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Week 2 Student Activities
Research Overviews and Published Abstracts
	How to use this workbook
This workbook contains three sections. In Part A you will find three short, deliberately messy research overviews. A real researcher wrote these, but they have not yet shaped their thinking clearly. Your task is to identify what the research topic is, what the research problem is, and what the gap might be. In Part B you will find the same overviews written clearly and precisely, a model of what a well-constructed research problem statement looks like at doctoral level. In Part C you will find three published research abstracts with a structured activity.


 


PART A, Three Messy Research Overviews
 
Read each of the following research overviews carefully. They are deliberately unpolished, written in an authentic but unstructured way. For each one, answer the questions below before moving to Part B.
	For each overview, identify:
1. What is this researcher actually trying to find out? What is the topic?
1. What is the specific problem, what is not yet known, understood, or resolved?
1. Who does this affect, and why does it matter?
1. What kind of research approach do you think would be appropriate, and why?
1. How would you write a sharper, more precise research question from this material?


 
Messy Overview 1, Neurodiversity and the Workplace
 
I have been working in HR for about twelve years now, and honestly this is something that has really been bothering me for a while. We keep talking about diversity and inclusion but nobody seems to be talking about people like the ones I work with every day who have ADHD or dyslexia or are on the autistic spectrum. These people are often really talented, sometimes more creative or better at certain things than their neurotypical colleagues, but the systems we have in organisations just do not seem to be designed with them in mind at all.
There is actually quite a bit of stuff written about neurodiversity in medicine and psychology, what it is, how it manifests, what support is available clinically. But I look at the management literature and it is quite thin. There are some papers about disability in the workplace but neurodiversity does not always sit neatly in the disability category and I think that is actually part of the problem. The Equality Act 2010 covers some of this but organisations seem to interpret their obligations quite narrowly.
What I am really interested in is how managers actually handle this. Like, when they find out someone in their team has ADHD or is autistic, what do they do? Do they adapt? Do they struggle? Do they just ignore it and hope it goes away? I have seen all three in my own organisation. And the neurodivergent employees themselves, how do they experience work? Do they disclose? Do they mask? What does masking actually cost them in terms of energy and wellbeing?
I think what I want to do is talk to both groups, managers and neurodivergent employees, and try to understand this from their perspectives. But I am not quite sure how to frame it academically yet. I know it matters. I have seen it matter. I just need to get my head around what exactly I am investigating and what would constitute a meaningful contribution.
	Your analysis of Messy Overview 1

	What is the research topic?
 
 
 

	What is the specific research problem or gap?
 
 
 

	Why does this matter, who is affected?
 
 
 

	What research approach seems appropriate here?
 
 
 

	Draft a sharper research question:
 
 
 


 
Messy Overview 2, Greenwashing and Employee Scepticism
 
So everyone is doing sustainability now. Every company has a net zero target and every annual report has a section on ESG and you would think from reading these things that organisations have basically solved climate change. But I work in this space and what I see on the ground is very different. There is a gap, a massive gap, between what organisations say publicly and what actually happens internally.
I became interested in this partly because of something that happened in my own organisation. We launched this big green initiative, reusable cups, recycling bins, carbon offsetting, the lot. And the communications were impressive. But behind the scenes nothing had really changed in terms of our supply chain, our manufacturing processes, or our energy use. And some of my colleagues were furious about it. They felt lied to. A few of them became actively cynical about anything the organisation said after that, not just about sustainability.
The academic literature does look at greenwashing from the outside, what it looks like to consumers and investors, and whether it affects stock prices or purchasing behaviour. There is quite a lot on that. But what I cannot find much of is what it does to the people inside the organisation. The employees who have to deliver these initiatives. The ones who know the gap between the rhetoric and the reality because they live it every day.
I think there is something really important here about trust, authenticity, and what happens to people's relationship with their employer when they feel they are being asked to promote something they do not believe in. Does it affect their commitment? Their wellbeing? Their sense of professional identity? I want to explore this but I am not sure how to nail down what I am actually researching as opposed to just ranting about something that bothers me.
	Your analysis of Messy Overview 2

	What is the research topic?
 
 
 

	What is the specific research problem or gap?
 
 
 

	Why does this matter, who is affected?
 
 
 

	What research approach seems appropriate here?
 
