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ABSTRACT

In this editorial we introduce the Special Issue titled “Work and Organizational

Psychology Psychology in Greece: mapping the terrain and moving forward” reflecting on
Greece research in the field in Greece and discussing future paths. Thirty years after the
Well-being first Work and Organizational Psychology papers were published in the journal
Psychology, the field has expanded in scope, methodological sophistication and
theoretical grounding. The contributions in this Special Issue reflect both continuity
CORRESPONDENCE and renewal, discussing key themes that concerned early scholars in Greece, like

job burnout and job satisfaction, while also studying new topics like digital
transformation, employer branding, psychosocial risks, workplace social capital,
and the experiences of older employees in technologically evolving workplaces,
highlighting emerging challenges. The studies included have been conducted using
diverse methodological approaches, like multilevel modelling, mediation and
moderated mediation analyses, network analysis, and qualitative inquiry,
demonstrating increasing methodological rigor. Several papers draw on but also
extend influential theoretical frameworks, particularly the Job Demands-Resources
(JD-R) theory, while others focus on Positive Organizational Psychology. More
importantly results are interpreted in reference to broader societal events
contextualising research. Reviewing our work through critical approaches is
discussed and embedded in our vision for more longitudinal, experimental and
intervention-based research, closer collaboration between academics and
practitioners as well as more active involvement in policy making.

Katerina Georganta
Department of Psychology,
University of Ioannina
Campus A, 45110
k.georganta@uoi.gr

It has been 30 years since the first two papers on issues of Work and Organizational Psychology were published
in the journal Psychology: The journal of the Hellenic Psychological Society. Aristotelis Kantas (1996) and
Athanasios Koustelios (1996) presented and discussed results from studies related to job burnout, organizational
culture, and job satisfaction, topics that remain highly relevant to modern work. Study participants worked in
both public and private organizations demonstrating the applicability of Work and Organizational Psychology
across both sectors. Kantas was a Professor in the first Department of Psychology established at the University
of Crete in Rethymno, and Koustelios is a Professor in the Department of Business Administration at the
University of Thessaly. Together, their work and their institutional affiliations illustrate that the study of people’s
behaviour, thoughts, and emotions related to work (Arnold et al., 2020; Vakola & Nikolaou, 2019) is situated at
the intersection of psychology and business sciences. The history of Work and Organizational Psychology in
Greece is neither long nor rich, even though globally the beginnings of the field can be traced to the end of the
19th century. Nikolaou et al. (2009) articulated in detail the reasons for this historical shortage. On the bright
side, developments during recent years suggest a different trajectory, both in academia and in practice. In this

Special Issue, we aim to map current research on Work and Organizational Psychology conducted primarily with
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populations working in Greece, while considering the ways Work and Organizational Psychology can help
societies thrive and experience well-being at work and beyond (Bal et al., 2019).

Work and Organizational Psychology is an area of applied psychological science that studies human
psychology at work, which is often conducted within the dynamic system of an organization. Work and
Organizational Psychologists are concerned with people’s activities at work and in organizations, the
relationships between persons, teams, and organizations, and the collective behaviour of people in relation to
their organization (Roe et al., 1994). Understanding and contributing to the experience of work translates into
contributing to the quality of working life in terms of enhancing the well-being and performance of individuals
and organizations (European Association of Work and Organizational Psychology [EAWOP], n.d.). Framing the
field as prioritizing either employees or employers creates misleading dilemmas as such logical fallacies ignore
the complexity of healthy organizations and oversimplify processes. Issues such as individual differences,
employee attitudes, recruitment and selection, teamwork, leadership, performance, stress and well-being, health
and safety, motivation, training and development, careers, organizational culture, and change are the main
aspects of work life that Work and Organizational Psychologists seek insights into. These issues are often studied
in a multilevel manner, drawing on information from the individual, group, and organizational levels. Work is of
course affected by broader societal conditions like the political, social, economic, technological, and ecological
contexts that shape employment and health and safety laws, labour market dynamics and technological
advancement (Leka & Jain, 2024). It is important that research in our field incorporates these interconnected
factors affecting the experience of work, especially if our goal is to predict, prepare for and shape change.

