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CHAPTER 1
General Introduction
Voice behavior refers to employee’s expression of suggestions aimed
at improving collective functioning (Van Dyne & LePine, 1998). Yet,
employees do not always feel comfortable with expressing their suggestions
or concerns and might prefer to remain silent even when they have opinions
in mind. We have known some devastating collective failures, such as the
Columbia space shuttle disaster, the recent Boeing crisis, and belated
governmental interventions against the COVID-19 spread. These events
happened, in part, either because employees remained silent when they had
identified problems, or because raised problems were not tackled properly
in a timely manner. Hence, it is not only necessary to encourage employees
to express their ideas freely, but also important to advance our
understanding of how raised voice can be translated into substantial change.
The major of extant research has approached voice as an individual
behavior and identified a variety of factors that may predict employee voice
behavior, including employee attributes, leader behaviors, and other
contextual factors (Morrison, 2011; Morrison, 2014; Chamberlin, Newton,
& LePine, 2017). In recent years, voice scholars have started to address
whether voice from employees can be turned into improved collective
outcomes, as assumed in the definition of voice (Detert, Burris, Harrison, &
Martin, 2013), and how (e.g., Li, Liao, Tangirala, & Firth, 2017; Sherf,
Sinha, Tangirala, & Awasty, 2018; Liang, Shu, & Farh, 2019). When
examining the effect of voice within teams, these studies either focused on
the overall volume of voice, assuming that the influence of voice was
7

exerted within teams as a whole, or focused on the average level of voice,
assuming that voice was distributed in an egalitarian fashion among team
members. These assumptions have constrained us from developing a more
accurate understanding of the pattern of voice that occurs within teams and
how the pattern affects team process and effectiveness.
To address the problems above, I adopt a configural approach
(Kozlowski & Klein, 2000) to studying voice in a team context. The
configural approach has been used to capture how the factors concerned get
configured within a team and how the configuration pattern plays a role in
predicting team emergent states, processes, and outcomes (e.g., DeRue,
Hollenbeck, Ilgen, & Feltz, 2010; DeRue, Nahrgang, & Ashford, 2015; Li
& Liao, 2014). This approach has enabled researchers to move beyond the
additive model (Chan, 1998), on which prior research on the overall or
average volume of voice in teams is built, and consider not only the amount
of variance but, more importantly, the pattern of the factors within teams.
For example, using the configural approach, scholars identified different
types of configuration pattern of team efficacy beliefs and their effects on
team processes and effectiveness (DeRue et al., 2010), or examined how
leadership structure became configured in self-managing teams (DeRue et
al., 2015).
In this dissertation, I apply such configural approach to furthering the
investigation on voice behavior in teams. More specifically, I attempt to
study how configuration in antecedents may predict occurrence of voice
behavior and how configuration of voice influences teams. By conducting
empirical studies, this dissertation will examine a) the antecedents of
employee voice with a focus on dispersion in leader-member exchange
8

(LMX) relationship, captured by self-other (dis)similarity in LMX, b) how
voice occurs in view of team configuration in expertise and its impact on
team process and performance, and c) how voice distribution gets
structured within teams over time and how teams proactively navigate this
trajectory by placing right persons in central positions. As such, the
dissertation aims at enriching the literatures on voice as well as teams and
leadership, by incorporating a configural perspective to advance our
understanding of how voice can be fueled and how voice exerts influences
within teams.
Dissertation Overview
This dissertation consists of three independent empirical chapters. As
these chapters are product of joint efforts by me, my supervisors and other
co-authors, I will use “we” instead of “I” to present their contribution.
In Chapter 2, we examine the influences of leader-follower
relationship on employee voice behavior. The quality of the leader-follower
relationship captured by leader-member exchange (LMX) has been
identified as a major influence on leader-directed voice. An important
development is the recognition that leader-follower relationships are
embedded in the context of others’ LMX relationships, which puts the issue
of self-other (dis)similarity in LMX relationships center-stage. We propose
a conceptual development of this analysis in recognizing that LMX
(dis)similarity has important social identity implications from which
follows that not just LMX positive dissimilarity (having a better LMX
relationship than others) may inspire voice, but also LMX similarity, and
that the extent to which the former or the latter is the stronger driver of
9

