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Day 1

Day 2

Manager 1:1

(Discuss Role & Goals)

Check-In & Welcome Breakfast
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Cross-boarding

Job & Systems Training
i
Team Meet & Greet

i

Mission, and Values
Office Tour & T Setup.

Company History,

|
Lunch (Virtual or On-Site)

1
Department Overviews
&Rol Expectations

!
Role-Specific Projects

& Expectations

HR Policies & Benefits

Off-boarding

&

1
Buddy Check-In/ Q&A
1

Reflection
Plan Next Week

1
Job Shadowing /
Role-Playing

1
Q&A/Feedback Session
"

Collect Feedback,
Prep for Day 2
1
Corlect Feedback,
Prep for Day 2
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PROPORTION THAT SAY EACH IS THEIR MAIN GATEWAY TO
NEWS BY COUNTRY

Mostly direct
Direct Social Search + Aggregators
+ Finland 63% "% 18%
£ Norway 59% 10% 23%
- = Denmark 53% 19% 5%
:: Sweden 51% 2% 2%
Mostly sacial
Direct Social Search + Aggregators
== Thalland 7% 59% 26%
* Kenya 16% 48% 2%
, Philippines 12% 47% 28%
b Chile 12% 45% 26%
Deeply aggregated
Direct Social Search + Aggregators
® Japan 9% &% 70%
{® SouthKorea 7“( 6% 7% 67%
‘ Taiwan % 26% 48%
N CzechRepublic 5% 5% 50%

Reuters Digital News Report 2024
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Majority of U.S. adults think Al will eliminate jobs over
next two decades, but experts’ views are more mixed

% who say that over the next 20 years, artificial intelligence (AI) will lead to
__Jjobsinthe U.S
Fewer Not much difference., More Not sure

U.S. adults 5 18

Quotes from Al experts: Job loss

“[Al] is going to take over a lot of jobs. Of course it's creating new jobs, but that doesn’t mean it’s matching
that. We're generating maybe 10 jobs, but at the same time, we re taking away 1,000 jobs. For example,
truck drivers, they'll be gone in 10, 20 years probably, if you think. Are we going to replace them? What
are they going to do?”

Pew Research Center (2025)

Experts and public largely see jobs for cashiers,
journalists and factory workers at risk due to Al; views
differ widely on truck drivers

th
fewer jobs for

hat over the next 2o years, artificial intelligence (AI) will lead to
in the U.S.

% who sa

EXPERTS AND THE PUBLIC AGREE U.S. adults Al experts
Cashiers 738
Journalists Y 59@

Software engineers 48 @8 5C

Mental health therapists 27 @8 29

EXPERTS MORE LIKELY THAN PUBLIC TO FORESEE JOB LOSS

Truck drivers 33e @6

Lawyers 239 @ 38

PUBLIC MORE LIKELY THAN EXPERTS TO FORESEE JOB LOSS

Factory workers 60 @ @67
Musicians ® @45
Teachers i@ ®43
Medical doctors e o828
o 50 100
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Figure 9. How newsroom leaders think AI will affect roles and processes

Percentage of respondents think that generative AI will change workflows, processes, and roles and to
what degree

Generative AT will transform workflows and processes, fundamentally changing every role in the
NeWsroom

Generative AI will help us do some things more efficiently but the essence of what we do won’t change

Generative Al is overhyped, and will not change what we do or how we do it

-

I don't know

3%

Q9. Which of the following options comes closest to how you think generative Al and the automation of workflows will affect jobs
in the newsroom over the next decade? Base: 129.

h

Reuters Institute for the
Study of Journalism
(2024)
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The Washington Post

World Europe  WarInUkraine  Africa Americas Asia  Middle East

What happened when a newspaper let Al take

over

Italy’s Il Foglio newspaper calls Foglio Al an experiment into the future of journalism. So far, it's plagiarized and drafted
fake news that humans had to fix.

O|Et2| O} IL Foglio2| & ¥

About two months ago, Cerasa had the idea to launch a limited edition written entirely by Al
and ran tests by feeding prompts into ChatGPT Pro. Every day for the past week, Cerasa has
asked ChatGPT to produce articles about a particular topic and told it to stay faithful to the
editorial line of Il Foglio — which Cerasa describes as pro-European, pro-globalization and
anti-populist.

Far from producing content equal to a human’s, Cerasa said ChatGPT has produced
articles with factual errors or typos, invented events that never actually
happened, and produced monotonous and stale writing. His solution: ASSigiitwo)

Al Fake news is removed but minor errors and bad writing are left in, he said,

because he believes they show the limitations of Al
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pARIs GHARTER PARIS CHARTER
ON Al AND JOURNALISM ON

Paris, 10" November 2023

PREAMBLE

AND JOURNALISM

We, as representatives of the media and | ackn the tr impli of
artificial intelligence (Al) for humanity. We champwn global cooperation to ensure Al uphofds human rights, peace
and democracy, and aligns with our shared aspirations and values,

The history of news and i tion is i d with technological pragress. Al, spanning from basic automation
Iytical and creative sy , introd| a new category of technologies with an unparal\:lad capacity to
Inl:rsed with human thought, kr ge, and y. It a iderable shift in i tion gathering,

truth seeking, storytelling, and the dissemination of ldeas As such, it will profoundly alter the technical, economic
and social conditions of journalism and editorial practice. Al systems have the patential, depending on their design,
governance and application, to revolutionize the global information landscape. However, they also present a
structural challenge to the right to information. The right to information flows from the freedom to seek, receive
and access reliable information. It is rooted in the international legal framework, i the Universal Declarati

of Human Rights, the International Covenant on Civil and Political Rights, and the International Daﬂnersmp for
Information and Democracy. This right underpins the fund: tal freeds of opinion and .