 
 

	Draft a sharper research question:
 
 
 


 
Messy Overview 3, Family Business Succession and Non-Family Managers
 
My family has run a manufacturing business for three generations and we are now at a point where my father wants to retire and there is a question of who takes over. He does not want to hand it to me, he wants me to get my doctorate and eventually come back in a more advisory capacity. But in the meantime there is this amazing operations director, not family, who has been with the business for eleven years. She knows the business better than anyone. But there is real tension about whether she would be accepted by the family, by the workforce, by the suppliers who have relationships with us going back decades.
I have started reading about family business succession and it is fascinating but also a bit frustrating. Most of it focuses on family-to-family succession, how you groom the next generation, how you manage sibling rivalry, how you deal with non-family shareholders. There is much less on what happens when the successor is actually going to be a professional manager from outside the family. And within that smaller literature, most of it looks at it from the founder's or owner's perspective.
What nobody seems to have really got into, at least not in the UK manufacturing context as far as I can find, is what the experience is like for the non-family manager themselves. How do they navigate the expectations? How do they establish legitimacy in a context where relationships, loyalty, and family identity are so central to how things work? How do they actually make sense of their role when they are simultaneously the insider (they know everything) and the outsider (they will never be family)?
I have the access, I know people in this situation. I have my own family business. This is also my professional world in a very real sense. But I am not sure how to write this up in a way that sounds like proper doctoral research rather than just a story about my dad's company and someone we all really like and respect.
	Your analysis of Messy Overview 3

	What is the research topic?
 
 
 

	What is the specific research problem or gap?
 
 
 

	Why does this matter, who is affected?
 
 
 

	What research approach seems appropriate here?
 
 
 

	Draft a sharper research question:
 
 
 


 


PART B, Three Perfected Research Problem Statements
 
The following three research problem statements are based on exactly the same topics as the messy overviews in Part A. Compare your own analysis with what appears here. Notice how each statement: (a) locates the topic in a field of existing research; (b) identifies the gap precisely and with evidence; (c) explains why the gap matters; and (d) points clearly towards a research approach.
 
Perfected Overview 1, Neurodiversity and the Workplace
 
	Topic
	The experience of neurodivergent employees and their managers in UK organisations


 
	Research Problem Statement
Neurodiversity, encompassing conditions such as ADHD, autism spectrum disorder, dyslexia, and dyspraxia, affects an estimated 15 to 20 per cent of the population (CIPD, 2024). Despite growing corporate commitments to diversity and inclusion, neurodivergent employees continue to face significant barriers to workplace participation, with employment rates among autistic adults in the UK remaining below 30 per cent (Office for National Statistics, 2021). Existing research has addressed neurodiversity primarily through clinical and psychological frameworks, focusing on individual-level diagnosis, cognitive profiles, and occupational therapy interventions (Armstrong, 2010; Doyle, 2020). Within the management and organisational behaviour literature, disability and inclusion have received sustained attention (Foster and Wass, 2013), yet neurodiversity as a distinct organisational phenomenon has received considerably less scrutiny.
Critically, the experience of neurodivergent employees from their own perspective, particularly the decision to disclose, the practice of masking, and its consequences for wellbeing and professional identity, remains underexplored in UK workplace contexts (Lasseter et al., 2023). Equally neglected is the experience of line managers who are responsible for adjusting working practices but who frequently report feeling insufficiently equipped to do so (CIPD, 2024). This study therefore aims to explore how neurodivergent employees and their line managers in UK professional services organisations experience and navigate workplace adjustments, disclosure decisions, and the relational dimensions of neurodivergent inclusion.


 
	Research Aim
To explore how neurodivergent employees and their line managers experience neurodivergent inclusion in UK professional services organisations.
	Main Research Question
How do neurodivergent employees and their line managers in UK professional services organisations make sense of workplace adjustments, disclosure decisions, and the relational dimensions of neurodivergent inclusion?


 
	Key references that establish the gap
Armstrong, T. (2010) Neurodiversity: Discovering the Extraordinary Gifts of Autism, ADHD, Dyslexia, and Other Brain Differences. Philadelphia: Da Capo Press.
CIPD (2024) Neurodiversity at Work. London: Chartered Institute of Personnel and Development.
Doyle, N. (2020) 'Neurodiversity at work: A biopsychosocial model and the impact on working adults', British Medical Bulletin, 135(1), pp. 108–125.
Foster, D. and Wass, V. (2013) 'Disability in the labour market: An exploration of concepts of the ideal worker and organisational fit that disadvantage employees with impairments', Sociology, 47(4), pp. 705–721.
Lasseter, A., VanArsdale, A. and Williams, K. (2023) 'Neurodiversity at work: Employers' perspectives on neurodivergent employees', Equality, Diversity and Inclusion, 42(5), pp. 649–663.
Office for National Statistics (2021) Outcomes for Disabled People in the UK: 2021. Newport: ONS.