voice is contingent on leader group prototypicality (the degree to which the
leader is perceived to embody the collective identity). Specifically, we
predict that LMX similarity is more predictive of voice with a more group
prototypical leader, whereas LMX positive dissimilarity is more predictive
of voice with a less group prototypical leader, and that the interactive
effects are stronger for prohibitive voice (suggestions to discontinue a
practice) than for promotive voice (suggestions to improve work practices).
To test these predictions, we conducted a field survey study among 321
leader-member dyads nested within 47 teams in three companies in China.
Chapter 3 investigates how and when voice can benefit team
performance with a focus on the dissimilarity in expertise among team
members. Prior research has recognized that voice from team members
could bring about desired team outcomes (Detert et al., 2013; Li et al.,
2017; Liang et al., 2019). These studies have focused on the volume of
voice, assuming implicitly that influences of voice were exerted on the
team as a whole. However, voice might be better understood as being
communicated to one or a few instead of all team members. This points to
the necessity of studying who voice to whom in teams. Whether voice
occurs between similar or dissimilar team members might affect the
effectiveness in communicating ideas to others. We thus expect that the
degree to which voice flows across a social category boundary within a
team could exert an influence above and beyond the volume of voice. When
voice flows across team members of dissimilar expertise, this could give
rise to the difficulties in communicating ideas to one another. To overcome
the difficulties, it is important to create energy or excitement for others
when voicing to them and further galvanize them into taking actions and
10

improving collective performance. We thus predict that cross-expertise
voice is likely to enhance team performance through fostering relational
energy within the team, and that this effect will be more pronounced when
the business environment is less uncertain because environmental
uncertainty triggers the intergroup bias and, in turn, prevents individuals
from being open-minded to outgroup members. We conducted a field
survey study among 60 teams to test our predictions.
In Chapter 4, we examine how teams centralize their voice over time
to perform better. Prior research on voice in teams has explicitly or
implicitly worked under the assumption that voice is equally distributed
among team members. For instance, when examining how voice in teams
can help collective outcomes, studies tend to focus on the average voice of
members, which assumes uniformity in expression of voice among those
members (e.g., Podsakoff, Maynes, Whiting, & Podsakoff, 2015). Recent
research has started questioning this assumption and highlighted that voice
can be centralized around one or two members within teams, who speak up
more than others, rather than distributed in an egalitarian manner across all
the members (e.g., Sherf et al., 2018; also see Woolley, Chabris, Pentland,
Hashmi, & Malone, 2010). We extend this line of research by proposing
that, (a) as teams develop over time, voice within a team does have an
increasing tendency to centralize around a few members as the team seeks
to defer to most competent members and motivate them to voice more
frequently, hence, (b) as time progresses, the likelihood that the members
around whom voice centralizes in the team (i.e., those who speak up most
frequently) are competent increases, (c) team composition (in openness and
conscientiousness) predicts the extent to which the team quickly places
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more competent members as central voicers in the team, and (d) teams that
ultimately end up centralizing their voice around competent members tend
to outperform those who do not. A longitudinal study of 176 student project
teams was conducted to test our hypotheses.
Last, in Chapter 5, I summarize the findings of the empirical chapters
and discuss their implications for different streams of literature and
directions for future research.
Declaration of contributors
I would not have been able to accomplish this line of research had I
not received support or advice from my great collaborators. Chapter 1 was
written by Jing Wu (JW) and reviewed by Daan van Knippenberg (DvK)
and Steffen Giessner (SG). Chapter 2 was designed by JW, DvK, and SG;
data was collected and analyzed by JW, and DvK, SG, and Sut I Wong
(SIW) provided advice on data analysis; the chapter was written by JW,
DvK, and SG. Chapter 3 was designed by JW, Subrahmaniam Tangirala
(ST), and DvK; data was collected by Pengcheng Zhang (PZ) and JW, and
analyzed by JW; ST, DvK, and SG provided advice on data analysis; the
chapter was written by JW, and DvK provided suggestions for revision.
Chapter 4 was designed by JW, ST, DvK, and Rui Shu (RS); data was
collected by JW with support from Hannes Leroy and Bex Hewett; data
was analyzed by JW and RS, ST provided advice on data analysis, and
Yiran Guo assisted with data clearing; the chapter was written by JW, ST,
and RS, and DvK provided advice for revision. Chapter 5 was written by
JW and reviewed by DvK and SG.