The social role of journalism and media cutlets —serving as trustworthy intermediaries for society and individuals—
is a cornerstone of democracy and enhances the right to information for all. Al systems can greatly assist medin
ouliets in fulfilling this role, but only if they are used tr: tly, fairly and ibly in an editorial

that staunchly upholds journalistic ethics.

In affirming these principles, we uphold the right to information,
trustworthy news and media outlets in the era of Al.
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How Al is Transforming Journalism: The
New York Times’ Approach with Echo

What Can Echo Do?

Echo is designed to handle certain newsroom responsibilities, allowing journalists to spend more time on
complex tasks requiring deep analysis and human insight. These responsibilities include:

Summarizing lengthy articles into clear, concise briefs that editors and staff can quickly read to grasp key
points.

Creating SEO-friendly headlines ensures articles perform better in search results and reach more readers.

Generating promotional content for social media platforms, newsletters, and other digital channels to
engage readers effectively,

Suggesting alternative ways to phrase sentences for improved clarity, readability, and overall guality of
writing.

Creating interactive elements such as news quizzes, quote cards, and FAQs increases reader engagement
and provides additional context.

Recommending interview questions based on therough background research, helping reporters conduct
more informed interviews.

What Echo Does not Do?

Despite Echo’s useful capabilities, The New York Times has implemented strict guidelines to ensure it remains a
tool that supports rather than replaces human journalism:

i}- Echo cannot write full news stories. Professional journalists must write all editorial content.

.

It cannot make significant changes to drafts. Any suggested edits must be carefully reviewed and
approved by human editors.

*

It cannot handle confidential sources or sensitive information, preventing the Al from misinterpreting or
accidentally disclosing them.

Eche cannot generate images or videos without explicit labelling, ensuring readers know when Al-
produced visuals accompany a story.

Net difference between proportion that think generative AI will make news more or
less of each

untries the public think that the use of artificial intelligence in news production wi p publishers by cutling costs.
Cheaperto make Yk
Up to date *
Easier to understand
Informative
Entertaining
Unbiased

Accurate

Distinctive

Relevant to my life

Transparent

Trustworthy *

=20 0 +20 +40

18 humen oversig

Reuters Institute for the
Study of Journalism
‘ (2024)
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Ph.D. in Organizational Psychology (2025.08),
Pharmacist
Job Profiler - Crafting Coach

L M2
I. O|2A Hi4

n. A+ 74
V. ¥ 1

o7 HiZ L Eay

1. Job Crafting

2. Job Crafting Profiles
o7 THI APHL
107128 32wy

2. Job crafting Profiles

3. Outcomes of Job Crafting Profiles

4. Predictors of Job Crafting Profiles

5. =9

10072 28 Y 2wy

2. Job crafting Profiles

3. Transitions between Job Crafting Profiles

4. Predictors of Profile Transitions

5. =9

Theoretical implications/Practical implications, Limitations & Future Research
Directions
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Jenny’s Day
Each morning, she takes
10 minutes to review
and adjust her tasks

III

Conduct.
project

LME

. SEICie}F

‘ol HAlS Zo| B2y

F.E

0:

_?_
TE0| & (Zhang & Parker, 2019).
ax|E A AZEle ST AES

L]
)

[l
om
rlo

St(avoidance-oriented) & Az
Zo| BX™Oo| H1tZ 0|0
« T EHIAE H AYHZYO| YR U0 YR dYS U= S YEE|X| 42
(Harju et al., 2016).
Job Crafting Profiles ¢t 224

« & A== SA|0f approach & avoidance crafting H&f2 At&(Makikangas, 2018)5t2 2 person-centered

g Ee

=
[S)

A} L

HMefo =2, &|2 approach & avoidance (B3-3|T) ™oz 12

)= dEn,

3

—

« AEsiElE Chdet & Jei=E FHZ2OrU0| AU, HH T2 0o map =57 3@ )0 0/X|&

FEk0| CHE(Makikangas & Schaufeli, 2021; Nissinen et al., 2024; Zhang et al., 2024)

NN

(=]
jrife}
=

8 (Gillet et al., 2025; Méakikangas & Schaufeli, 2021; Zhang et al., 2024)

N 2ol S92 olastr| /s, Z2atd o520l AlZH e et S 3 O
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I.O|2H Bl | 1. & W == (Job Crafting)

Job Crafting Perspectives

Job Crafting (JC)
. ZEo| THASO| FEHOR XA KBS WSHAF| D YA ohe MY

(Tims & Bakker, 2010; Wrzesniewski & Dutton, 2001)

Main Perspectives Approach
Citation Theoretical perspectives Crafting Strategies & Measure
Avoidance

the Job Crafting

Task crafting . )
. . Questionnaire (JCQ;
Relational crafting Approach Slemp & Vella-

Cognitive crafting Brodrick, 2013)

Wrzesniewski & Role-based model
Dutton (2001) (Job Identity)

Increasing structural job resources

Tims & Bakker  Resource-based model . L
Increasing social job resources Approach

the Job Crafting

(2010) (D-R model) Increasing challenging job demands SlcalzeOgJZC)S; Tims et
al, ,
Decreasing hindering job demands Avoidance
Zhang & Parker Integrated model Synthesizes both role- and resource-based
(2019) (Approach—-Avoidance Taxonomy)  on approach vs. avoidance motivation

Approach-Avoidance Taxonomy
T 3g=go| dgk2 FESH=H ZIE(Bruning and Campion, 2018; Zhang and Parker, 2019)

I O] 2 H{Z | 2. Job crafting profiles

Established Findings : & A =& X = 21uYU(Job crafting profile)

Ml AR I =20t 2 5F: 2~5 7HX| B =2 00| 25 E
Nl 7HX] Z20p(1~3)2 58X (Makikangas &Schaufeli, 2021; Nissinen, 2023; Zhang et a;., 2024), Makikangas, 2018 &
Hel(1,28 2F)

