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IntheaftermathoftheCOVID-19pandemic,theso-called“worldofwork”haschangeddramatically
worldwide.NewYork-basedmanagementconsultingfirmMcKinsey&Company(amongothers)has
publishedextensive literatureon the issueover thepast fewyears,whichwill be asdisruptive and
significantasthemechanizationinpreviousgenerationsofagricultureandmanufacturing.Therefore,
organizationsofallsizesmustconsidertheimplicationsofhybridworkenvironmentswithinthecon-
textofmulticulturalandmultigenerationalrealitiestoobtainoptimumhumanperformanceinaneraof
globalhypercompetition.

TheSocietyfor IndustrialandOrganizationalPsychology(SIOP)defines thefieldasadynamic
andgrowingprofessionthataddressesworkplaceissuesatboththeindividualandorganizationallevel;
therefore,researchinthesubjectinvolveseverythingfromworkforceplanning,employeeselection,and
leaderdevelopmenttostudyingjobattitudesandjobmotivation,implementingworkteams,improving
diversityandinclusion,andfacilitatingorganizationalchange.Itiswithinthisextensivescopethatthis
publicationprovidesupdatedperspectivesforusebyresearchersandpractitionersalike.

Chapter1explorestheintricaciesinvolvingperformanceappraisalwithintheperformancemanage-
mentsysteminorganizations.Oneofthebiggestmanagementchallengesishowtodeploythemost
effectiveappraisalsystemthatemployeestrust.Performanceappraisaliscriticallyimportantbecause
itdeterminesanemployee’scareerpathwithintheorganizationsuchasrewards,promotions,andulti-
mately,retention.Performancemanagementcanbothachievethegoalsofprovidingusefulinformation
forefficientadministrationanda toolforemployeedevelopment.Integratingthesocialcontext into
performancemanagementisequallyimportant.Butadoptinga“Onesizefitsall”approachcanberisky,
soansweringquestionssuchasthefollowingareimportant:1)Howcananengineerandajanitorbe
measuredwiththesamemetrics?2)Shouldperformanceappraisalsoccurmorefrequently?3)Whatis
theroleoftherater?4)Areperformanceappraisalsstillneededtoday?

Chapter2analyzesthevariousfactorsaffectingresilienceinagroupofstudentsstudyinginamulti-
culturalenvironmentbasedonanestablishedresiliencetestandascenario-basedsurveyconductedina
sampleof135studentsstudyinginDubai,UnitedArabEmirates.Tocategorizetherespondent’sposition
concerningtheproposedcriteria,questionswereaskedtogaugetheiraffinitytoeachoftheproposed
categoriesanddirectinquiriesintendedtoelicitaspectsoftheirpersonalfeelings.Theproposedresearch
modelconsistedoffivemajorfactorsandassociatedsubfactorsrelatedtothedevelopmentofresilience.
Thisresearchsupportedstrongconnectionsbetweenthefactorsofculturalsensitivity,socialsupport,
empowerment,self-control,andself-conceptandthedevelopmentofresilienceinthegroupstudying
withinthecontextofamulticulturalenvironment.Theresearchaddsvaluetostudentsandeducational
institutionswhowishtounderstandbetterandimprovethedevelopmentofresilience.
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Chapter3definesself-leadership,identifiestheabilitiesnecessarytobeasuccessfulself-leader,and
describesthebenefitsofself-leadershiptoorganizationsandremoteemployees.Finally, thechapter
recommendsself-leadersandorganizationsinterestedinsuccessfulself-leadership.Remoteworksky-
rocketedduringandaftertheCOVID-19pandemicwhichstartedin2020.Thetraditionalapproaches
toleadershiphaveprovenineffectiveduetotheuniquenessofleadingviatechnologyandtheglobal
natureoftheworkforce.Identifyinganddefiningthetypeofleadershipneededforsuccessinremote
environmentsisvital.Thischapterwasdevelopedusingevidence-basedresearchtechniques.Fromthe
findings,recommendationsforself-leadersandorganizationsweredeveloped,aswellasanewtheoretical
frameworkforself-leadershipbasedonself-disciple.Withtherapidevolutionoftheglobalworkforce,
thisresearchhasvalueandsignificancetoself-leaders,traditionalleaders,educators,andorganizations.

Chapter4examinesorganizationalcultureandemployeeproductivity.Today’sworkenvironmentis
undergoingamajorshiftduetodeterminateslikeglobalization,growingadvancedscience,andimproved
technology.Thesefactorsareconstantlypresentingnewchallengesandmakingnewopportunitiesfor
workers.Withthesechanges,workerperceptionsconcerningtheirjobsalsochange.inthisgrow-or-die
marketplace,thesuccessofanyorganizationdependsonitsemployeesandtheworkculture.Happyand
committedemployeesareimportantassetsofanyorganization,andtheeconomicmanagementofhuman
resourcesinsmartworkculturescanultimatelyincreasetheorganizationsproductivityasitmaintains
higherjobsatisfactionlevelsoftheemployees.