12

CHAPTER 5
General Discussion
It is believed that employee voice behavior would benefit collective
functioning. Only in recent years have scholars started to examine if voice
behavior actually benefits teams and, if so, how. The extant research on
voice in teams, by and large, focused on either the overall amount of voice
or the average level of voice that emanated in teams, assuming that the
influence of voice was exerted on teams as a whole or voice was equally
distributed among team members. Yet, voice might be better understood in
a dyadic setting, and team members typically differ in expression of voice.
To address these issues, this dissertation took a configural approach to
further investigation of voice in teams. Although the three studies compiled
in the dissertation can be approached independently of one another, they
share the overarching research question: How voice is elicited or exerts
influences within teams in the light of team configuration?
Summaries of the Main Findings and Contributions
In Chapter 2, we proposed a social identity perspective on the
relationship between LMX (dis)similarity and leader-directed voice
behavior and investigated the interactive effect of followers’ self-other
(dis)similarity in LMX and leader group prototypicality on follower’s
upward voice. We predicted that LMX positive dissimilarity was more
predictive of voice with a less group prototypical leader, whereas LMX
similarity was more predictive of voice with a more group prototypical
leader, and that the interactive effects would be stronger for prohibitive
voice than for promotive voice. The results from the field study largely
13

supported our predictions. This study enriched the extant literature in two
important ways. First, we identified the social identity dimension to the
LMX-voice relation by integrating LMX theory (Graen & Uhl-Bien, 1995)
with the social identity theory of leadership (Hogg, 2001; van Knippenberg
& Hogg, 2003) and thus built towards broader-ranging theories of
leadership. Specifically, we argued that both similar LMX relationship and
a more positive LMX relationship in comparison to the other team members
could result in upward voice behavior. The critical contingency factor was
the degree to which the leader embodies the team characteristics (i.e.,
leader group prototypicality) – rendering either similar or more positive
LMX relationship a predictor of upward voice behavior. Second, extending
prior research that distinguished prohibitive voice from promotive voice
(e.g., Liang et al., 2012; Lin & Johnson, 2015; Wei et al., 2015), the study
further contributed to the voice literature by testing the differential effect of
LMX (dis)similarity and leader group prototypicality on the two forms of
voice.
Chapter 3 cast light on cross-expertise voice, or voice that occurred
between team members who have different expertise background, so as to
better capture who voiced to whom in teams. This matters because whether
voice occurs between similar or dissimilar team members would affect the
effectiveness in communicating ideas to others, and voice might be better
understood when being communicated to one or a few rather than all other
team members. We examined how and when cross-expertise voice was
likely to facilitate team performance. Building on relational energy theory
(Owens et al., 2016) and self-categorization theory (Turner et al., 1987), we
predicted that cross-expertise voice could benefit team performance via
14