1) "X & J 2 Z H(approach-oriented/active crafter): Ctst M2 A& & AW ZEE 22 T A+ 2OX|E & A= A
A&
2) g|O| X| &k A2 Z E{(avoidance-oriented crafter/passive crafter): 3T X| & & AHZE S F2 AL, H2X& & AHZE +F U3
3) B A Ql 32T E(average crafter): Z& & 2 E M HE =FOE AE
Méikikangas & Schaufeli(2021) How Do Job Crafting Profiles Manifest Employees Work. .. Nissinen et al_(2023) 31
¥ 0ICO: Task
& RICO
QIc: S,
DICS: Structural resources o — Passive
BICS: Socinl resources Sageezt= g — Average
IS T ) 1 — o e ~ Active
S5, ennateg S ™ Mean
cercasing demancds Level
Avoidance- Approach-
Average oriented oriented Self-Oriented Task crafter
= 197, 47%) in = 125, 30%) (n =79, 19%) (=15, 4%) i
Fig. 2. Latent job crafting profiles. 2 e
Note, The ¥ axis refers to standardized level of job crafting strategies. Flg.1 Job crafting profiles

44



1. o] 2 H{Z | 3. Job Crafting Profiles - outcomes, predictors, transition

Established Findings : Job Crafting Profiles

Meh o This Study
Profiles 2 X 22f=H
HNM=2utde| BF A3 Jeo ey A& JHZH) .
Eod Aef=y ‘
+ group specific profiles (task crafter)
Outcomes YE2Y, H-2 T Hotd, B = Xt0|(Mékikangas &Schaufeli, 2021;
AR IZ 2 bl olo Zqkklo Nissinen, 2023)
BHE=NEd B al -HOAE SelmE; 4eee JHOlHR Mt 4B £20| I &S
- S|mK|E Ao mE R2Y O-KR Nl UEE £E0| J1E W2 )
- Bod 3ioE: QR ESY, H-AR M, UdE S +=F0| Eo
Predictors Autonomy (Zhang et al.,, 2024)
ANZRLY BE 4saol - HOK|E HEte Bo| Mk DIz ERE 0 9
Profile Transitions 0f< PHEE (0% -30%), 137~370& Zt4 (Mikikangas, 2018 &
A= 2utdo| Mol , Zhang et al., 2024, Gillet et al., 2025) ‘
Predictors of Transitions None
Arjz=zoiol Mo| ¥uael &
. ||
?. ?.L‘| al ?.II =
E o X E =21

- O
A1 Profiles A AE 1. =W AEQol & Ie=g Az 2aide H 2
@ctoly | EMEZEoYo IR T2 ATt
Outcomes ATt dE2 2 oY AFele & Aej=8 HME2 oo mhat
MMz 2oded AntK}ol AF =Y, 7HQ-AE MY, LE =0 Kto[7t AUS ATt
Predictors Ot ZE2 3 ZEXH AU EY A MEELES Y AEQlo £
A= oe 2= Aefz=gl
da ol AMZ20tY 270 ofEA S 0|E A7
=N Profile Transitions AT HE 4 U QIS & A=l FHEZ20Y2 Mo[7t &
(Boh ) | BMZ RIS MOl A7
OZCHH HO| Y2 oY LIEtE Ael7h?
Predictors of Transitions O HE 5 ZEXE AN ENY Y AEELE L AEQIo &
Az 2ado| Ho| Jej=g
ol A= 2opY ™olof ofEA IS O0jE Ael7p?
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ANMZEOrY 24- TN
(] = L= . \
3E|_|'7:” EE‘EB-Step approach) // \\ =k Work Engagement
-( i | “_,/_,( - Person-Job fit
Profiles / “*\\\_\7
Profiles =&/ — 4 2T ME \ // T Workaloli
. <
Outcomes of Profiles £44 /’ \\
(mplus, BCH) /
1
ES S]] T EEE
Predictors of Profiles =44 (Regulatory Focus) (Temp:rlali:;aractiﬂm«:s) (Tob cy:mﬂﬁm;
(mp|us, RBSTEP) Promotion Focus Temporal focus Workload
Prevention Focus (Past/Current/Future) Autonomy
Career Feedback
* 3%kA] %= W(Asparouhov & Muthén, 2014; Vermunt, 2010)
Iv. |31 | & 3= Hj==ntd 2
AT 2Ol oS M
SHZEME 28 Nk
Number Latent profile proporti
of rl)JroﬁIes L P AIC BIC aBIC  VIMR@ LMR@) BLRT() Entropy pons'%p port
2 _8?85' 22 16514' 16920.9 16351' <.001 <.001 <.001 0.86 31.7/68.2*
3 -7258’ 30 15376’ 16122.2 16827' <.001 <.001 <.001 0.86 17.6/54.1/28.3
4 _7213' 38 15203' 15888.2 15;67' 0.358 0.362 <.001 0.86 3.9/50.6/21.7/23.7*
5 -7;19’ 46 15331’ 15754.7 15208' <.05 <.05 <.001 0.83 2.5/39.2/16.4/32.6/9.3
6 —7(;83. 54 15?75. 157375 15866. 0.160 0.166 <001 0.83 2.4/16.7/5é04{31.8/34.7/

Note. LL = log-likelihood; FP = free parameters; AIC = Akaike information criterion; BIC = Bayesian information criterion; aBIC = sample-size adjusted Bayesian information criterion; VLMR = Vuong-Lo-Mendell-Rubin
test; LMR = Lo-Mendell-Rubin test; BLRT = Bootstrapped likelihood ratio test.
Note: *Due to rounding, percentages may not total exactly 100%. In this case, the total is 99.9%.
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Job Crafting Profiles

1

7

Proactive crafters
Class 1 (n = 224, 23.7%)

Average crafters Low crafters
Class 2 (n = 482, 51.0%) Class 3 (n = 203, 21.5%)

Non-crafters
Class 4 (n = 36, 3.8%)