Chapter 5 addresses toxic leadership and conflict resolution in organizations today. Leaders are
alwaysconsideredasanexampletofollowbyinspiringandmotivatingstafftofollowthem.However,
thereareotherleaderswhosebehaviorandstylecanbehazardousfortheorganizationanditsstaff.This
chapterdrawsattentiontothetoxicleadersandtheirvariationsinstylebypresentingdifferentformsof
toxicleadersaswellascasesforeachofthem.Furthermore,anactionplantobetakenincaseoftoxic
leadershipisalsopresented.Thechapteralsoaddressesthestagesthatorganizationalconflictmighthave
andpresentsaclassificationofpossibleorganizationalconflictsaswellastheirreasons.

Chapter6analyzestheimpactofcultureonindividualsandorganizations.Differenttypesoforgani-
zationsareestablishedtomeetthedemandsandneedsofhumansaroundtheworld.Regardlessoftheir
sizeandthesectorinwhichtheyparticipate,eachonestrivestobeeffectiveandefficient.Allorganiza-
tionsaremanagedbyhumanbeingswhichproducegoodsorrenderservicesusinghumanlabor.The
customersoftheorganizationarehumansaswell.Therefore,humansnaturallyhaveacriticalrolein
thefunctionoforganizations.Itisimportanttounderstandtheirbehaviorandthevariablesthataffect
theirbehavior.Sincetheworldhasbecomeasinglemarketasaresultofglobalizationandthedrastic
developmentintechnology,itiscrucialtocomprehendtheeffectofcultureasavariableindetermining
thebehaviorofindividualsandeffectivenessandefficiencyoforganizations.

Chapter7 linksorganizational stressandburnout.Stress is amultidimensional andmultifaceted
phenomenonthatreflectsandconditionsindividualandorganizationalqualityoflife.However,given
specificworkcontextsinwhichtherearedisproportionatedemands,lackorreducedsupportfromthe
organizationalstructure,dulltreatmentofemployees,lackofrecognition,andtheexistenceofacon-
flictualenvironment,itleadstorelativelyhighlevelsoforganizationalstress.Inturn,burnoutarises
fromthecrisisinrelationshipswithwork.Itsmainmanifestationsareemotionalandphysicalexhaus-
tion,cynicism,andprofessionalineffectiveness,arisingfromfeelingsofexhaustion,energydepletion,
increasedapathywithwork,reducedeffectiveness,andnegativismwiththeprofessionalroutine.Inthis
follow-up,abibliometricanalysisbetween1980and2022wasconductedtoexplorethemostrelevant
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authors,documents,andjournals,thetrendsidentifiedinthepublications,andthecollaborationsbetween
countriesinthefieldofstudy.

Chapter8inspectspoliticalbehaviorsandtheirconsequencesinorganizationstoday.Itiswidelyac-
ceptedtodaythatpoliticsisanunavoidabledimensionoforganizationaldynamics,exertingasubstantial
impactonadiversityoffactorsandtargets.Thischapter,whichcoverssomeofthemaintheoreticaland
empiricalframeworksthatcutacrossthestudyofpoliticsinorganizations,aimstoreviewtheliterature
onthesubject.Theauthorsanalyzethemaintheoreticalperspectivesandlinesofresearchthatpolitics
hasconcurredaround,aswellasmakeabroaddiscussionaboutthedifferentcoloringsthattheeffects
ofpoliticscanhaveinanorganizationalcontext.Withthisliteraturereview,theauthorshopetogivea
morebalancedviewofadimensionthathasbeenconsideredtheperversebackstageoforganizations
andthedarksideoforganizationalbehaviorforyears.

Chapter9surveysthebenefitsofleveragingbusinessstrategies,whichincorporatethirdculture-building
approachesthroughouttheentireorganizationalecosystemwithadeepdiveintopeoplemanagement
andleadershipaspects.Third-culturekidswhogrewuptobeworkingadultswereinfluencedbytheir
parental,organizational,andpersonalinterculturaldynamics,fosteringastrongpersonalidentityenriched
bytheirdiverselivedexperiences.Post-pandemic,thereseemstobeahigh-demandtrendforattracting
talentwithglobalcapabilitiesandcross-culturalmultidisciplinaryleadershipperspectivestoconduct
businessacrossborderswithgreatereaseandminimaltraining.Leadersandmanagerswhocanlever-
agemindsetsassociatedwiththirdcultureperspectivesareincreasinglydevelopingacompetitiveedge
withinmulticulturalorganizations.Conceptsinthischapterwilldeepenawareness,understanding,and
appreciationforthirdculturemindsets,guidedbymixed-methodsdoctoraldissertationresearchfindings.

Chapter 10 uncovers the psychological strategies used by Apple to market its products through
variousmediaincludingcommercialsandbrandimage.Sinceitsinceptionin1976,Applehasquickly
separateditselfasoneoftheindustryleadersbycontinuingtopushtheneedleforwardinallaspectsfrom
innovationtomarketing.FromtheiPhonetotheiPad,Applehasalongresumeofsuccessfulproducts
raisingthequestion,“HowdoesApplecontinuetosuccessfullyshiftcultureandfacilitatetechnology
acceptance?”ByfocusingonAirPodsasacasestudyforApple’smarketingstrategies,thechapterdives
deeperintothepsychologicalstrategiesusedbyAppletochangepublicperceptionandthetechnology
industryasawhole.Moreover,thechapteranalyzesthestrategiesusedtomaketechnologyaccepted
amongalldemographics.Last,thischaptersynthesizestheinformationtoconcludewhetherthesuccess
ofApple’scompanymarketing,brand,andimageisattributedtogenius,orplainluck.

