digitalization. This has affected the way work is organized, how 

people communicate (social media) and cooperate in organisations, and has 

introduced various new concepts: distance work, ‘flex work’, ‘crowd working’, 

‘virtual teams’, ‘flexicurity’, ‘gig economy’ and ‘gig work’, etc. Socio-economic 

changes have led to an increase of temporary work. In addition, cultural changes have 

been facilitated by globalization, immigration, and new cultural values by new 

generations. Since there are hardly any jobs left in which people do not have to work 

with these digital tools, the implication is that digital competences have become part 

of today’s professional competences. Citizens of the modern world need to be digital 

savvy. However, there are also specific technological developments that influence 

the profession of W&O psychologists, and the services they offer. As everything is 

digitalized, the implication is that everything is ‘data’, and hence we see new 

strategies emerging of looking at data: the use of ‘big data’. This has generated new 

ways of dealing with data, like making use of algorithms for personnel selection 

purposes (i.e. using ‘robot technology’). It has also stimulated using augmented 

reality, and so on. W&O psychologists need to be up-to-date regarding these new 

developments both to understand and change the reality of work and organisations 

as well as to use these new digital developments in research and practice of the 

profession. Thus, W&O Psychologists need to be able to assess the value and 

psychological implications of these new services and developments. 

 

3.1. How our discipline is changing 

Apart from socio-economical changes that affect the domain of work and 

organisations, another development relates to the fact that there is a movement within 

EAWOP, SIOP, and IAAP that calls for increased relevance for the research that we 

do. To some extent, this implies a greater awareness for addressing societal topics in 

our research. However, societal problems cannot only be addressed with (W&O) 

psychological knowledge exclusively, but this requires involvement and cooperation 

with other disciplines as well. Therefore, research will have to focus more and more 

focus on multidisciplinary cooperation. This also applies within the field of 

Psychology where we see increasingly more attention and focus on Neuroscience. 

W&O psychologists need to understand, and also be able to work with colleagues 

from that field. Furthermore, there is a tendency noticeable to look for topics where 

our discipline borders to adjacent disciplines like ‘decision making’, ‘behavioural 

economics’, business sciences, economics, medical sciences, technology.  

Psychologists should strive for societal relevance in their research, and help address 

problems that emerge in society. This implies that they will have to work with 

scientists and professionals from other disciplines, understand their language and 

working methods. It also means that they will have to communicate their own ideas 
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and findings in an understandable way to others. This implies that students need an 

‘open orientation’ toward neighbouring disciplines, and understand the basic 

principles of neighbouring disciplines. At the same time, this also requires awareness 

and knowledge of how to communicate with, and possibly influence, politicians and 

policymakers. 

 

The topic of ‘ethics’ has gained a lot of attention and importance in the past decade. 

Various cases of fraud regarding data collection, or ‘sloppy science’ and publication 

ethics (excessive self-citations) have been published (not only within the psychology 

discipline) that have resulted in more attention and greater awareness for ‘research 

ethics’.  

 

Furthermore, within ENOP we have had discussions concerning the development 

and positioning of the field of Work & Organisation Psychology, such as whether 

W&O psychology is moving from Psychology Departments to Business Schools, and 

what consequences this may have for the content of the discipline. Whereas 

psychology as a discipline is increasingly gravitating towards neuroscience, we see 

very little W&O psychology research making links with neuroscience, with a single 

exception. In order to remain linked with mainstream psychology W&O 

psychologists need to keep in touch with developments within the Psychology 

discipline.  

A survey among ENOP members that was conducted a few years ago, concerning 

what ENOP members considered to be the ‘evidence base’ of our field, showed that 

there was a considerable variety of topics that ENOP members regarded as the 

knowledge base of our field. This also demonstrated that this knowledge base is 

closely related to the expertise of individuals, which at the same time demonstrates 

the wideness of the domain of work and organisation, and the specific angles that can 

be defined. 

 

SIOP publishes annually the top 10 hot topics for Industrial and Organisational 

Psychology. For 2018 some new topics have emerged (i.e. the ‘gig economy’, which 

relates to the changed socio-economic conditions), next to the traditional topics that 

have always been in the centre of our field (i.e. leadership’).  

(http://www.siop.org/article_view.aspx?article=1766&utm_source=SIOP&utm_me

dium=Website&utm_campaign=SmarterWorkplace18&utm_content=SmarterWork

place18). Yet, a fairly new development is that SIOP emphasizes a ‘practitioner 

approach’ and suggests that becoming a practitioner also requires further education 

and training. SIOP now acknowledges the need for a doctoral (PhD) level for 

practitioners: a ‘Practitioner doctorate’. Although this is not yet a general practice in 

Europe, we may anticipate on this development with a greater attention for 

professional skills in the curricula, like ‘project management’, development of a 

(research) proposal or proposition. The increased necessity to work in an 

international context (globalization) is also an element for which we need to prepare 

our students. All the above-mentioned aspects have an impact on the development of 

research and professional practice in W&O psychology.  

http://www.siop.org/article_view.aspx?article=1766&utm_source=SIOP&utm_medium=Website&utm_campaign=SmarterWorkplace18&utm_content=SmarterWorkplace18
http://www.siop.org/article_view.aspx?article=1766&utm_source=SIOP&utm_medium=Website&utm_campaign=SmarterWorkplace18&utm_content=SmarterWorkplace18
http://www.siop.org/article_view.aspx?article=1766&utm_source=SIOP&utm_medium=Website&utm_campaign=SmarterWorkplace18&utm_content=SmarterWorkplace18
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A note of caution is in place here, in so far that these topics were mentioned by SIOP 

members, and thus primarily reflect developments in the USA. Although there is 

some similarity in economic and cultural developments, we cannot assume that 

trends are completely the same. In fact, if we look at practices in the field of W&O 

psychology there could be more attention for cultural diversity. In different regions 

of the world practices maybe different and inspired by local cultures and traditions. 