ARICH A RICHE & I =8 "W zah 97 1, N = 945)

I‘E

ne
HI

Iv. 93 1| & Y=o Y= 2o} A

Outcomes of Job Crafting Profiles

JCQ: task

MICQ: cogmutive

# JCQ: relational
JCS: structural resources
JCS: social resources

= JCS: challenging demands

I JCS: decreasing demands

4) Non-crafters(d| 22 Z &)

1) Proactive crafters
(M3 32 = H)

2) Average crafters

(BoH Ji=H)

3) Low crafters

(A2H A zE)

sz zzrole a7 &
A= =2t 2

r-III

I:IE

Distal outcome | 1 Proactive crafters |2 Average crafters| 3 Low crafters | 4 Non-crafters | Wald's x3/| . S';l.mmtargl'f?f
variable M (S.E) M (S.E) M (S.E) M (S.E) p-value | 9™ 'c‘::S rreren
Work engageme | 5 43 (0.06) 4.24 (0.04) 325(008) | 1680.16) | 2222 | 152 5354
nt p<.001
o 292.78,
Person-Job fit 4.69 (0.05) 4.08 (0.03) 3.63 (0.07) 2.45 (0.17) p<.001 1T >2 >3>4
. 129.39,
Workaholism 3.05 (0.06) 2.79 (0.03) 2.36 (0.05) 1.97 (0.14) 0<.001 1T >2 >3>4

Note. All pairwise comparisons of distal outcome means across profiles were significant (p < .001, based on the

BCH method)




Iv. g3 1| & 3i=glo|

Az 2O 2

Predictors of Job Crafting Profiles

Proactive crafters

B .
Class 1 (n = 479, 50.6%)
Average crafters Avoidance-oriented crafters Non-crafters
Class 2 (n = 479. 50.6%) Class 3 (n = 205. 21.7%) Class 4 (n=37. 3.9%) E ?- 7é J-I-I' 2 Qlt
e B SE OR B SE OR B SE OR
Regulatory Promotion focus 279 055 006 499" 063 001 -1413" 345 000
Focus Prevention focus 0.11 0.22 1.12 -0.16 0.30 0.86 165" 0.92 4.82 .
o [
Career 0.02 001 102 0.00 002 100 =007 007 094 1) EE’X %h I|_'==f§ I:'I Ea'-' Ol A=
Temporal Past focus -0.10 0.13 0.90 -0.48" 0.28 0.62 -1.45™ 0.51 0.24 EE_ fe) Ol H=2= O1|§
Characteristics Current focus 022 022 080 025 023 078 2607 148 1268 — 2L=— T™TT= —-
Future focus 0.61" 018 054 087" 029 042 204" 052 0.3 KXY MO RAEEX™ = SEAFX ™
—_
Work Workload 20627 023 053 -LIS™ 039 031 -906* 390 000 e O“ | 220 S soxdT
Characteristics Autonomy 0335 031 072 035 0435 060 266" 146 007 -Ojgj=d™ 9 A x=H-
Feedback S22 029 033 219" 063 001 -10.60° 430 000 oloLH &l Ol T = HY
Az Average crafters Avoid:;«;c:;ﬁ:iented - ETJ-I'I-T OI‘ x J'I'I— =
T Class 2 (n = 479. 50.6%) : o
Class 3 (n = 205. 21.7%) HXx X o] Ads&ked © 0| oo
Avoidance-oriented crafter Non-crafters Non-crafters 2) Olx=de| S FlSHA| &3
Class 3 (n = 205, 21.7%) Class 4 (n = 37, 3.9%) Class 4 (n =37, 3.9%) 3 RNBEM = X2A0] AHsE=d0
B SE OR B SE OR B SE OR ) _':_'__'03 I- ° I ee" I
Regulatory Promotion focus 220" 030 001  -1134" 340 000 9047 338 000 O o|5}X| U2
Focus Prevention focus -0.27 0.21 0.77 1547 0.89 4.67 1.81" 0.87 6.01
Career 002 001 098 009 007 092 006 007 094
Temporal Past focus 037" 014 069 135" 147 026 -097° 145 038
Characteristics ot ot N
Current focus 003 018 097 283 050 1689 285 048 1734
Future focus 026" 015 077 -143" 390 024  -L17 390 03l
Work Workload 052" 020 060 853 143 000 -801* 141 000
Characteristics Autonomy 002 026 098 233 429 010 231 428 010
Feedback -1L06™ 033 035 948" 340 000  -842¢ 338 000
. *%p< 05, **p< 01, **p< 001, and tp< .10. B = F A5, SE = EE LA}, OR = 54+
IV, 97 1| ® 3T INTZaY 24
A+ 1 =9
1. Job crafting Profiles
ol = i =T o<
S :T:ll- XIXFO ()-”7-” -| -” |. | N i E| Xt H it |.OI |
‘._l' _IOI_|E A4 7R S Y= e O —E'LLEO =
= __I.I.()-"-lI:IE"'OE H_ _|-O| =IEtA’<|HOI—I-O
== 1L —_— —
1 TI I
Hl J2f=g XX 49
2. Outcomes of Job Crafting Profiles
— — e | e |
« AF Hu. I-Ol ZF 22 =20l HO AlB ™MskAd leEO-" -|O| |- | |- OOloI-
M=z 7 HdFSY, 7HQ-2 2 Herd, S 50M{2] Xo| 7t {2olE
Nax™ Hrl. -| = O'||:|7=|‘l|-()-|| -| |.II- O AX
-—|—|—|5.E_E,E._ HT =21+ A7o:|:|:|_‘I‘T'__

L U2 2N 29 BRN IHTE, 51 4 IHTE, b THZH 202

oo

- H3M 2Y=E Z2ae
SN ARAIY AFS

ol 0|54: %2 29
=4 3

-1
SRS

x

i=Ne] 3|
S =

27t =2 SA[0,
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3. Predictors of Job Crafting Profiles
. ZE 0= Q9!