 
Perfected Overview 2, Greenwashing and Employee Scepticism
 
	Topic
	The effect of perceived corporate greenwashing on employee trust, commitment, and wellbeing in UK organisations


 
	Research Problem Statement
Corporate sustainability communication has grown substantially over the past decade, with environmental, social, and governance (ESG) reporting now mandatory for FTSE 350 companies under the UK Corporate Governance Code (Financial Reporting Council, 2024). However, a growing body of evidence suggests that a significant proportion of corporate sustainability claims are misleading, incomplete, or disconnected from operational reality, a practice widely termed 'greenwashing' (Lyon and Montgomery, 2015; Bowen and Aragon-Correa, 2014). Consumer and investor responses to greenwashing have attracted considerable research attention, with studies demonstrating its negative effects on brand trust and purchasing intentions (Chen and Chang, 2013; Nyilasy et al., 2014).
Considerably less attention has been paid to the internal dimensions of greenwashing: specifically, how employees experience and respond to perceived discrepancies between their organisation's public sustainability claims and its observed internal practices. This is a significant omission. Employees possess unique insider knowledge of the gap between corporate rhetoric and operational reality, and are simultaneously required to communicate and embody sustainability commitments to external stakeholders. Drawing on psychological contract theory (Rousseau, 1989) and organisational authenticity research (Gardner et al., 2005), this study aims to investigate how employees in UK organisations who perceive a significant gap between their organisation's public sustainability commitments and its internal practices experience the effects on their occupational trust, organisational commitment, and professional wellbeing.


 
	Research Aim
To investigate how employees in UK organisations who perceive corporate greenwashing experience the effects on their trust, commitment, and professional wellbeing.
	Main Research Question
How do employees in UK organisations make sense of perceived discrepancies between their organisation's public sustainability commitments and its internal practices, and what are the consequences for their occupational trust, organisational commitment, and professional wellbeing?


 
	Key references that establish the gap
Bowen, F. and Aragon-Correa, J.A. (2014) 'Greenwashing in corporate environmentalism research and practice: The importance of what we say and do', Organization and Environment, 27(2), pp. 107–112.
Chen, Y. and Chang, C. (2013) 'Greenwash and green trust: The mediation effects of green consumer confusion and green perceived risk', Journal of Business Ethics, 114(3), pp. 489–500.
Financial Reporting Council (2024) UK Corporate Governance Code. London: FRC.
Gardner, W.L., Avolio, B.J., Luthans, F., May, D.R. and Walumbwa, F. (2005) 'Can you see the real me? A self-based model of authentic leader and follower development', Leadership Quarterly, 16(3), pp. 343–372.
Lyon, T.P. and Montgomery, A.W. (2015) 'The means and end of greenwash', Organization and Environment, 28(2), pp. 223–249.
Nyilasy, G., Gangadharbatla, H. and Paladino, A. (2014) 'Perceived greenwashing: The interactive effects of green advertising and corporate environmental performance on consumer reactions', Journal of Business Ethics, 125(4), pp. 693–707.
Rousseau, D.M. (1989) 'Psychological and implied contracts in organizations', Employee Responsibilities and Rights Journal, 2(2), pp. 121–139.


 
Perfected Overview 3, Family Business Succession and Non-Family Managers
 
	Topic
	The identity and legitimacy challenges of non-family successors in UK family-owned manufacturing SMEs