Leadership may be such an example: preferred (and effectiveness of) styles of 

leadership are different in the USA, in Europe, in Asia, Africa, Latin America. 

 

The above mentioned issues should be reflected in the Reference Model, which is 

currently not the case. This has raised the question to what extent the current 

Reference Model is still adequate, and sufficiently reflects what we should teach 

current and future W&O psychologists. In the 2017 ENOP meeting a discussion was 

devoted to this question. The next paragraph resumes the outcome of this discussion, 

in order to continue the effort of an update of Reference Model. 

 

4. The 2017 ENOP discussion 

The discussion within ENOP provided input and suggestions for revising and 

improving the model. The following perspectives and suggestions have been brought 

forward: 

a) Attention was given to the boundaries between the three areas (Work, 

Personnel, Organisational), and in particular for Personnel Psychology (in 

relation to Human Resources Management). Since we are dealing with people 

in relation to their roles in the organisation and their careers, and not 

necessarily with the economic consequences thereof, we think that Personnel 

Psychology is still an appropriate label, as we think that ‘personnel’ is an 

accepted term for ‘people working in organisations’. W&O psychologists need 

to be competent in all three area’s which justifies to label the fields as such. 

b) The Reference Model is in principle a model for psychologists and meant to 

train W&O psychologists (as researchers and professionals); but it can also be 

used to organize the psychological components in other professional domains 

that require such components (e.g. HRM professionals, Occupational Health 

professionals, Human Factor professionals). 

c) The prescriptive power of the Model: The model is formulated as a frame of 

reference, so it has no prescriptive power. We think that the model is essential 

for the education of W&O psychologists. Since the model is endorsed by 

ENOP it has the authority of a communal group of professors from a large 

number of EU countries. The model has guided training and education 

programs in Universities in a large number of EU countries for more than 25 

years, and thus contributed to the harmonization of the education of W&O 

psychologists across Europe. The model has also been endorsed by EAWOP. 

d) Methodological issues are very important and have changed considerably 

(diary methods, innovative methods for data collection, use of mixed-methods, 

cross-cultural research). In addition, the scientist-practitioner model requires 

solid methodological competences, and in particular, competences regarding 
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designing and evaluating interventions have become increasingly important. 

For these reasons, a column has explicitly been included in the model 

concerning ‘methodology’. 

e) In addition, interdisciplinary cooperation has become important, and this 

means that students should also be aware of contents from disciplines other 

than Psychology. For that reason, an extra column for ‘interdisciplinary study’ 

was inserted. 

f) The updated model makes explicit reference towards “professional attitudes 

and values” as part of the professional competences (c.f. Bartram & Roe 

(2005), and also for internships the EuroPsy list of competences have been 

included and can be used as a benchmark for designing, assessing professional 

training.   

 

Based on developments and discussions mentioned above and suggestions within 

ENOP, we are proposing an update of the reference model both in structure and 

regarding content. Table 2 presents a proposed new structure, and in the next § 

suggestions for updating the content will be presented. Regarding the structure, the 

New Model is an extension of the ‘Old’ Model in such that the structure has been 

extended with two additional columns, and additional rows.  

 

Next to the columns for (sub)disciplines (W, O, and P): columns for ‘Methods’ and 

for ‘Interdisciplinary’ have been added. Adding these topics reflects the emphasis 

and importance regarding methods and interventions in the field, and the importance 

to be able to work in interdisciplinary settings and teams. The landscape of available 

methods has extended considerably. Whereas traditionally students were taught 

about designing experiments or surveys, today the assortment of methods and 

techniques have expanded. This not only applies to statistical methods and 

techniques, but also concerns other ways of collecting data and information (think of 

diary studies, and relevant techniques do to this). In particular, evaluating 

interventions requires specific techniques, and students need to be aware of the 

appropriate techniques. Increasingly large organisations have their Research and 

Development unit, which also pertains to HR related aspects. W&O psychologists 

therefore need to be knowledgeable about a broad range of methods and techniques 

ranging from basic research to research and development, including qualitative 

research, translational research, innovative research, and non-standard consultancy. 

In addition, the ‘valorisation’ of research findings has gained importance. This 

justifies extending the model with a column dedicated to ‘methods’. Moreover, 

working with professionals from other disciplines might require insight in their ways 

of thinking, and basic assumptions and the various techniques to collect information: 

think of techniques for knowledge elicitation.  