I. XIXFO|| A Q] SRAFX X

o1 2 9t & 8h(workload), T =% (feedback)- 2Lt M3 0l

TZ2OAz BE27s4M t
- ZEXH: YT v gyl SFHO| 7ot S, T Y0 FEH #S0|2=
SFEEFM SI|HAZEH = %S 7ts€ HAl
« AIZHY £4
- D= g X Jefol 3 9|0 3o AiZHE0 H=X JefZEH £ 7tsd §7r
» MAHEE: 2|0 So ANZHED Eo X JHZHO| £ MtsdE 7l 7t - @7 &H
MEo| JsMEoR HIN U7 WE £ Jsy
« ABOEAM
T /o
- IR SHA QReTR SN sy gl
- D =0| Folgt B Xtggo| QL0 25X B A0l HloH 12 F242l(high context)
oh= ZEOME YR HATR0| B Yk, AL SRt 4T o|EH0| £Of,
mEwo| R0 2HANS F0lE H4 AIYoR &Y JsY

[
=
|l
om

Time 1 & 20

Sz =aY ©O| &4:
3CHA 2R (3-step approach)

HI_H

Profiles & (T1, T2) — 4 &t

T1, T2 )klJH O| profilesOi| CHs{ M1 &

Transitions &4

Predictors of Profile
Transitions &4d

9 (Asparouhov & Muthén, 2014; Vermunt, 2010)

jcs: | Ies: ics: ics: | ] || Jes: || Ies: ICS: Ics:
o | JeQ jeQ: | JoQ: | Jeq:
> Structural Soc C'n.lﬂmp. Desressing Structural Socul Challengieg || Decreasing
Relaicual | Cogaiice || prcas Pm:::es demds Tok | Rl | Comtre || pnl | pganes | Demas | s
/

\4//

\

// ™\

'
Job Crafting “-‘ ,‘"’

Job Crafting ‘
-: Profiles : . |‘ Profiles |
(T1) / \ (T2 4 weeks)
\ / . P
P N

%4 27 (T1): Promotion Focus, Prevention Focus
743 £A1(T1): Temporal focus(Past /Current/Future), Career

E AJ(T1): Workload, Autonomy, Feedback
7 1}7<: :ﬂy}o].k"‘[z)
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Al A
111117; iy LL FP AIC BIC aBIC VLMR (p) LMR(p) BLRT(p) Entropy  Latent profile proportions %
=] o T
T
2 -5967.5 22 11,979.1 12,0785 12,0785 <.001 <.001 <.001 0.85 30.1/69.3
3 -5647.2 30 11,3544 11,489.9 11,3947 <.001 <.001 <.001 0.87 18.4/24.8/56.8
4 -5559.7 38 11,1954 11,367.1 11,246.5 0.024 0.026 <.001 0.86 5.2/51.7/21.7/21.4
5 -5503.7 46 11,0994 11,3073 11,161.2 0.049 0.051 <.001 0.83 3.8/45.3/17.4/25.7/7.8
6 -5471.8 54 11,051.6 11,2956 11,1241 0.222 0.229 <.001 0.85 4.3/17.7/2.1/7.8/44.0/24.2"
T2
2 -5997.2 22 12,0384 12,1379  12,068.0 <.001 <.001 <.001 0.86 31.1/68.9
3 -5675.4 30 11,410.8 11,5464 11,4511 <.05 <.05 <.001 0.86 13.4/54.3/32.3
4 -5546.2 38 11,1684 11,3402 11,2195 0.126 0.129 <.001 0.85 5.3/49.4/20.8/24.5
5 -5493.1 46 11,078.2 11,286.1 11,1401 0.128 0.130 <.001 0.82 2.1/12.8/33.3/37.9/13.9
6 -5458.7 54 11,0253 11,2694 11,0979 0.076 0.080 <.001 0.81 1.6/5.9/16.0/28.2/38.9/9.3"

Note. LL = log-likelihood; FP = free parameters; AIC = Akaike information criterion; BIC = Bayesian information criterion; aBIC = sample-size adjusted Bayesian information criterion; VLMR = Vuong-Lo-Mendell-Rubin test; LMR = Lo-Mendell-
Rubin test; BLRT = Bootstrapped likelihood ratio test. Note: *Due to rounding, percentages may not total exactly 100%. In this case, the total is 99.9%.

SANOR Bl HAYHE 7

i H— =

-

CEERE LR NN ERERE

TEHoz NE5l 44 E REE 2T HMERMY ZHO = K=Y

I

V.@ 2| & 3Y=Re FHE=aiY Ho| EY

Job Crafting Profiles at T1, T2

T AMTHE Y=Y HHZ20td (Z2h N = 678) T2: ANGHE QYo HHZ2aA(ZZE N = 678)
15
2 JCQ: task
10 =
N =
: §% = N JCQ: cogitive YIS i
o5 N =
: § o E”“ 21CQ: relational Q
00 | &; - N = NN B = i S
: § BEE JCS: structural resources H” §j=; | 5: struchural resouce
= : = - SN
05 : %%ﬁ; = JCS: social resources § JCS: wocial resouee
N = N e
10 - §§ = =1CS: challenging demands § A CS: challenging dered
: = X
§[§ﬁ = CS: decreasing demand: § nics 1 d
- 2 %ﬂ,ﬁ; = 1 JCS: decreasing demands \:
N = ¥
-20 —
=25
Proactive crafters Average crafters Low crafters Non-crafters Proactive crafters Average Low crafters Non-crafters
Class 1 (n=145, 21.4%) Class 2 (n=351, Class 3 (n=147, Class 4 (n=35, a crazf(ter;s Class 3 (no141 Class 4 (136
= d - 9 19 ass n= , lass n= . lass n=36,
51.7%) 21.7%) 5.2%) Class 1 (n=166, 24.5%) 49.4%) 20.8%) 5.3%