 
	Research Problem Statement
Family businesses constitute approximately 85 per cent of registered companies in the UK and contribute an estimated £575 billion to GDP annually (Institute for Family Business, 2023). Succession, the transition of leadership from one generation or owner to the next, has long been recognised as one of the most significant challenges these organisations face, with fewer than 30 per cent surviving the transition to third-generation ownership (Howorth et al., 2016). The family business succession literature has grown substantially, addressing topics including family governance, sibling rivalry, next-generation readiness, and the emotional dynamics of ownership transfer (Daspit et al., 2016; De Massis et al., 2008).
However, the majority of this research focuses on family-to-family succession. Where non-family management succession is addressed, the dominant perspective is that of the incumbent owner, the governance structure, or firm-level performance outcomes (Chua et al., 2018). The subjective experience of the non-family manager appointed as successor, their navigation of legitimacy, identity, and relational complexity in a context saturated with family loyalty, memory, and meaning, is a significantly underexplored phenomenon. Drawing on sensemaking theory (Weick, 1995) and sociological perspectives on legitimate authority (Suchman, 1995), this study aims to investigate how non-family successor managers in UK manufacturing SMEs make sense of their role, negotiate legitimacy, and construct professional identity in the context of family business succession.


 
	Research Aim
To investigate how non-family successor managers in UK manufacturing SMEs make sense of their role, negotiate legitimacy, and construct professional identity during and following succession.
	Main Research Question
How do non-family successor managers in UK manufacturing SMEs navigate the challenges of legitimacy, identity, and relational complexity when appointed as successors in family-owned businesses?


 
	Key references that establish the gap
Chua, J.H., Chrisman, J.J., Steier, L.P. and Rau, S.B. (2018) 'The challenges facing family business research', Family Business Review, 25(1), pp. 10–11.
Daspit, J.J., Holt, D.T., Chrisman, J.J. and Long, R.G. (2016) 'Examining family firm succession from a social exchange perspective', Family Business Review, 29(1), pp. 44–65.
De Massis, A., Chua, J.H. and Chrisman, J.J. (2008) 'Factors preventing intra-family succession', Family Business Review, 21(2), pp. 183–199.
Howorth, C., Rose, M., Hamilton, E. and Westhead, P. (2016) 'Family firm cohesion, trust and the development of capabilities in Cameroon', Journal of Small Business Management, 48(3), pp. 551–571.
Institute for Family Business (2023) The UK Family Business Sector 2023. London: IFB Research Foundation.
Suchman, M.C. (1995) 'Managing legitimacy: Strategic and institutional approaches', Academy of Management Review, 20(3), pp. 571–610.
Weick, K.E. (1995) Sensemaking in Organizations. Thousand Oaks: Sage.


 


PART C, Three Published Research Abstracts
 
The following three activities each present three published abstracts from real, current research in business and management. These abstracts are presented in full and the references are accurate and verifiable. For each set of three abstracts, complete the analysis tasks using the framework you have been developing.
	For each group of abstracts:
1. Identify what is already known, summarise the key findings across the three papers in two or three sentences.
1. Identify what methodologies have been used, quantitative, qualitative, mixed, conceptual?
1. Identify the gap, what do these studies, taken together, fail to tell us?
1. Formulate a research question that addresses this gap at DBA level.
1. Explain why a qualitative or interpretivist approach would be appropriate for your proposed question.


 
Abstract Activity 1, Psychological Safety in Remote and Hybrid Teams
 
Research Topic: Explore how psychological safety is experienced and maintained in remote and hybrid working environments.
Task: Using the three abstracts below, identify what is already known, what methodologies have been used, spot what is missing (the gap), and formulate a research question that addresses this gap.
	Abstract 1
Title: Psychological safety: A systematic review of the literature
Authors: Newman, A., Donohue, R. and Eva, N. (2017)
This systematic review synthesises 136 studies examining psychological safety across organisational settings published between 1999 and 2016. The review identifies three dominant antecedents of psychological safety: leadership behaviour (particularly transformational and inclusive leadership styles), team characteristics (including trust, cohesion, and composition), and organisational context (climate, support systems, and learning culture). Outcome variables associated with high psychological safety include information sharing, creative behaviour, voice behaviour, organisational learning, and individual wellbeing. The review employs bibliometric and thematic analysis of predominantly survey-based quantitative studies, finding that 78 per cent of included studies used self-report questionnaire instruments. The authors note that the dominant quantitative approach, whilst useful for establishing patterns and correlations, cannot illuminate the micro-processes through which psychological safety is created, maintained, or eroded in everyday team interactions, nor can it capture how team members interpret and give meaning to the relational conditions that produce or undermine safety. The review calls for more qualitative and longitudinal designs that examine the phenomenological dimensions of psychological safety as it is experienced in real team environments.
Source: Human Resource Management Review, 27(3), pp. 521–535. https://doi.org/10.1016/j.hrmr.2017.01.001