For most contemporary occupations, work is no longer simple, but requires complex mental and physical
skills. Organizations in which work is organized are often large, complex structures requiring workers to
coordinate their skills to achieve their goals (i.e. producing products, offering services or generating new
knowledge). At the same time self-employed people, including those working in the agricultural sector, face
several of these complexities alone. More than often, long before the COVID-19 pandemic, workers are required
to collaborate with people located in different parts of the world, working both in typical offices and from home.
Work is also not the same as it was years ago; platform work, artificial intelligence, robotics, environmental
changes challenge what we think work is, its value and meaning, as well as the conditions required to achieve
performance while experiencing quality of work life.

Contributing to the effort of explaining, predicting, and changing human behaviour as it occurs in the
organizational context, research in the field in Greece focuses on a variety of topics. The contributions included
in this Special Issue reflect both continuity and renewal in the field of Work and Organizational Psychology in
Greece. Continuity, as many of the themes that concerned early scholars in the field in Greece, like job burnout,
job satisfaction and organizational culture, remain central. Renewal, because current research increasingly
employs new theoretical frameworks, sophisticated methodologies, and addresses emerging topics such as digital
transformation, employer branding, and psychosocial risks. Taken together, the papers in this Special Issue offer
more than a collection of discrete findings. They provide a structured glimpse into the evolving concerns of Work
and Organizational Psychology in Greece - concerns that span occupational health, organizational reputation,
technological change, identity dynamics, and performance. The following section briefly introduces each
contribution, situating it within the broader themes of the field and highlighting its distinctive theoretical and
methodological contribution.

In the first paper, Tsounis et al. (2026, this issue) explore the role of workplace social capital as an
organizational-level resource that interacts with task-level resources (i.e., job autonomy, colleagues’ social
support and performance feedback) in determining in-role and extra-role job performance. Multilevel analyses
showed that extra-role performance was higher when both task-level resources and workplace social capital were

high, especially in the case of social support. Showing that resources from different levels of analysis reinforce
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one another in explaining job performance, Tsounis et al. extend JD-R theory by providing support for the
reinforcement proposition (Demerouti & Bakker, 2023) according to which job resources from different levels
interact with each other such that their effect on motivational outcomes is exacerbated when multiple types of
resources are high. Furthermore, the study establishes workplace social capital as an organizational-level job
resource.

In the second paper, Stamoulos and Prodromitis (2026, this issue) present a map of workplace psychosocial
risk factors affecting bus drivers in Greece using network analysis. Psychosocial risk factors are among the major
concerns for Occupational Safety and Health researchers and practitioners, both in terms of evaluation and
management. Advancing our understanding of the interconnections among these factors is crucial. Results
showed high risk values across multiple factors compared to the general Greek working population, particularly
quality of leadership, recognition, influence, job satisfaction, and burnout. Network analysis confirmed the
categorization into job demands and job resources, as well as the interconnectivity among factors, suggesting
dynamic mutual reinforcements. Also, two clusters of demands were identified for the bus drivers, those directly
related to the task and those that are contextual like relative deprivation.

In the third paper, Xanthopoulou et al. (2026, this issue) present longitudinal data (two measurement
waves) examining the protective role of job tenure in the relationship between job demands and unfavourable
outcomes. Testing the effects of job tenure, perceived as a resource that is related to other conditions independent
of the task, the organization and personal characteristics, the authors found that increases in workload, work-
home interference and qualitative job insecurity were negatively related to job performance and positively to
turnover intentions at T2 via increased exhaustion at T2, but only for employees with lower job tenure. This
finding is crucial for both interventions and work placement decisions, as well as important in terms of
incorporating temporal aspects in both our academic and practioner thinking about work, highlighting how
longer tenure provides accumulated experience, skills, and knowledge (and probably deeper organizational
knowledge) that enables workers to manage demands in a more effective way.