 

W&O psychology is a discipline in which new knowledge is developed, but the 

discipline also aims at using that knowledge to change or improve suboptimal 

situations in organisations. This generally requires intervening in organisations, and 

W&O psychologists should know how to do this. This ‘knowing how’ requires 
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knowledge about intervention models, methods, techniques (i.e. the theory), but also 

how to apply them (skills). This in fact acknowledges the ‘applied’ character of the 

discipline. However, changing and intervening in situations is never a matter of 

merely ‘applying knowledge’, because every situation/organisation differs from the 

other. Application requires assessing situations, making an inventory of appropriate 

steps, and subsequently proposing a course of action. Therefore, we propose to use 

the term ‘technological’ as it focuses on the knowledge and skills that are needed to 

change situations (knowing how), which is in fact a technological aspect. In addition, 

new interventions, products and solutions for existing and/or upcoming problems 

could be designed, that also require knowledge concerning ‘how to’. For that reason 

two rows were added: one for the knowledge regarding how to make changes; and 

one for the accompanying skills. 

 

Internship for research and practice evidently relates to all 5 areas, and should reflect 

the integration of previous knowledge. 

 

Table 2:  A new frame of reference 

 
Work  

Psychology 

Organisational 

Psychology 

Personnel  

Psychology 
Methods Interdisciplinary 

Orientation 

Explanatory 

Knowledge 
     

Technological 

Knowledge 
     

Diagnostic 

 Skills 
     

Intervention 

Skills 
     

Professional 

Attitudes & 

Values 

     

Research (project and report) 

Practical Internship or practicum (linked to the Europsy competences): 

Primary competences  and Enabling competences, and Research competences (see appendix ‘x’) 

 

The next section aims to provide descriptions for updated content of each cell in the 

Table, particularly for the sub-disciplines. 

 

5. Content of the curriculum 

The requirements concerning the content of the curriculum are described in terms of 

the specific objectives to be reached and areas (cells of the matrix) to be covered. For 

each of the curriculum components (cells of the matrix) the objectives and contents 

are defined. Below in this section we describe a generic and comprehensive account 

of the content that should ideally be covered in a W&O Psychology curriculum. A 

description is given of different curriculum components (cells) organized in terms of 

fields, type of knowledge and education objectives. We have tried to take the 

developments, as mentioned above, into account as much as possible. However, as 
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noted before, this model is a reference model, and not a prescriptive model. This 

means it can be used as a guideline when developing new curricula or revising 

existing curricula. We have not specified the amount of ECTS for each column or 

row is advisable, that depends on the signature of each program. The EuroPsy 

diploma prescribes the total amount of ECTS should be obtained in the domain of 

W&O psychology (see § 7.4). 

 

In evaluating the curricula that applicants have studied, certain coverage of this 

content is required. Although, there are considerable degrees of freedom regarding 

the make-up of their curricula, there are certain minimum requirements to be 

fulfilled. This applies both to the basic and the advanced level. 

 

5.1. Orientation course  

The orientation course must enable the student to acquire general knowledge about 

Work & Organisational psychology as a discipline and professional field, its object 

of study, typical problems addressed, main theoretical approaches, some typical 

concepts and methods, forms of practice, ethical and legal aspects of the profession. 

The course must devote attention to the relationship between work and other domains 

of human life and activity, as well as to the relationship between W&O psychology 

and adjacent fields of science (i.e. other disciplines dealing with work and 

organization, and other fields of psychology), both with special reference to the Euro-

pean context. Awareness of new societal demands should be raised, and the role of 

W&O psychologists, regarding new opportunities it may contain. New demands may 

be: globalisation, sustainability of employment, digitalization, unemployment, 

alternative work arrangements, technological developments, new services.  

 

5.2 Courses on explanatory theory 

Work Psychology: ‘Explanatory knowledge’. Courses in Work psychology should 

enable the student to obtain knowledge about the main psychological theories on 

work as an individual and collective activity. Attention should be devoted to the 

mental, physical and social processes involved in goal-directed activities and the 

regulation thereof. Performance (including errors) and its outcomes (for individual 

and organisation), and adaptation, as well as the various personal and situational 

conditions and concomitants should be considered. Among the important topics with 

respect to the person are: knowledge, skills, & competences and its diversity; motiv-

ation, and satisfaction; emotions, (mental) health (i.e. functional states, fatigue, 

stress), and with respect to the situation: working conditions, work processes, tasks, 

tools, information, alternative arrangements, hazards and risks, virtual environments. 

Other relevant issues are new forms of work (knowledge work, platform work, crowd 

work, gig economy) and its implications, entrepreneurship, sustainable 

employability should also be considered. 

 

Personnel Psychology: ‘Explanatory knowledge’. Courses on Personnel psychology 

should enable the student to obtain knowledge about the main psychological theories 

concerning work- life trajectories, life-cycle in the organisation, and various forms 
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of employment relationships. Among the important topics are theories of continuous 

professional development both within a life-span perspective, and an organisational 

perspective (organisational socialization and its stages, the psychological contract, 

retirement). A third perspective is formed by theories on the psychological facets of 

human resources management and development as far as relating to the employment 

relationship, including recruitment, appraisal, selection, placement, training, 

performance management and reward systems. Attention must be given to contextual 

factors influencing employment relations, such as changes in the labour market, new 

organisational forms, and the intersection of work and other life roles. Also emerging 

topics related to digitalisation (like using social media, and algorithms in personnel 

selection) need to be addressed so that students are able to assess the value of these 

developments and the implication for the profession. 