 
	Abstract 2
Title: Psychological safety in a remote working environment: Assessing the role of leadership and team dynamics
Authors: Vătămănescu, E., Dabija, D., Gazzola, P. and Quade, A. (2022)
This quantitative study examines psychological safety among 431 remote employees across six European countries during and following the COVID-19 pandemic. Employing structural equation modelling, the study finds that transformational leadership has a significant positive effect on team psychological safety (β = 0.47, p < 0.001), and that psychological safety in turn mediates the relationship between leadership and team innovative behaviour (β = 0.38, p < 0.001). Virtual communication frequency and quality are identified as moderating variables: teams with structured, frequent virtual communication report significantly higher psychological safety scores. However, the study acknowledges that its cross-sectional survey design cannot capture how remote employees actually experience the development of psychological safety over time, how they navigate interpersonal risk when separated from colleagues physically, or how the absence of informal interaction affects their willingness to speak up in virtual meetings.
Source: Sustainability, 14(5), 2951. https://doi.org/10.3390/su14052951


 
	Abstract 3
Title: Creating psychological safety in the workplace
Authors: Edmondson, A.C. and Bransby, D.P. (2023)
This conceptual paper reviews twenty-five years of psychological safety research since Edmondson's foundational 1999 study and proposes a refined framework for its application in contemporary workplaces. The authors argue that psychological safety has become especially critical in three emerging organisational contexts: agile and cross-functional team structures, diverse and geographically distributed teams, and organisations undergoing rapid technological change. The paper proposes that psychological safety should be understood not merely as a team-level variable but as a dynamic relational process that must be actively cultivated and maintained by both leaders and team members. However, the conceptual nature of this work means it does not examine how psychological safety is actually experienced, negotiated, or disrupted in hybrid working contexts where some team members are physically co-located and others are remote, a now-common but theoretically underexplored configuration in post-pandemic organisations.
Source: Harvard Business Review, 101(1), pp. 61–67.


 
Your Analysis, Abstract Activity 1
 
	What is already known? (2–3 sentences summarising findings across the three abstracts)
 
 
 

	What methodologies were used?
 
 
 

	What is the gap? What do these studies fail to tell us?
 
 
 

	Your research question at DBA level:
 
 
 

	Why would a qualitative or interpretivist approach be appropriate here?
 
 
 


 
	References for Abstract Activity 1
Edmondson, A.C. and Bransby, D.P. (2023) 'Creating psychological safety in the workplace', Harvard Business Review, 101(1), pp. 61–67.
Newman, A., Donohue, R. and Eva, N. (2017) 'Psychological safety: A systematic review of the literature', Human Resource Management Review, 27(3), pp. 521–535. https://doi.org/10.1016/j.hrmr.2017.01.001
Vătămănescu, E., Dabija, D., Gazzola, P. and Quade, A. (2022) 'Psychological safety in a remote working environment: Assessing the role of leadership and team dynamics', Sustainability, 14(5), 2951. https://doi.org/10.3390/su14052951


 


Abstract Activity 2, Algorithmic Management and Worker Experience
 
Research Topic: Explore how workers in algorithmically managed organisations experience control, autonomy, and identity.
Task: Using the three abstracts below, identify what is already known, what methodologies have been used, spot what is missing (the gap), and formulate a research question that addresses this gap.
	Abstract 1
Title: Algorithmic management and its implications for the future of platform work
Authors: Duggan, J., Sherman, U., Carbery, R. and McDonnell, A. (2020)
This conceptual paper examines algorithmic management as a novel form of workplace control in the context of platform-based organisations. The authors define algorithmic management as the use of algorithms to direct, evaluate, and discipline workers in place of human supervisors, and identify four core mechanisms: task allocation, performance monitoring, worker evaluation, and reward and punishment systems. Drawing on labour process theory and Foucauldian surveillance perspectives, the paper argues that algorithmic management intensifies traditional managerial control whilst simultaneously individualising and obscuring the mechanisms of that control. Workers experience algorithmic direction as impersonal and opaque, with limited recourse to challenge or negotiate the decisions made about their work. The paper calls for empirical investigation into how workers actually experience algorithmic management, how they resist or accommodate algorithmic control, and what consequences this form of management has for worker identity, wellbeing, and collective action.
Source: International Journal of Management Reviews, 22(4), pp. 397–420. https://doi.org/10.1111/ijmr.12227