AT 2ot Ok Tt T2 SUSHA 47 Z2MY 27

1)
2) Average crafters (B & I 2 ZH)
3) Low crafters (&=%& J2ZH)

4) Non-crafters(d| 2 2{ZH)

Proactive crafters(&l =4 Iz H)



V. 2| & 3=l BYTRIY Ho| B4

Transitions between Job Crafting Profiles

Transition Probabilities (317 2, N = 678)

Time 2 Job Crafting Profiles

Job Cr;j&; 1Profi|es Proactive crafters Average crafters Low crafters Non-crafters
(24.5%) (49.4%) (20.8%) (5.3%)
Fwoacgnfgijﬁe“ 0.873 0.126 0.001 0.000
Aver"’('gf_;;)ﬁers 0.110 0.776 0.100 0015
Lo‘(’; f;ajt)e * 0.000 0.274 0.663 0.063
No?égsgers 0.000 0.000 0.374 0.626

o Zat 2ok
1) Jél- ﬂEHu.EI xl‘xHJ.LEJ_LI-olo K "'01|A-| AI-EI- | <|)_|-Jg&||
(X7] =20t |FX| H|E 62.6%~87.3%)-> Stayer
2) Zt Z2OYUNN L8 TR 4F T A0 374%7t CHE Z2MAUZ MO|SIH F2
SFAIeE 22 ARG ZEOYZ 0| S ->Mover

M
|

V.7 2| & AT e T2 M|

Effects of predictors on transition probabilities

I'-III

Transition reference group: Proactive crafters
Class 1 (147, 24.5%)

Average crafters Low crafters Non-crafters

s Class 2 (n = 351, 49.4%) Class 3 (n = 145, 20.8%) Class 4 (n = 35, 5.3%)
B SE OR B SE OR B SE OR
Promotion focus -2.09"™" 0.56 0.12 -2.49" 0.69 0.08 -2.68™ 0.88 0.07
Prevention focus 0.28 0.25 1.32 0.24 0.44 1.27 1.12 1.84 3.08
Career 0.02 0.03 1.02 0.00 0.04 1.00 -0.03 0.06 0.97
Past Focus -0.14 0.19 0.87 -0.09 0.27 0.92 -0.18 0.50 0.83
Current Focus -0.23 0.27 0.80 -0.08 0.40 0.93 -0.72 0.72 0.49
Future Focus -0.49' 0.29 0.62 -0.65" 0.35 0.52 -0.89 0.56 0.41
Workload -0.15 0.31 0.86 -0.59 0.39 0.56 -0.87 0.77 0.42
Autonomy 0.02 0.39 1.02 -0.32 0.51 0.73 0.18 0.98 1.20
Feedback 0.50 0.56 1.65 -1.16" 0.61 0.31 -0.93 0.74 0.40
Perce"’ez)c“a"ge T s 0.24 059  -1.40™ 036 025 113 073 032

. *p< 05, ¥*p< .01, ***p< 001, and tp< .10. B = 3] A A7, SE = 722}, OR = 54|
o7 21 2%
YoM SE=H (T F2H

T

il

A X oA
oIy +E(T2)0| £842

H#H 3|
EXY N AYTY +30| 2 MIH AYTER0| Ho|7Hs 40| KoASHH St
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4. Transitions between Job Crafting Profiles

« 4F 20| X7 ZE0Y |X| HE 62.6%~873% — CH7|HCE HES| HEHA
o 2B Moo 2 T 20U HMO|StH MEF LMol H|sst T 202 0|

. X|Cf Mo|g: H| AYZH — 23X JZH (37.4%)

5. Predictors of Profile Transitions
« T19| SFAEFI T2 FoHX HSIQIA 0] 28 T 2l
« 5 QORTOMO SFMEN, FoN BHoA)S AT Z 0t HHA 2

ok Al el S 2210 7§7|§.2E HEY Jtsd AlA

VI. 3&=2] | Theoretical implications

ZeH=9| 1 Theoretical implications

1.

Job crafting Profiles

ot 22Xt CHY, 471 Z20HY Y (Proactive / Average / Low / Non-crafters)
‘Non-crafters’ = 1@ &2 FE, Quiet quittingdt SAtSH IHE -> M3 Z Qo] H=Z
32Xl Hl=Y(Harter, 2022)1t A4 7ts5d

HIAMT 2ol & Je=% T =2atY L83} 7tsd HA

. Outcomes of Job Crafting Profiles

T2oie 7 AR =Y Me-AT Hetd, €3=0Mef XHo7F o M= AZHI =

Oy

BFZOAM 7HE B2 £FS 2 on, BN Il 2|0 S4 =, 5 A=

HT = o mL ToE=

T2 2 FOISHA H4

chel Marech M2k xgpE-ZES 92 A 0S50 B2
X L]

[N | H = o
I MEo| 38-7¥ Eu 25Fet ZoHA AZEE
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VI. 382 | Theoretical implications

EeH=2] 1 Theoretical implications

3. Predictors of Job Crafting Profiles
« 0N SMXEHE ARIE S (workload), I =4 (feedback)0| H=H

-
retg mo| mE ZETY of50| fol3 A% 2ol

- Q= AEE2 RelSH] BHE

. IS0 QO[3 BE (HSHL QOISHK| %) -> 83 DU 23} £4
v, B TYES FHGHE HUXUSE X8 Y

VI. 3&=2] | Theoretical implications

ZeH=9| 1 Theoretical implications

4. Transitions between Job Crafting Profiles
« THYUEL 4F 0| X7|o| ¥ A=l Z2utA S |X|5H0{(62.6%~87.3%)5t 1, XY

37.4%2| FO|g=2 qAlct 8o 2 Ho|gt

e S 1) & el ZE2Oeo| oY Aol Hoto| HelY fxli
o HZQIONA & Jef=E ThXy “Eﬂfo'ol YEol AF 5 7|"%-F = A
o & A2ZEO| 7|BtStE || X2 2 OfOo|HIE| EI(Job related identity)L}
ZI2 9 1-XI2 (JD-R: Job Demands-Resources) M2H0| S 23| B3}l X| LUS
7t&