In the fourth paper, Tsoni and Nikolaou (2026, this issue) examined issues related to recruitment and the
importance of designing selection processes that ensure positive candidate experience. The importance of
employer branding and its relationship with electronic word-of-mouth (e.g. online reviews for potential
employers) were examined across two empirical studies, demonstrating that review valence (positive vs
negative) on electronic platforms plays a significant role. In Study 1, the authors employed a within-subjects
design, in which participants evaluated both positive and negative reviews, with positive electronic word-of-
mouth leading to higher perceived organization prestige and stronger intentions to recommend the company. In
Study 2, using a between-subjects design, the effects were replicated in reviews in the context of asynchronous
video interviews. Participants were exposed in one of two review valence conditions (positive vs negative).
Results indicated that review content significantly affected both recommendation intentions and perceptions of
organizational prestige. Overall, findings highlight the importance of managing online employer reputation and
fostering positive candidate experiences, as negative electronic word-of-mouth regarding selection procedures
can undermine organizational attractiveness, whereas positive reviews enhance employer brand strength and
job pursuit intentions.

In the fifth paper, Anastasopoulou and Gavala (2026, this issue) explore the mediating role of psychological
safety in the relationship between humour climate at work and engaging in creative tasks, while addressing the
role of gender. The results showed interesting nuances stemming from gender. For women, a positive humour
climate was related to higher psychological safety which in turn related to higher creative engagement, whereas
negative humour climate was related to lower psychological safety and in turn to lower creative engagement. For
men, a negative humour climate was related to lower psychological safety, yet a direct relationship between

negative humour and creative engagement remained significant. Testing this moderated mediation model
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demonstrated that humour functions in complex ways impacting creativity both through emotional and cognitive
processes (safety) as well as identity processes. Nuanced models like this are crucial in understanding the
increased complexity of the modern workplace as well as the multifaceted nature of humour as a phenomenon
itself, as it often involves incongruities both in relation to content and process.

In the sixth paper, Sidiropoulou et al. (2026, this issue) explore the experiences of employees aged over 50
in relation to workplace digital transformations. As digital immigrants (having grown up before the widespread
use of the Internet), employees aged over 50 face increased adaptation challenges due to digitalization at work.
Using a qualitative focus groups design and thematic analysis, the study discusses participants’ experiences as
an effort to balance between positive and negative aspects of digital transformation, gains and losses, burdens
and benefits. Digital transformations were perceived as an ‘inevitable evil’, something that they are obliged to
participate into, disrupting the familiar and in turn reducing their sense of competence. Participants also
discussed that developing new technological skills in order to adapt to change is often a strenuous individual
responsibility (vs an organizational level support initiative), requiring investment of personal time (off work),
financial resources and considerable amounts of energy. Organizational challenges in implementing these
changes were also discussed, addressing how fragmented and purely designed change can increase stress, in this
case technostress and technophobia. A new technological stressor ‘digital bureaucracy’ was identified extending
the red tape literature.

In the seventh paper, Antoniou et al. (2026, this issue) focus on teacher’s self-efficacy. Structural equation
modelling was employed to test two mediation models. First the study showed that several factors should be
considered predictive of self-efficacy. The authors tested job satisfaction, work stressors, social support and a
number of sociodemographic characteristics capturing the complexity and needed accuracy in predicting self-
efficacy, especially considering how it is affected by both internal and external to the person factors. The findings
also showed that job satisfaction emerged as a key mediating factor explaining the links between occupational
stress and self-efficacy and social support and self-efficacy. These findings reinforce the importance of job
satisfaction, a key predictor for both well-being and performance that occupied the interest of early papers in the
Greek literature in the field too. The paper illustrates that fostering job satisfaction is critical for healthy work
environments and individual beliefs of ability to succeed.