 

Organisational Psychology: ‘Explanatory knowledge’. Courses on Organisational 

psychology should enable the student to obtain knowledge about the main 

psychological theories concerning organisational phenomena and the way in which 

they are influenced by and exert influence on psychological factors and processes 

(communication, leadership, power, decision making, participation) related to 

individual and group and organisational behaviour. The organisational phenomena 

include organisational structure, inter- and intra- group processes, organisational 

procedures, climate and culture, values, organisational learning, organisational 

performance, organisational justice, and inter-organisational relations. Attention 

should also be given to emerging topics, like the emergence of new organisational 

forms (internet-based platforms, network organisations and mobile virtual 

organisations), and cultural, gender and age diversity as implied by globalisation. 

 

Methods: ‘Explanatory knowledge’. These courses should provide students with 

knowledge about research and research methodology, including various research 

designs, such as experimental, longitudinal, correlational, and cross-cultural designs. 

Students should be able to decide what kind of approaches for data-collection are 

suitable for various problems, and what the strength and weaknesses are of various 

research designs. Also knowledge about the appropriate statistical analysis and 

psychometrics should be provided in these courses. Attention should also be given 

to the meaning and relevance of concepts like ‘Big data’, and ‘HR Analytics’. 

Qualitative methodologies need also be considered. In addition the ethical principles 

underlying responsible conduct of research regarding human participants should be 

taught. Students should be able to detect and reflect upon ethical dilemmas. 

 

Interdisciplinary: ‘Explanatory knowledge’. Courses in this domain should provide 

students with basic understanding of concepts in adjacent fields: economy, business 

administration, law, technology assessment, and biology and health. 

 

5.3. Courses on Technological Theory 

Work psychology: ‘Technological knowledge’. The courses should provide the 

student with knowledge and theories concerning interventions in the field of work, 
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such as development of work contexts (job and task design, work process design, 

work time arrangements), the design and improvement of work methods and 

instruments, design of technology and software (with special attention to Human – 

ICT interfaces and cooperation), design of teams, as well as skill training and 

competence development. Attention has to be paid to the main theoretical approaches 

regarding the quality of work from a human perspective. Various perspectives 

regarding the use of technology should be presented. Among the topics deserving 

special attention are inclusion of people with diverse abilities, and the implications 

of digitalisation on work. Among the work outcomes (design criteria) to be 

considered are performance, effectiveness, satisfaction, work load, safety, and health 

aspects. Promoting entrepreneurship and green and sustainable jobs are also 

important aspects to be considered. 

 

Personnel psychology: ’Technological knowledge’. The courses should provide the 

student with knowledge and theories on personnel recruitment and selection, perfor-

mance evaluation and remuneration, various forms of careers and its development 

(from the perspectives of the individual and organisation), management develop-

ment, skill training, competence development, man-power planning, organising 

employer-employee relations. Typical examples of techniques are ‘assessment 

centres’. The students should be familiarized with the design of systems to fulfil these 

functions, and with various aspects of the professional role of the psychologist 

implementing these interventions. Special attention should be given to innovative 

processes of intervention (like using social media or ‘big data’ in selection processes 

and gamification in skill training and its implications). 

 

Organisation psychology: ‘Technological knowledge’. The courses should provide 

the student with knowledge and theories about psychosocial interventions in the field 

of organisations, both aiming at the (re)design of planned change of systems and at 

organisational transformation and development. Students should understand the 

interrelationships of specific interventions with organisational intervention 

paradigms and theories. Topics to be covered include: theories of organisational 

change and learning, approaches to organisational design and redesign and 

approaches to organisational intervention and development such as action research. 

Specific topics like leadership and participation with regard to organisational change, 

team development, conflict management and resistance to change should also be 

covered. New forms of organisations and organising processes (virtual organisation, 

network organisations, and cooperative work platforms) have also to be considered.   

 

Methods: ‘Technological knowledge’. These courses should teach students how to 

do research, encapsulating the entire process from literature search (including using 

packages for managing references), to formulating hypotheses and using the various 

tools that are needed to collect and analyse data, (i.e. various statistical packages) 

both for qualitative and quantitative data analysis. Furthermore students should know 

how to conduct diary studies, meta-analysis, network-analysis, and how the data files 
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should be managed and analysed for each of these. Students should also be informed 

about techniques for data mining. 

 

Interdisciplinary: ‘Technological knowledge’. Students should be able to make a 

stakeholder analysis for a particular project and also see what the different 

angles/contributions of disciplines to various societal problems could be. 

 

5.4. Diagnostic skill courses  

Work psychology: ‘Diagnostic knowledge’. The courses should give the student an 

overview of methods and instruments for assessing the characteristics of the people 

and the work context (cf. ICF-model), analysing the characteristics of tasks, 

activities, work processes, functional states and the individual’s role behaviour 

interacting with tasks and (social) context, assessing the effects of work on 

performance and health aspects, and diagnosing the implication of impairments on 

performance capacity. Furthermore, students should be taught how to find more 

detailed information about particular methods and instruments, and provide the 

opportunity to select and apply such methods and instruments in at least two of the 

above mentioned domains. Relevant types of work analysis are: work process 

analysis, task and job analysis, work requirement analysis, activity analysis, analysis 

of human functional states (activation and effort, emotions, fatigue, boredom, stress, 

circadian rhythms, etc.), the analysis of performance and work outcomes, error 

diagnosis, the evaluation of working conditions, work risk analysis, analysis of work 

group interdependencies, analysis of social interaction and cooperative work. Among 

the topics that have to be considered are analysis of social interactions and 

cooperative work. Among the methods to be covered are: use of secondary data 

observation techniques, psychophysiological measurements, rating scales, 

interviews, questionnaires, qualitative methods. 