fostering relational energy within teams, and that such indirect effect was
more likely to occur when environment was less uncertain as opposed to
more uncertain. The results were consistent with our hypotheses. Via this
study, we recognized that cross-expertise voice had a unique impact on
team performance beyond and above the volume of voice. This contributed
to voice literature by adopting the configural approach to voice study.
Specifically, we delved into the members around whom voice flew within
teams considering the dissimilarity in expertise of dyads. Second, we
identified relational energy as a mediation mechanism to further our
understanding of how voice could exert positive influence within teams.
Relational energy, as a form of motivational mechanism, played a unique
role in getting team members to buy into raised ideas and mobilizing them
to take actions. Further, we recognized environmental uncertainty as a
condition under which cross-expertise voice was more likely to enhance
team performance via relational energy, to emphasize the importance of
business environment in which teams were embedded.
In Chapter 4, we treated voice centralization as a process that teams
can proactively navigate instead of a phenomenon that naturally occurs in
teams. Specifically, we unpacked how teams centralized their voice around
more competent members to perform well and what kinds of teams tended
to more quickly place highly competent members in central voicer
positions. An integration of expectation states theory (Bales et al., 1951;
Berger et al., 1985) and role theory (Katz & Kahn, 1965) suggests that taskoriented teams tend to strive for centralization, because they are inclined to
defer to one or a few members and expect them to contribute more; when
teams form such role expectation, they are likely to send the roles to right
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persons and convince them to take on the roles. Hence, we predicted that
voice would be centralized around more competent members over time in
teams. Our predictions were supported: voice in teams became more and
more centralized as time progressed, and it was centralized to more
competent members ultimately. Furthermore, we found that teams that were
open to experience or conscientious tended to more quickly have their
competent members take on central voicer roles; and the teams who ended
up with competent members occupying central voicer positions tended to
perform better than those who did not. This chapter’s main contribution lies
with the adoption of a longitudinal approach. With this, we demonstrated
that teams typically started off with a relatively egalitarian distribution of
voice and moved toward centralization by having more competent member
taking on central voicer positions. As such, we extended the research on
voice distribution by explicating how voice became centralized within
teams as well as why they strived for centralization. Also, we identified
team openness and conscientiousness as critical factors that distinguished
the teams who were better at quickly placing more competent members as
central voicers.
Implications for Future Research
The above findings may provide some insights into voice literature as
well as research on teams and leadership more broadly. In the following, I
will discuss several implications for future research that stem from an
integrated consideration of the three studies.
First, a key contribution of this dissertation is bringing a configural
perspective to the investigation regarding the occurrence and influence of
employee voice behavior in a team context. Taking the configural
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approach, we a) examined how voice occurred in view of team
configuration in LMX, reflected by the degree of similarity or dissimilarity
between one’s own LMX and coworkers’ LMXs with the same leader
(Chapter 2), b) studied the occurrence of voice intertwined with team
configuration in expertise background and how cross-expertise voice could
benefit team performance (Chapter 3), and c) unpacked how voice
distribution became configured by centralizing the speaking turns around
right persons so as to achieve good team performance (Chapter 4). As such,
we establish a more accurate and nuanced understanding of how voice can
be elicited and how voice exerts influences within teams. Follow-up
research may further incorporate the configural perspective into voice
study. For example, future research can examine how alternative forms of
configuration in other predictors of voice, or how different forms of
configuration in voice impact team processes and outcomes.
Second, Chapter 2 and 4 both speak to leadership literature. The study
in Chapter 2 can be linked to the prior work on LMX differentiation (Li &
Liao, 2014) in which the authors used the configural approach to
distinguish four types of LMX dispersion that may occur in teams and
examined how such LMX dispersion impacted team and individual
performance. Future research may further apply the configural approach to
a variety of leader behaviors, to advance our understanding of how leader’s
differentiated treatment could exert influences on teams or followers via
leader behaviors. In Chapter 4, the findings on how self-managing teams
centralized their voice relate to the extant work on the emergence of
informal leadership (DeRue et al., 2015). These scholars highlighted that a
centralized distribution of team member competence can result in a
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centralized structure of leadership, and that a competent individual is more
likely to emerge as a leader. We went beyond these conclusions by
highlighting that teams proactively place competent members in critical
positions, explicating how competent members take on these roles over
time, and distinguishing what kinds of teams are better at placing
competent members in these roles quickly. Future research may continue to
examine the dynamic interplay between perceived competence and taking
of central roles over time.
Third, the studies in Chapter 3 and 4 both contribute to literature on
teams. Chapter 3 examined the occurrence of voice intertwined with team
configuration in expertise background and studied how cross-expertise
voice could benefit team performance. Chapter 4 focused on distribution of
voice and how it was shaped over time within teams. As such, we moved
beyond the prior research that focused on the overall or average amount of
voice that happened within teams, by highlighting the importance of
zooming in to investigate who voice to whom and how voice is distributed,
in addition to the amount of voice. Future research may consider alternative
dimensions of the social category, such as gender or functional background,
and further examine how and when these forms of cross-boundary voice
would impact team processes and effectiveness. Also, alternative patterns
of voice dispersion can be of interest for future research directions.
Last, another critical implication lies with incorporating temporal
element into voice study (Chapter 4). Specifically, we investigated how
voice distribution became configured or structured within teams over time
and its influences for teams, and explicated why teams strived for voice
centralization by placing more competent members in central voicer
18