The theoretical foundation underlying several contributions is the Job Demands-Resources (JD-R) theory
(Bakker et al., 2023; Demerouti et al., 2001), one of the most influential frameworks in the field of Work and
Organizational Psychology. The JD-R theory proposes that job characteristics can be categorized as demands
(aspects of work requiring sustained effort and therefore associated with strain) or resources (aspects of work
that help achieve work goals, reduce demands, or stimulate growth). JD-R’s health impairment process suggests
that job demands deplete workers’ energy leading to burnout which in turn is related to lower performance.
Within this issue, the JD-R theory is not merely applied but meaningfully extended. In the first paper, Tsounis et
al. (2026, this issues) studied whether workplace social capital strengthens the positive effect of other job
resources on performance, testing the reinforcement proposition of the model through a multilevel lens. The
paper by Xanthopoulou et al. (2026, this issue) examines job tenure as a potential “shield” against the health
impairment process, highlighting how temporal embeddedness in an organization may buffer the adverse effects
of demands. Adding further to the subfield of Occupational Health Psychology, the study on workplace
psychosocial risk factors among professional bus drivers (Stamoulos & Prodromitis, 2026 - this issue) adopts a
network analytic approach to map the structure and interconnectivity of risks with outcomes. This
methodological choice is particularly noteworthy, as it allows the visualization of risk constellations and their
mutual reinforcement. Such an approach aligns with a systemic understanding of occupational stress, where
factors such as workload, role ambiguity, interpersonal conflict, and emotional demands do not operate

independently but form interrelated clusters. Shedding light to the importance of teacher self-efficacy as a
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personal resource, Antoniou et al. (2026, this issue) explore how it interrelates with occupational stress, job
satisfaction and social support within a mediation framework. Personal resources are crucial moderators in the
motivational and health impairment pathways of JD-R and self-efficacy is one of the key individual level
predictors of reduced personal accomplishment an often-neglected dimension of burnout (Shoji et al., 2016).

Across contributions, interpretation of results is grounded in both theoretical frameworks and broader
societal factors, highlighting the importance of incorporating contextual influences such as the Tempi railway
accident, the COVID-19 pandemic, labour market conditions, unemployment rates, economic instability, the
Greek economic crisis and its impact on professional status, deregulation and globalization processes, as well as
digitalization and employers’ responsibility for training. This is especially important for the highly contextualized
field of Work and Organizational Psychology, a field that constantly evolves and whose deep-rooted assumptions
are often overturned. Failing to consider the interconnected and system-embedded nature of organizational
problems, across historical, social, economic, political, and cultural contexts, may limit the comprehensiveness
of our analyses.

Broadening the special issue’s scope to positive organizational scholarship, the paper of Anastasopoulou and
Gavala highlights (2026, this issue) two key aspects; positive organizational behaviour and creative performance.
Positive organizational scholarship (van Zyl et al., 2023) focuses on studying the positive outcomes, processes,
and attributes of organisations and their members. Many scholars in Grece have focused on workplace humour,
an integral part of social interaction, and its impact on positive outcomes, like work engagement, and as in this
special issue, involvement in creative work. In organizational life, humour can function as a social facilitator,
reducing tension, fostering cohesion, and enabling divergent thinking. At the same time, humour may signal
status hierarchies, colour group relations, or create ambiguity about norms. By positioning humour within a
framework that includes psychological safety and gender, the study acknowledges that the same humorous act
may not be experienced uniformly across individuals or contexts, highlighting the importance of more in depth
views in our topics. Greater attention to societal norms, inequalities, diversity, and the role of politics at work
could further enrich the field in Greece.