- o4 2) T AT E HFo| 4Fate BT o= Hotrts-> DFE S40| opyat
JHoIx EMq} Atstof e} H=Ig} 7|-"*" Al AL
- T 3T E Moo YHS FE£ 2002 T AT LA HA
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g=9| | Theoretical implications

VI. &

EeH=2] 1 Theoretical implications

5. Predictors of Profile Transitions
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(Maslach et al., 1996)
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(Brougham & Haar, 2018)
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04 O|2X HjZ

(Dong et al., 2024; Verma & Singh, 2022)
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F(task-technology fit)=2 =
2 (Huo et al, 2025)
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Introduction

~LEADERSHIP -

UNEKENEER
P Leadership is the process of motivating a group of people » Leadership dilemma: Leaders have the opportunity of
to act toward achieving a common goal. choosing between an option that might be able to yield

4 sl 4 higher group performance and an option preferred by
" o group members. Ak,

Leader's opinion: Group members’ opinion:
Option A would maximize Option B wauld be mere

group's performance & &en}c.‘uh’e thian A

P Leadership decisions essentially involve assuming
responsibility for a group’s success or benefit to other

group members. .

g? -3
sk . R e M o

Introduction

~LEADERSHIP -
URERENER U
p Leadership is the process of motivating a group of people » Internal leadership valuation

to act toward achieving a common goal.
B Exactly how leaders resolve this conflict may be influenced

sy
4 by their unique leadership strategies and/or social context,

such as the observations by others.

Leadership
S strategy 1
- 1
P Leadership decisions essentially involve assuming !
responsibility for a group’s success or benefit to other Goal-oriented Relationship-oriented
strategy strategy

group members.

R Social
% observation
=

"OX O Q

Public Private
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' Introduction

~ LEADERSHIP -
LUEKRENER (S
p Leadership is the process of motivating a group of people
Leadership

D& 0

to act toward achieving a common goal.

P Leadership decisions essentially involve assuming
responsibility for a group’s success or benefit to other

group members.

Neural mechanism

Methods & Materials
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" Methods & Materials

@] Experimental procedure
| |

I Day 1 i Day 2 {
Step 1: Leadership manipulation ‘ Step 2: Puzzle choice task : Step 3: Teamwork task
[ ] O
ah an

Confederate Participant Confederate

o) @ Spatial ability-1
e @ Spatial ability-2
“hab ekl @) Perception speed
Leadership test @ Situational judgement

4

Ay

& .i Assigning the participants to Leadership Teamwork
dilemma
)

the role of a leader A

: to enhance the external validity of leadership

manipulation

4

Member Leader Member

: to emphasize the accountability of the leader

But, it did not actually take place.

' Methods & Materials

@ Leadership manipulation: online metaverse platform

ST T T T

e
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' Methods & Materials

@ Experimental procedur

[ Day 1 % Day 2 {
Step 1: Leadership manipulation ‘ Step 2: Puzzle choice task | Step 3: Teamwork task
[ ] O
ah an

Confederate Participant Confederate

Bl @ Spatial ability-1
Py @ Spatial ability-2
< =f w5 =8 (3 Perception speed
Leadership test @ Situational judgement

4

N

“.i Assigning the participants to Leadership
-

~

il
the role of a leader o dilemma

: to enhance the external validity of leadership

manipulation

4

Member Leader Member

: to emphasize the accountability of the leader

But, it did not actually take place.

' Methods & Materials

@ Puzzle choice task

Fixation
2-4s

Accountability: Public

Decision
unlimited

A total of 180 trials

Performance Advantage (PA) Level
Group performance probability consists of five different values:
10%, 35%, 50%, 65%, and 90%.
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|
Behavior Results

=] Behavioral results

P 43 Participants (23 females, mean age = 25 + 2.7 years)

B A 2 (Observability: public and private) x 5 (PA level: 10%, 35%, 50%, 65%, and 90%) repeated-measures analysis of variance (RM-ANOVA)

Group
Fixation performance
245 A 1.0 W Public

o M
E u Private
R

. 8 J
]
=

L o

\ 8 0.5
=
T
E
g g
1
o

v 0.0~ - .
Choosi ol | Social 0% 3% 50%  B5% 90%
oosing social approva i
9 PP Choosing group performance approval Performance advantage level
coded as 0 coded as 1

Participants were more likely to seek social approval than to promote

group performance when their decisions were exposed to group members.
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~ Behavior Results

@ Leadership strategy difference score

p Leadership behavior description questionnaire (LBDQ)
« Initiating structure (i.e., goal-oriented): 15 items
» Consideration (i.e., relationship-oriented): 15 items

» (Initiating structure — Consideration)

& 3 & « Negative | Positive @
2
i—k 0
Relationship- Goal-oriented
oriented leadership leadership

@ Leadership behavior index

» A mixed-effect logistic regression model

1
Model: Pchoice=group performance) = TreY

) LBI
with /

Y =fo+bo+ (Bpa+bpa) - PA+ (Bop + bop) - OB + (Binrer + binrer) - PA- OB

! | |

PA level Observability Interaction

High

Public Private
uf - L
ui |
saf Sub 2t E
o) s
Perturmance ddvantage Lavet Pertarmance Advantage Level

ul o ]
u s} .,

- - - LI -
Pestommance Avasage vl Pritormance Aluartige Lt

Geoup Prctomane
¢
G Pertomance
\
\
‘\\
N

L = 13 " % » C]
Parfammance sdvantage Level Performance Afvantage Level

Leaders with higher goal-oriented leadership were more likely

to choose group performance under private vs. public

condition as the performance advantage level decreases.