 

Personnel psychology: ‘Diagnostic knowledge’. The courses should give the student 

an overview of methods and instruments for assessing individual characteristics for 

staffing organisations. Student should also be able to find more detailed information 

about particular methods and instruments for the assessment of people's training 

needs, cognitions, emotions, interests, values, life goals, and career objectives, as 

well as abilities, skills, competences and performance. The student should learn to 

compose a procedure for career development, selection, performance evaluation, 

remuneration or training, incorporating such methods. Moreover, the student should 

learn to use qualitative and quantitative techniques, which may include topics like 

‘HR analytics’.  

 

Organisation psychology: ‘Diagnostic knowledge’. The courses should give the 

student an overview of methods and instruments to capture the main organisational 

processes (communication, leadership, power, decision making, and participation). 

Furthermore, students should learn how to find more detailed information about 

particular methods and instruments for the diagnosis of organisational states and 

processes, and the assessment of organisational parameters and outcomes. The 
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student should be given the opportunity to select and use two or more of such 

methods and instruments to measure the organisational characteristics. Among the 

methods to be covered are: observation techniques, document analysis, survey 

techniques, work flow analysis, communication analysis, network analysis, safety 

and quality audits, analysis of organisational climate and culture, and organisational 

structure analysis, stakeholder analysis, analysis of the context of the organisation.  

 

Methods: ‘Diagnostic knowledge’. In this course students should be taught how to 

plan and set a diagnosis given a particular organisational situation, or a request from 

a client, in order to develop an adequate intervention, or trainings program. Part of 

the course should be the various options for data collection techniques, and learning 

how to manage the relationship with various stakeholders. The Research project at 

the final stage of the study should include also demonstration of these skills. 

 

Interdisciplinary: ’Diagnostic knowledge’. Students should acquire knowledge about 

multiple approaches to diagnostic processes, as professionals in other disciplines 

might use different methods.  

 

5.5. Intervention skills courses  

Work psychology: ‘Intervention skills’. The courses should give the student an 

overview of strategies, methods and techniques for interventions relating to the 

(re)design of work and the optimisation of human work activity, and learn how to 

find more detailed information on particular methods. The student should be given 

the opportunity to select and apply two or more intervention methods. The interven-

tion methods need to address techniques that facilitate changes in work processes, 

jobs or tasks, and teams with special attention to the interfaces with digital 

technologies. Skills have to be developed for recognizing the readiness for change, 

and potential resistance, planning and implementing, monitoring and evaluating the 

results of the change, and promote innovative processes. Techniques to be considered 

are team development, promoting job crafting, team building, work design, the 

design and improvement of work methods and tools, non-standard work 

arrangements, work teams, as well as skill training and competence development.  

 

Personnel psychology: ‘Intervention skills’. The courses should give the student an 

overview of strategies, methods and techniques for interventions relating to, 

selection, remuneration or training, career development, conflict and negotiations 

management, and show how to find more detailed information on particular methods. 

The students should be given the opportunity to select and apply two or more 

intervention methods (for example ‘team development’), taking into account the 

results of relevant assessments. Applying the methods implies: organizing and 

conducting consulting sessions, providing feedback, guidance, advice, or training, 

communicating with employees, managers, and relevant others, effectively deal with 

resistance, conflicts and complaints, and implementing administrative measures. To 

be included are methods for the analysis of jobs, tests and other assessment 

techniques, methods for decision-making and utility assessment, as well as methods 
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for career counselling and training (including training need analysis). Among the 

topics to be considered are diversity of contracts, implications for psychological 

contracts, managing cultural diversity of the work force, developing innovative 

trainings (gamification), setting up employee assistance programs. 

  

Organisation psychology: ‘Intervention skills’. The courses should give the student 

an overview of strategies, methods and techniques for organisational design and 

interventions in order to make organisations healthier and more productive, and show 

how to find more detailed information on particular methods. Examples are: 

‘appreciative inquiry’, ‘proto typing and simulations’. Psychologists have to learn 

skills that focus on dealing with other organisational agents for strategic 

organisational changes paying attention to the human aspects (i.e. downsizing, 

mergers, opening new markets, relocations, and setting up new organisations).The 

student should be given the opportunity to select and apply two or more intervention 

methods in a simulated setting. Relevant are: general approaches to organisational 

design and development, as well as specific methods such as group feedback 

analysis, and intervention methods related to the introduction of new technologies, 

quality control and assurance, conflict mediation, conflict management, team 

development, team building, communication system design, design of safety, health 

and environmental protection systems.  