People have always worked, and will probably continue to do so, even as the nature of work changes radically
in nonlinear ways, and even though work, particularly in the context of dependent wage labour, may generate
tensions or challenges for individuals and societies. This Special Issue also reflects contemporary transformations
in the world of work, particularly those linked to digitalization and labour market dynamics. The paper
addressing the strain of being a “digital immigrant” (Sidiropoulou et al., 2026 - this issue) captures generational
and technological pressures. Rapid digital transformation has often outpaced formal training and individual and
organizational readiness to change. Adapting to new technologies has been a challenge for organizations and
workers. Studying these experiences provides valuable insight into how organizations can facilitate smoother
transitions and reduce resistance and strain. This paper also provides a good opportunity to draw attention to
more papers discussing what has been working or not for more specific members of the population. After all we
need to consider that the way things have been done does not work always or for everyone (Mullins & Olson-
Buchanan, 2023). Moreover, the study on employer branding and electronic word-of-mouth (Tsoni & Nikolaou,
2026 - this issues) addresses the external image of organizations and its impact on job seekers’ perceptions. In
an era where organizational reputation is crucial, understanding how digital signals shape attraction and
expectations is essential. For a country that has experienced significant brain drain and is striving to attract and
retain talent, such research has clear practical implications; it bridges Work and Organizational Psychology with
Human Resource Management reinforcing the interdisciplinary character of the field.

The studies included in this Special Issue demonstrate that the field of Work and Organizational Psychology
in Greece goes beyond descriptive accounts and tests theoretically grounded mechanisms, using a variety of

methodological practices like multilevel modelling, in this case employees nested in teams, mediation analysis,
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moderated mediation analysis and network analysis. Analyses like these show the importance of nuanced and
conditional approaches in our field. The issue is enriched with a paper that uses qualitative research signalling
our commitment to understanding the lived experiences of workers.

Mapping the terrain, however, is only the first step. Moving forward requires sustained efforts on multiple
fronts. First, there is a need for more longitudinal, experimental and intervention studies in the Greek context.
While cross-sectional designs provide valuable insights, their explanatory and predictive power is highly limited.
Understanding causality and change over time is essential for addressing the issues faced by organizations and
workers. Greater attention to the underlying mechanisms that generate workplace challenges and to the
conditions that sustain thriving would enhance both research and practice. For example, evaluating the impact
of interventions aimed at enhancing social capital, psychological safety, digital skills, or exposure to psychosocial
risks would significantly strengthen the practical relevance of the field of Work and Organizational Psychology
in Greece allowing organizations to move beyond simplistic individual targeted remedies for work stress. Meta-
analytic studies in the Greek context are valuable too in order to construct cumulative knowledge upon which
the future of Work and Organizational Psychology research in our country may be built. Second, collaboration
between academia and practice remains crucial. Work and Organizational Psychology, by definition, is an applied
field. Building bridges with organizations, professional associations, and public institutions can ensure that
research addresses pressing societal needs - such as occupational health and safety, digital inclusion, and talent
retention. Strengthening these collaborations may also enhance the visibility and societal impact of the discipline
within Greece. Finally, engagement with policy-making processes can further extend the relevance of Work and
Organizational Psychology in Greece beyond academia.

Thirty years after the publication of the first Work and Organizational Psychology related papers in this
journal, the field in Greece is more confident, methodologically advanced, and theoretically grounded. The studies
presented in this Special Issue demonstrate responsiveness to new challenges. They testify to a growing
community of scholars committed to understanding work not only as an economic activity but as a central domain
of human experience. If the coming years continue to combine rigorous science with contextual sensitivity and
practical engagement, Work and Organizational Psychology in Greece is well positioned not only to map its
terrain but also to shape the future of work for the communities it serves. This requires to design and discuss
research in a critical manner, embodying thoughts on the broader meaning of work, social cohesion, protection
of people, minimizing inequalities and the way social change is transforming our field too.

We envision this Special Issue as both a map of current research and a contribution to broadening the range
of issues that shape Work and Organizational Psychology in Greece. Research and practice in our field unfolds
across organizational-systemic and societal levels, making the contextualization of obstacles, structural
constraints, and enabling conditions essential. Understanding people at work therefore also entails critically
examining the systems within which work is organized and experienced and contributing towards the reality
that is co-constructed through our science (Gergen 1973; Newton et al., 2023). Shaping change while engaging
in critical perspectives may enrich the ongoing development of the discipline (Bal et al., 2019), away from the
individualization of work and towards a more integrative understanding of how working conditions and
organizational processes are influenced by macro, contextual, complex issues like political and economic