"~ Behavior Results

@ Leadership strategy difference score

» Leadership behavior description questionnaire (LBDQ)
« Initiating structure (i.e., goal-oriented): 15 items
» Consideration (i.e., relationship-oriented): 15 items

» (Initiating structure — Consideration)

H 3 % Negative , Positive @
< } >
- | 0
Relationship- Goal-oriented
oriented leadership leadership

@ Leadership behavior index

» A mixed-effect logistic regression model

1
Model: P(choice:grou performance) — 1te-Y

) LBI
with /

Y = o+ bo + (Bpa+ bpa) - PA+ (Bos + bog) - OB + (Binrer + binrer) - PA- OB

! l }

PA level Observability Interaction

Leadership strategy difference score

Relationship-

oriented

r=0501

30 p=0.001
10
0
-10
-20

-0.05 0.00 0.05 0.10 0.15

Leadership behavior index

Significant correlation between the LBl and

the leadership strategy
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" Neural Results

@ Medial prefrontal cortex (mPFC) subregions

~ ¢ 2
5 4% External valuation
o of R Monitoring and resolving conflict
o al Detecting imbalanced psychological states
( = . . . \
:;(ﬁo\. Arbitration between internal and external
Value computation under social observation
\ Cognitive branching y
(o - N
Internal valuation
ﬂ Reward value processing
L Value-based decision )

A Prediction Error
3 Prediction

[om:ovmm;u}

Functionally dissociable contributions of

the subregions of mPFC in the leadership decisions Hierarchical allostatic regulation model
(Kim, 2020)

] |
" Neural Results

m Functional differentiation of mPFC subregions during strategic leadership decisions

A. rostromedial prefrontal cortex (rmPFC, EL1Z MM FO|E)

p Greater activation in public than private conditions

» Social evaluation

4 1254) (.36.14] B. dorsomedial prefrontal cortex (dmPFC, L} ™ H F | &)
15 3 *xk s
" » Greater activation in incongruent than congruent conditions
P - 2 @
£ g 5 o .
£5 > £, L] » monitoring conflict
'E § 05 E 0 § E% 000
it § EH |
T e = g oo C. ventromedial prefrontal cortex (vmPFC, S5 HHF I H)
15 2 -0.02 .. . . . . . o
Public  Private &8 Public  Private p Activity increases with PA level, particularly in public conditions

S » Encoding performance-related value




" Neural Results

@ dmPFC activation reflects strategic traits in private conditions

r=0761
0075, P00

O Goal-oriented leaders show increased dmPFC activation

even in Private condition.

Parameter estimates of
PA level from the dmPFC

O Relationship-oriented leaders show no significant modulation.

-0.05 0.00 0.05 0.10 0.15

Leadership behavior index

O Indicates goal-oriented leaders experience stronger internal

Relatonsporerted aders Goal-orented loaders conflict monitoring without social observation.
[8,14,56] 004 4
] © : :
Ba B
8 88 ™ - . .
;E o } i +_i O dmPFC reflects strategic internalization of responsibility
23 £3 . .
RS [HREE depending on leadership style.

L 0.04-1
Public ~ Private Public  Private

“ Neural Results

@ vmPFC-rmPFC connectivity tracks social integration of value

O In Public condition, vmPFC shows stronger connectivity with

rmPFC as PA level increases.

£ . - . .
0?2 O Stronger in relationship-oriented leaders.
o g 5+
£
Sz
22 . . . .
<8 O Suggests integration of performance value with social
8 o- .
° approval mechanisms.

I Relationship-oriented leaders

B Goal-oriented leaders O Socially attuned leaders engage value-integration circuits

when observed.

[6,50,12]
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& 7
)
7

Neural

Results

@ Inter-subject representational similarity analysis (IS-RSA) reveals strategy-specific neural encoding

A

Leadership behavior index (LBI)
(n=143)

BOLD patterns in 100 parcels
(n=43)

& =
4” .
” .
@ swz
\\ .
e
'/ \\
@& -

rmPFC/
pACC

*x

Dissimilar 2.0

Neural representation patterns
in public condtions

Behavior RDM

Permutation test
(10,000 times)

"‘L"

Simiar T Dissimilar

Neural RDMs : Public or Private

10
20
] n_
40
e & 8 %

For 100 parcels
L

o hsmiaizo dmPFC W Relationship-oriented leaders
* M Goal-oriented leaders
5 15—
§3
g E "
52
o5
E < 05
H
2
Similar 0.0

Kendal's rank correlation

Bonferroni corrected (p < 0.0005) .
Social

observation

© ax:=»

Public

L O\ g

Private

[ Public condition
M Private condition

O Public condition: Higher similarity in rmPFC among
relationship-oriented leaders.

O Private condition: Higher similarity in dmPFC among goal-

oriented leaders.

O Leadership strategies shape how the brain encodes

decision-relevant information under different social contexts.




. Discussion
(4. dmPFC
g External valuation
L -;."-'\ Monitoring and resolving conflict

Social evaluation

(o
‘ A rmPFC
Arbitration between internal and external
|

o vmPFC

ﬁ Internal valuation
Internal leadership valuation

Leadership
dilemma

Functionally dissociable contributions of

the subregions of mPFC in the leadership decisions

‘ |
' Future Directions

Neural mechanism

Fairness-based leadership decisions

&

Cognitive flexibility and strategic shifting

Leadership Decision-making

under uncertainty and risk
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VU University, Z1 43

‘I don't know when the current difficulties you are experiencing will end. But there will definitely
be an end. And the pain you experience now will make you a more mature person who
empathizes with the pain of others. So you will become someone who can help others. | will be
the proof. We sincerely support you. Your past can be rewritten by your future.”

- CEO of Gowoonsesang
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Key word
: Trauma AND Leadership
(n-461)

VU
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to the research topic, grey
literature and if research
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Cited Reference Search
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