Chapter11investigatestheoccupationalhealthandsafetyofminingworkersinIndia.Coalisusedto
generateelectricityandisalsoarawmaterialinmanyindustries.InIndia,thecoalbusinessiswell-known
forbeingasignificantsourceofcertainrisksandnegativeimpacts.Coalmineshavelargerworkforces
thanthenuclearandoilsectors,butthedangersofmininghaveasignificantimpactontheworkforce.
Additionally,miningisahighlyintegratedsectorasallundergroundengineeringwork,includinginstal-
lationandmaintenance,isconductedbythemine’sownworkforce.Firedampandcoal-dustexplosions,
flooding,fire,andunexpectedCO2orCH4outburstsareonlyafewofthehazardsthathavebeenpresent
intheminingindustryfromtheverybeginning.Therefore,thecoalminers’livesandhealthareatrisk.
Hence,aneffortismadetostudytheoccupationalhealthandsafetyfactorsofIndiancoalminers,and
theWASPAS(weightedsummodel(WSM)andweightedproductmodel(WPM))MCDMmethodis
usedtoprioritizethehazardsinvolved.

Chapter12studieswhyenablingeducatorsfosterscreativityandperceivedemployability.Draw-
ingonaframeworkofconservationofresourcestheory,thischapteraimstoenableeducatorsinthe
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managementandorganizationalstudiesdomaintofostertherelationshipbetweenseriousleisureand
perceivedemployabilityamongmarketingmanagementstudents.Thesamplewas228marketingman-
agementgraduatesfromfourbusinessschoolsinIndiawhocompletedanonlinequestionnairebetween
December,2020andFebruary,2021.Thefindingsindicatethatseriousleisureispositivelyassociated
withperceivedemployabilityandthattherelationshipismediatedbycreativity.Gendermoderatesthe
mediatingeffectofcreativityontherelationshipbetweenseriousleisureandperceivedemployability
suchthattheindirecteffectofseriousleisureonperceivedemployabilityisstrongerformenthanwomen.
Practicalimplicationsenableeducatorsandcareercounsellorstoimprovetheperceivedemployability
oftheirstudents,leadingtobenefitsattheindividual,university,andorganizationallevels.

Chapter13probesthecontributionthatemployeemotivationtheoriescanmakeinthedesignand
implementationofanemployeerewardpolicyandshowstheconnectionbetweenreward,motivation,and
performance.Humancapitalisoneofthemostcriticalresourcesofanyorganization.Anorganization’s
successisheavilydeterminedbypersonalmotivation,whichisimportantforthefruitfulperformance
ofjob-relatedactivities.Asaresult,organizationsstrivetokeeptheiremployeesmotivatedtoincrease
productivityandinterestinthecompany’sgoals.Anorganizationcanestablishvariousplanstoretain
employeesbycreatingaworkenvironmentwithwhichemployeesaresatisfied.Thefocuswillbeon
someofthemostrelevantmotivationtheories:Maslow’shierarchyofneeds,the2-factortheory,the
equitytheory,andtheexpectancytheory.Severalrecommendationsformanagersandpolicymakersare
proposed.

Chapter14researchesworkermentalstressinthemanufacturingsectorwithafocusontheauto-
mobileindustry.Oneofthekeyobjectivesofanymodernorganizationistoconcentrateonrisksand
uncertainevents.Riskswithintheprojectlifecyclemaybeseriousiftheyarenotconsideredatthe
planningstage.Asaresult,riskassessmentiscrucialandhasbeenthoroughlystudiedinrecentyears
bynumerousscholars.Theweightedaggregatedsumproductassessment(WASPAS)technique,which
wasusedtoevaluatetheadverseconsequencesofrisksonprojects,wassuggestedbythisresearch.The
risksthataworkerfacedwhileworkinginthenoisyenvironmentofBhubaneswarwereidentifiedand
assessedinthisstudy;theresultsindicatedtheseriskswereinaccessibleorinappropriatethroughoutthe
lifecycle.Additionally,thischapterrecommendstheWASPASmethodasoneoftheMCDMtechniques
thatwouldbemostaccurateforassessingrisksinapracticalsetting.

Wetrustthevariedtopicscoveredinthispublicationwillspuradditionalresearchintothefieldof
industrialandorganizationalpsychology.Thisisparticularlyimportantduetothemonumentalchanges
inworkforcesoccurringgloballyresultingfromdecliningbirthrates in thedevelopedworld, rapidly
agingpopulations,volatileeconomicfortunesofnations,andotherfactorsthatoftenexistbeyondthe
effectivecontrolofgovernmentsandcorporationsalike.
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