 

Methods: ‘Intervention skills’. Students should be able to use the various data 

analysis techniques and advanced statistics that have been mentioned previously; 

setting up studies (diary studies, (quasi)-experimental studies, etc.), analyse the data 

using the appropriate techniques, and report the study adequately (academic writing 

skills). The Research project at the final stage of the study should be the 

demonstration of this skill. 

 

Interdisciplinary: ’Intervention skills’. At this stage students should be trained to 

work in an interdisciplinary team. Ideally they should be given a societal problem 

and work with peers from adjacent disciplines to provide a solution, or a plan to get 

to a solution. This would entail stakeholders’ analysis, developing a project plan, and 

use accompanying techniques (like making a Gantt chart) which facilitate project 

management and project evaluation. Project management should be part of skills 

training for every professional, even so for making a so-called SWOT (Strengths, 

Weaknesses, Opportunities and Threats) analysis. 

 

5.6. Apprenticeship  

The apprenticeship (internship/stage) should give the student the opportunity to work 

on a particular type of problem posed by an individual or organisational client, while 

supervised by a qualified psychologist. This should help the student to develop 

competences such as: intake, diagnosis, planning, intervention, evaluation, reporting, 

and documentation. Special consideration should be given to communication, client 

participation, and professional ethics. Special attention should be paid to the 

professional competencies, both the core and enabling competencies, included in the 
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Europsy Competence Framework. Apprenticeships should be performed on the basis 

of a plan and concluded with a report. 

 

5.7. Research project 

The research project should give the student the opportunity to answer a generic 

question in a scientifically valid way. This should help the student to develop 

research competences related to the formulating a research problem, retrieving and 

reviewing existing knowledge, making a research design, sampling, getting access to 

respondents, data collection, analysis, reporting and documentation. Research 

projects should be performed on the basis of a plan and concluded with a report. 

 

6. Didactics  

It is acknowledged that educational objectives can be achieved in very different 

ways. Since the results are considered to be more important than the ways in which 

they are achieved, these Minimum Standards do not pose requirements other than 

that the didactic methods be appropriate to achieve the educational objectives. It is 

considered desirable, though, that guidelines on didactics be developed in the near 

future and that ‘good practice' examples are being disseminated.   

 

7. Use of the Reference Model and Minimum Standards 

The Reference Model and the two sets of Minimum Standards can be used for 

various purposes. Its main functions are to serve as  

1. a guideline for curriculum design 

2. a standard for evaluating curricula  

3. an aid in promotional activities of the discipline and professional.   

4.  a tool for the accreditation of psychologists 

5. a tool for harmonizing work & organisational psychology in Europe 

6. a reference for continuous professional development 

These functions are specified below.  

  

7.1. Curriculum design 

The Reference Model and Minimum Standards for basic and advanced level should, 

first of all, be considered as a guideline to be followed by those who wish to provide 

a basic training in W&O psychology to psychology students or an advanced training 

for those aiming to achieve a specialized or expert qualification in the field. The 

model will help curriculum designers and teachers to give current W&O programmes 

the appropriate content and stimulate curriculum innovation, both at the basic and 

advanced level. A wide-scale use of the Reference Model will help to achieve 

convergence of curricula in terms of structure and contents, which enhances the 

opportunities for the harmonization of teaching in Europe, and indirectly facilitates 

future cooperation and exchange, as well as the mobility of professionals across 

Europe.  

 

Several design options are possible to fulfil these requirements. One option could be 

to include all the educational requirements in a specialized Master (such as the 
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Erasmus Mundus on Work, Organisational and Personnel Psychology: 

www.erasmuswop.org). Another option could be to organize Work and Organization 

Psychology education as post-master studies (such as Specialization training 

Program in W&O Psychology in Finland: www.psykonet.fi). Other mixed 

alternatives are possible: it should be clearly intended that this Reference Model do 

not dictate any compulsory design option to reach the above mentioned educational 

goals.  

 

7.2. Curriculum evaluation  

ENOP and EAWOP will promote the use of the Reference Model and Minimum 

Standards as a standard for evaluation by installing an evaluation body, that will 

invite European universities and Institutions interested to submit their existing 

curricula for evaluation. Universities may also submit their curriculum upon their 

own initiative and ask for an evaluation. Curricula which satisfy all requirements will 

be recognized as conforming to the Reference Model. When a curriculum does not 

fully meet the criteria its deficiencies will be noted and recommendations for revision 

will be given.  

 

7.3. Promotion of W&O psychology  
Another use of the Reference Model and Minimum Standards will be to support 

promotional activities aiming at exhibiting the profile of European W&O psychology 

and its differences compared to other specialties in psychology as well as other 

professions. 

 

7.4. Certification of psychologists  
The Reference Model and the minimum standards presented here have been designed 

for the purpose of accreditation. They serve as a tool to establish whether a 

psychologist is qualified to  

1) Enter into supervised practice in the field of W&O Psychology in the context 

of EuroPsy.  

2) Obtain the Advanced European Certificate in W&O psychology. 

 

It is recommended that this reference model and standards be used in connection with 

the EuroPsy Certification system as managed by EFPA and the awarding of the 

Advanced Certificate in W&O Psychology by EAWOP (see 

https://www.europsy.eu/quality-and-standards).  