ideologies (Newton et al., 2023) and geopolitical tensions.
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e autd 1o GpBpo mapovotdlovpe 1o Edikd Tevyog pe titho «Epyactaxn kot
Opyavwolaky Wuyoroyia otmv EAGOSa: xaptoypddnomn tou mediouv kot HeANOVTIKEG
TIPOOTITIKEG», avaOTOXACOLEVOL TNV €pELVA TOU KAGSOoL oV EAAGSa kal cuntwvtag
HEMOVTIKG povordrtia. Tpldvta xpovia petd ) dnuooievon twv Tpotwv dpbpuv
Epyaoiaxng kat Opyavwoiakns Wuyoloyiag ato mteplodiko Wuyoloyia, o kKAGO0G €xel
dtevpuvbel 1600 wg MPog Tar THaTA TA Oola PEAET& TOU GO0 Kol WG TTPOG TN
pebodoroytkn tov moAumhokdTTa Kal ) Bewpntiky Tov BepeAinon. Ta apbpa Tou
napovtog Ewdikoy Tevyoug avtavakAoUV TO00 T CUVEXELA OO0 KUl TV AVOVEWTT) TOU
KAGOoU, e€etdloviag Paoikég BELATIKEG TTOU ATTATYOANOAV TOUG TIPWTOUS EPEVVITEG
otV EMGda, 0nwg n) emayyeApatikn eE000Evmon KoL 1) EpyaoLaKt) LKOVOTOiNaT), aAAK
Kot VEEG BepaTikég OTtwG 0 YnPpLakdg PeETaoYNHATIONOG, To employer branding, ot
PuyoKovwvIKol KivOuvolL, TO KOWVWVIKO KEDAAALO OTOV YWOPO €pyaciog Kot oL
eumelpieg epyalopévwv HeEYOAUTEPNG NALKIOG Of TEXVOAOYLKA HETAPAMOUEVT
epyaotakd meplpdrovta, avadelkviovtag oUYyXpoveG TTPOKANOELG. Ot PHEAETEG TTOU
nepapdvovtal  xpnotpomootv  molkideg peBoboAoylkéG Tpooeyyioelg, OTWG
moAvenineda  povréda,  avaAloelg  SwapecoAdfnong kot puBpldpevn
SlapecordPnong, avéAivon SKTO®V KoL TOLOTIKY SlepPelivom, ONHATOSOTWVTOG
peBodoAroyikr) cofoapétnta kal €0pog. Apketd ApBpa avtiovv amd oA Kl
enektelvouv onpavtikéd Bewpntikd mAaiota, Waitepa m Oswpia Anatmoswv-II6pwv
Epyaoiag, eve) dAAa eotidlouv o mpooeyyiostg Ostikiig Opyavwolakrg Puyoroyiog.
ISwaitepn €pdaom Sivetar oty epunvela TV AMOTEAEOUATWV OE CUVAPTNON HE
€UPUTEPA KOLVWVIKA YEYOVOTQ, TOOOETOVTOG TNV €PELVA OTO AVTIOTOLYO KOWVWVIKO
m¢ miaiolo. H avaBsopnon tou €pyouv ToU KAGSOU pog péoo omtd KPLTIKEG
TPOOEYYIOELG EVIAOOETAL OTO Opapd HOG YLO TTEPLOOOTEPT SLOYPOVLKY|, TIELPOHLOTLKT
épeuva kKabmg Kol €pevva mapepPAcewyv, OTEVOTEPN ouvepyooia  HETAED
KOO LATKOV KAl ETOYYEALATLOV, KOOGS KAL TTLO EVEPYY CUHLETOXT] 01N Stapdpdwon
TIOALTIKQ)V.
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https://ejournals.epublishing.ekt.gr/index.php/psychology

https://doi.org/10.12681/psy_hps.46275

74


mailto:k.georganta@uoi.gr
https://ejournals.epublishing.ekt.gr/index.php/psychology