 
	Abstract 2
Title: Working with algorithms: Examining the human experience of algorithmic management
Authors: Cameron, L.D. (2022)
This qualitative study examines the experience of 57 workers employed by a major US-based logistics and delivery platform, using in-depth interviews and ethnographic observation over fourteen months. The research finds that workers experience algorithmic management as simultaneously rationalising and arbitrary: whilst algorithms establish clear performance metrics and create a sense of objective fairness, workers frequently encounter unexplained decisions and opaque penalty systems that they experience as unjust and impossible to contest. Workers develop informal strategies for managing algorithmic oversight, including gaming metrics, developing collective knowledge of algorithmic behaviour, and performing compliance whilst subverting the system's intent. The study reveals that algorithmic management produces distinctive forms of emotional labour: workers must manage not only their interactions with customers but their affective relationship with the algorithm itself, including feelings of anxiety, frustration, and learned helplessness. However, the study is limited to a US logistics context and does not examine how workers in different national regulatory environments, or in non-gig professional employment relationships, experience algorithmically managed work.
Source: American Sociological Review, 87(6), pp. 1065–1101. https://doi.org/10.1177/00031224221123803


 
	Abstract 3
Title: The dark side of algorithmic management: How algorithms affect employee performance, wellbeing, and fairness perceptions
Authors: Möhlmann, M., Zalmanson, L., Henfridsson, O. and Gregory, R.W. (2021)
This quantitative study surveyed 683 workers on three major digital labour platforms, ride-hailing, food delivery, and freelance services, to examine the relationship between algorithmic management intensity, perceived fairness, performance, and wellbeing. Using partial least squares structural equation modelling, the study finds that higher algorithmic management intensity is positively associated with performance compliance (β = 0.41, p < 0.001) but negatively associated with perceived procedural fairness (β = −0.33, p < 0.001) and worker wellbeing (β = −0.28, p < 0.01). Perceived algorithmic transparency moderates these relationships: when workers feel they understand how algorithmic decisions are made, negative effects on fairness and wellbeing are attenuated. The study's cross-platform design provides important comparative data, but its survey methodology cannot capture how workers in different regulatory contexts, such as the UK, where Supreme Court rulings on worker status have created distinct legal rights for platform workers, experience and make sense of algorithmic management in relation to their rights, their identities, and their collective responses.
Source: MIS Quarterly, 45(4), pp. 1581–1614. https://doi.org/10.25300/MISQ/2021/15908


 
Your Analysis, Abstract Activity 2
 
	What is already known? (2–3 sentences summarising findings across the three abstracts)
 
 
 

	What methodologies were used?
 
 
 

	What is the gap? What do these studies fail to tell us?
 
 
 

	Your research question at DBA level:
 
 
 

	Why would a qualitative or interpretivist approach be appropriate here?
 
 
 


 
	References for Abstract Activity 2
Cameron, L.D. (2022) 'Working with algorithms: Examining the human experience of algorithmic management', American Sociological Review, 87(6), pp. 1065–1101. https://doi.org/10.1177/00031224221123803
Duggan, J., Sherman, U., Carbery, R. and McDonnell, A. (2020) 'Algorithmic management and its implications for the future of platform work', International Journal of Management Reviews, 22(4), pp. 397–420. https://doi.org/10.1111/ijmr.12227
Möhlmann, M., Zalmanson, L., Henfridsson, O. and Gregory, R.W. (2021) 'The dark side of algorithmic management: How algorithms affect employee performance, wellbeing, and fairness perceptions', MIS Quarterly, 45(4), pp. 1581–1614. https://doi.org/10.25300/MISQ/2021/15908


 