  

http://www.erasmuswop.org/
http://www.psykonet.fi/
https://www.europsy.eu/quality-and-standards
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5. Future Congresses, Conferences, Meetings 
(2019-2022) 

 

2019 
 

8th EAWOP WorkLab – Practitioner Skills Workshop 

‘New ways of working:  participative and evidence-based  

workplace design’ 

November, 7-9, 2019 

Malta 

Web: http://www.eawop.org/worklab-2019a 

 

2020 

 

35th Annual SIOP Conference 

April 23-25, 2020 

Austin, TX, USA 

Web: https://www.siop.org/Annual-Conference 
 

 

 

 

 

 

 

32nd International Congress of Psychology ICP 2020 

 June 19-24, 2020 

 Prague, Czech Republic  
 Web: http://www.icp2020.com 
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80th Annual Meeting  

of the Academy of Management 

August 7-11, 2020 | 

Vancouver, British Columbia, Canada 

Web: http://aom.org/annualmeeting/ 

 

 

 

 

 

 

 

 

7th EAWOP EARLY CAREER SUMMER SCHOOL 

September 14-18, 2020 

Durham, UK 

Web:http://www.eawop.org/next-school2 
 

 

 

 

 

 

2021 
 
 

 

20th EAWOP Congress  

May 26-29, 2021 

Glasgow, UK 

Web: https://www.bps.org.uk/eawop2021 

 
 

 

 

 

 

https://www.bps.org.uk/eawop2021
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2022 
 

 

30th International Congress of Applied Psychology  

July 24-29 2022  

Beijing , China 

Web: http://www.icap2022.com 

 

 
 

 

 

 

Submitted by: 
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Laboratory of Organizational Psychology, 

Institute of Psychology  

(Kyiv, Ukraine) 

e-mail: LKARAMA01@gmail.com 
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6. ENOP-Members Research Interests and 
Recent Publications 

 

 

In this section you will find a list of 25  members of «New» ENOP, their addresses and 

research topics as well as publications dated  2018-2019  indicated by the members.  

 
1. Arnold, John. School of Business and Economics, Loughborough University, Ashby 

Road Loughborough, LE11 3TU, United Kingdom, tel.: +44 (0) 1509 228007, e-mail: 

J.Arnold@lboro.ac.uk 

http://www.lboro.ac.uk/departments/sbe/staff/profiles/arnoldjohn/arnold-john.html 

Research topics: 

All aspects of careers in both vocational and organizational contexts. 

 
2. Caetano, António. Human Resource Management and Organizational Behavior 

Department, ISCTE - Instituto Universitário de Lisboa (ISCTE-IUL), Av. Forcas Armadas, 

Edif ISCTE, 1649-026, tel. +351217903001 Lisboa. e-mail: antonio.caetano@iscte-iul.pt  

Research topics:  

Social exchange in organizations; group processes; wellbeing at work; human resources 

management; entrepreneurship. 

Recent publications: 

- Santos, S.C., Morris, M.H., Caetano, A., Costa, S.F., Neumeyer, X. (2019). Team 

entrepreneurial competence: multilevel effects on individual cognitive strategies. 

International Journal of Entrepreneurial Behaviour and Research, 25 (6), pp. 1259-1282. 

DOI: 10.1108/IJEBR-03-2018-0126 

 

3. De Witte, Hans. Research Group Work, Organisational & Personnel Psychology 

(WOPP-O2L), Faculty of Psychology and Educational Sciences-KU Leuven, Van den 

Heuvelinstituut (VHI), Dekenstraat 2, Postbox 3725, B-3000 Leuven, Belgium, Tel. +16-

32.60.60, Fax. +16-32.60.55, e-mail: Hans.Dewitte@kuleuven.be 

Additionally affiliated at Optentia Research Focus Area, Vanderbijlpark Campus, North-

West University, South-Africa 

Research topics: 

Psychological consequences of job insecurity, unemployment, temporary employment and 

downsizing; mobbing at work; burnout; work engagement; attitudes towards work. 

Recent publications:  

-Du Toit, M., De Witte, H., Van den Broeck, A., & Rothmann, I. (2018). Unemployment 

experiences in context: A phenomenological study in two townships in South Africa. 

Journal of Psychology In Africa, 28(2), 122-127, 

https://doi.org/10.1080/14330237.2018.1454575 

-Du Toit, M., De Witte, H., Rothmann, S., & Van den Broeck, A. (2018) Contextual factors 

and unemployment: a review of qualitative studies. SA Journal of Economic and 

Management Sciences, 21(1), a2083. Doi:10.4102/sajems.v21i1.2083. 

-Erreygers, S., Vandebosch, H., Vranjes, I., Baillien, E., & De Witte, H. (2018). 