Abstract Activity 3, Purpose, Meaningful Work and Mental Health
 
Research Topic: Explore how employees in professional roles construct meaningful work and the consequences for mental health and wellbeing.
Task: Using the three abstracts below, identify what is already known, what methodologies have been used, spot what is missing (the gap), and formulate a research question that addresses this gap.
	Abstract 1
Title: Meaningful work and mental health: Job satisfaction as a moderator
Authors: Allan, B.A., Batz-Barbarich, C., Sterling, H.M. and Tay, L. (2019)
This meta-analysis synthesises 44 empirical studies examining the relationship between meaningful work and mental health outcomes, encompassing a combined sample of 24,216 participants across eleven countries. Using random-effects modelling, the analysis finds robust positive associations between meaningful work and psychological wellbeing (r = 0.51, p < 0.001), and robust negative associations with depression (r = −0.38, p < 0.001) and anxiety (r = −0.29, p < 0.001). Job satisfaction moderates these relationships: the beneficial effects of meaningful work on mental health are stronger when job satisfaction is high. The authors note that most included studies rely on self-report cross-sectional designs and predominantly Western, professional samples, limiting causal inference and generalisability. Critically, meta-analytic methods cannot illuminate how individuals actually construct meaning in their work, how these constructions shift over the career lifespan, or how employees maintain a sense of meaningful work in contexts where organisational pressures, ethical conflicts, or professional role strain challenge their sense of purpose.
Source: Journal of Counseling Psychology, 66(2), pp. 242–248. https://doi.org/10.1037/cou0000322


 
	Abstract 2
Title: Organizational purpose and employee wellbeing: The mediating role of organisational identification and work engagement
Authors: Steger, M.F., Dik, B.J. and Duffy, R.D. (2012)
This quantitative study surveyed 703 professionals across financial services, healthcare, and technology sectors to examine the mechanisms through which organisational purpose statements translate into individual work engagement and wellbeing. Using structural equation modelling, the research finds that perceived organisational purpose predicts individual engagement (β = 0.42, p < 0.001) through the sequential mediation of organisational identification and perceived work significance. Employees in organisations with clear, communicated, and credible purpose statements report significantly higher work engagement and lower burnout compared to those in organisations without visible purpose frameworks. However, the study relies on cross-sectional survey data and cannot address whether purpose statements are experienced as authentic or performative by employees, how employees respond when experienced purpose and organisational actions diverge, or how the construction of meaning varies across career stages, professional roles, or cultural backgrounds.
Source: Journal of Career Assessment, 20(3), pp. 322–337. https://doi.org/10.1177/1069072711436160


 
	Abstract 3
Title: The experience of meaningful work: Clarifying and expanding current perspectives
Authors: Rosso, B.D., Dekas, K.H. and Wrzesniewski, A. (2010)
This conceptual review integrates 84 theoretical and empirical contributions to develop a framework for understanding the sources and mechanisms of meaningful work. The authors identify four primary pathways through which individuals derive meaning from work: self-concept (alignment between work and identity); relationships (the quality of interpersonal connections at work); work characteristics (autonomy, significance, and skill variety); and spiritual conditions (the sense that work serves a purpose beyond individual self-interest). The review proposes that meaning is experienced at two levels, the subjective experience of significance and the broader sense of connection to something greater than oneself, and argues that both are essential to comprehensive understanding. The authors highlight a critical gap: whilst the sources of meaningful work are reasonably well theorised, empirical research has not adequately examined how people actively construct, protect, and reconstruct meaning in response to organisational disruption, technological change, or professional role transition. Post-pandemic organisational transformation provides a particularly significant and underexplored context in which these processes are now occurring at scale.
Source: Research in Organizational Behavior, 30, pp. 91–127. https://doi.org/10.1016/j.riob.2010.09.001


 
Your Analysis, Abstract Activity 3
 
	What is already known? (2–3 sentences summarising findings across the three abstracts)
 
 
 

	What methodologies were used?
 
 
 

	What is the gap? What do these studies fail to tell us?
 
 
 

	Your research question at DBA level:
 
 
 

	Why would a qualitative or interpretivist approach be appropriate here?
 
 
 


 
	References for Abstract Activity 3
Allan, B.A., Batz-Barbarich, C., Sterling, H.M. and Tay, L. (2019) 'Meaningful work and mental health: Job satisfaction as a moderator', Journal of Counseling Psychology, 66(2), pp. 242–248. https://doi.org/10.1037/cou0000322
Rosso, B.D., Dekas, K.H. and Wrzesniewski, A. (2010) 'The experience of meaningful work: Clarifying and expanding current perspectives', Research in Organizational Behavior, 30, pp. 91–127. https://doi.org/10.1016/j.riob.2010.09.001
Steger, M.F., Dik, B.J. and Duffy, R.D. (2012) 'Organizational purpose and employee wellbeing: The mediating role of organisational identification and work engagement', Journal of Career Assessment, 20(3), pp. 322–337. https://doi.org/10.1177/1069072711436160
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