Development of a measure of adolescents’ online prosocial behavior. Journal of Children 

and Media, 12(4), 448–464. https://doi.org/10.1080/17482798.2018.1431558 

mailto:J.Arnold@lboro.ac.uk
http://www.lboro.ac.uk/departments/sbe/staff/profiles/arnoldjohn/arnold-john.html
mailto:antonio.caetano@iscte-iul.pt
mailto:Hans.Dewitte@kuleuven.be
https://doi.org/10.1080/14330237.2018.1454575
https://doi.org/10.1080/17482798.2018.1431558
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-Fischmann, G., De Witte, H., Sulea, C., & Iliescu, D. (2018). Qualitative job insecurity 

and in-role performance: A bidirectional longitudinal relationship? European Journal of 

Work and Organizational Psychology, 27(5), 603-615. 

https://doi.org/10.1080/1359432X.2018.1504769 
 
4. Fraccaroli, Franco. Department of Psychology and Cognitive Science,   

University of Trento, Italy, Palazzo Fedrigotti, Corso Bettini 31, I-38068 ROVERETO 

(TN), tel. (+39) 0464 808609, fax:(+39) 0464 808602, franco.fraccaroli@unitn.it, 

http://discof.unitn.it/fraccaroli.htm 

Research topics:   

Elderly workers and the work exit phase; psycho-social risk and quality of organizational 

life; workaholism; psycho-social transitions to work and within work; psychology of 

working times; organizational identification and burnout 

Recent publications: 

-Corbiere M., Zaniboni S., Dewa C.S., Villotti P., Lecomte T., Sultan-Taïeb H., Hupé J., 

Fraccaroli F. (2019). Work productivity of people with a psychiatric disability working in 

social firms. Work, 62, pp.151-160  

-Dewa C.S., Hoch J.S., Corbière M., Villotti P., Trojanowski L., Sultan-Taïeb H., Zaniboni 

S., Fraccaroli F. (2019).A Comparison of Healthcare Use and Costs for Workers with 

Psychiatric Disabilities Employed in Social Enterprises Versus Those Who Are Not 

Employed and Seeking Work.Community Mental Health Journal, 55, pp.202-210 

-Fraccaroli F., Barbieri I. (2019). The consequences of "poor job" on individual and 

organizational well-being.Lavoro e Diritto, 33, pp.29-50 

-Fazi L., Zaniboni S., Estreder Y., Truxillo D., Fraccaroli F. (2019).The role of age in the 

relationship between work social characteristics and job attitudes. Journal of Workplace 

Behavioral Health, 34, pp.77-95 

 

5. Grote, Gudela. Department of Management, Technology, and Economics, ETH Zürich, 

Weinbergstrasse 56/58, 8092 Zürich, Switzerland; Tel. +41446327086, Fax: 

+41446321186, e-mail: ggrote@ethz.ch 

Research topics:  

Socio-technical systems design; safety management; leadership and cooperation in high-

risk teams and innovation teams; career management; psychological contract; flexible 

working. 

Recent publications:  

-Grote, G. (2019). Leadership in resilient organizations. In S. Wiig & B. Fahlbruch (eds.), 

Exploring resilience - A scientific journey from practie to theory (pp. 59-68). Springer. 

 

6. Iliescu, Dragos. Department of Psychology, University of Bucharest, Sos. Panduri Nr. 

90, 050657 Bucharest, Romania (Tel: +40723627077; e-mail: 

dragos.iliescu@fpse.unibuc.ro). 

Research topics:  

Psychological assessment, tests and testing, with an emphasis on cross-cultural testing and 

test adaptation; personnel psychology, with emphasis on selection methods; occupational 

health, with emphasis on job insecurity. 

Recent publications: 

-Butucescu, A., & Iliescu, D. (2019). It was unfair! Should I appeal? The moderating role 

of Agreeableness and Neuroticism between Fairness Perceptions in Assessment and 

https://doi.org/10.1080/1359432X.2018.1504769
mailto:franco.fraccaroli@unitn.it
http://discof.unitn.it/fraccaroli.htm
mailto:ggrote@ethz.ch
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Intention to Appeal. Ethics and Behavior (online first). DOI: 

10.1080/10508422.2019.1620609 

-Iliescu D., & Butucescu A. (2019). Mediation and Conciliation in Collective Labor 

Conflicts in Romania. In M. Euwema, F. Medina, A. García, & E. Pender (Eds.). Mediation 

in Collective Labor Conflicts: Industrial Relations & Conflict Management (pp. 175-191). 

Bern: Springer, Cham. DOI: 10.1007/978-3-319-92531-8_12 

Iliescu, D., & Greiff, S. (2019). The Impact of Technology on Psychological Testing in 

Practice and Policy: What Will the Future Bring. European Journal of Psychological 

Assessment, 35, 151-155. DOI: 10.1027/1015-5759/a000532 

-Ion, A., Iliescu, D., & Nedelcea, C. (2019). A multi-measure, multi-ethnic investigation of 

anxiety. Current Psychology (online first). DOI: 10.1007/s12144-019-00303-z 

-Livinti, R., & Iliescu, D. (2019). Investigation of the psychometric properties of the 

Perceived Parental Autonomy Support Scale in the Southeastern European context. Current 

Psychology (online first). DOI: 10.1007/s12144-019-00317-7 

-Oprea, B., Iliescu, D., Burtăverde, V., & Dumitrache, M. (2019). Personality and boredom 

at work: the mediating role of job crafting. Career Development International (online first). 

DOI: 10.1108/CDI-08-2018-0212 

-Oprea, B., Barzin, L., Virga, D., Iliescu, D., & Rusu, A. (2019). Effectiveness of Job 

Crafting Interventions: A Meta-Analysis and Utility Analysis. European Journal of Work 

and Organizational Psychology (online first). DOI: 10.1080/1359432X.2019.1646728    
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