positions as time went by. The longitudinal perspective together with the
configural approach has enabled us to not only examine how the structure
of voice distribution evolved, but also to track who occupied central voicer
positions from time to time. Our study also echoes the calling for the
research that moves beyond a static view to unpack the temporal dynamics
in voice processes and effects (e.g., Li & Tangirala, in press; Morrison,
2014). Future research may more explicitly theorize about and examine the
temporal effect in the evolving process of voice distribution.
Conclusion
Employee voice behavior, or employee expression of ideas aimed at
improving collective functioning or preventing harms from occurring, is
regarded as a conduit to benefit teams or organizations. Taking a configural
approach, this dissertation has attempted to further the investigation on the
occurrence and influences of voice in a team context. Via three empirical
studies, we found that: a) both having better LMX relationship with leader
and having similar LMX could elicit leader-directed voice, and which route
was more pronounced depended on leader group prototypicality, b) voice
that occurred between the dyads who had different expertise background
was likely to benefit team performance via creating relational energy in
teams, and c) that teams tended to strive for voice centralization by
centralizing voice around more competent members within teams over
time, and open or conscientious teams were likely to quickly place
competent members in more active speaking roles. We hope that the
findings provide new insights into voice as well as other relevant literatures
and provoke inspiration for future research endeavor.
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SUMMARY
Employee voice, or expression of ideas or opinions aimed at
improving collective functioning, is believed to be conducive to teams and
organizations. Though recent research has started to examine whether voice
from employees can be turned into improved collective outcomes as
defined and how, the extant research has assumed either that the influence
of voice was exerted within teams as a whole, or that voice was distributed
in an egalitarian fashion among team members. These assumptions have
constrained us from developing a more accurate understanding of the
pattern of voice that occurs within teams and how the voice pattern affects
team process and effectiveness.
To address these issues, I take a configural approach to furthering
investigation of voice in a team context in this dissertation. Specifically, I
have attempted to unpack how configuration in antecedents may predict
occurrence of voice behavior and how configuration of voice influences
team process and effectiveness. Three studies of this dissertation examine
(a) the antecedents of employee upward voice with a focus on dispersion in
leader-member exchange (LMX) relationship, captured by self-other
(dis)similarity in LMX, (b) how cross-expertise voice, or voice that occurs
between members of different expertise backgrounds, affects team process
and performance, and (c) how voice distribution gets structured within
teams over time and how teams proactively navigate this process by placing
right persons in more active speaking roles.
This dissertation enriches the extant literatures in three important
ways. First, incorporating a configural perspective into research on voice in
33

teams, the dissertation contributes to voice literature by developing a more
nuanced and accurate understanding of how voice can be elicited and how
voice exerts influences within teams. Second, this dissertation contributes
to literature on teams by studying how voice affect teams with team
configuration in expertise taken into account and how voice get configured
in teams over time. Third, this dissertation also contributes to leadership
literature by examining the effect LMX dispersion on follower’s leaderdirected voice.
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SAMENVATTING
Er wordt aangenomen dat de ‘voice’ (stem) van de werknemer,
oftewel: het uiten van ideeën of meningen die zijn gericht op de verbetering
van het collectieve functioneren, bevorderlijk is voor teams en organisaties.
In recent onderzoek is bekeken of de voice van werknemers tot betere
collectieve resultaten leidt, zoals hierboven genoemd, en op welke manier.
In het bestaande onderzoek wordt echter aangenomen dat de invloed van
voice binnen teams als geheel werd uitgeoefend of dat de voice in gelijke
mate was verdeeld onder de teamleden. Deze aannames hebben ons
weerhouden van het verkrijgen van een duidelijker inzicht in het patroon
waarin voice zich binnen teams voordoet en de manier waarop dit patroon
het proces en de effectiviteit van een team beïnvloedt.
Om deze reden ga ik in dit proefschrift op een configuratieve manier
te werk om voice in teamverband verder te onderzoeken. Ik heb me in het
bijzonder gericht op de manier waarop de configuratie van antecedenten
een voorspellende waarde heeft voor het optreden van voice-gedrag en de
manier waarop de configuratie van de voice van invloed is op
teamprocessen en de effectiviteit van teams. De drie studies in dit
proefschrift onderzoeken (a) de antecedenten van upward voice van
werknemers, waarbij de aandacht ligt op de verdeling in de LMX-relatie
(Leader-Member Exchange), bepaald door onderlinge verschillen of
overeenkomsten binnen LMX; (b) op welke manier cross-expertise voice,
dat wil zeggen: het type voice dat voorkomt tussen medewerkers met
verschillende expertise-achtergronden, van invloed is op het teamproces en
de prestaties; en (c) hoe de verdeling van voice binnen teams in de loop van
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de tijd wordt gestructureerd en hoe teams proactief dit proces navigeren
door actievere spreekrollen te geven aan de geschikte personen.
Dit proefschrift verrijkt de bestaande literatuur op drie belangrijke
manieren. Ten eerste draagt dit proefschrift bij aan de literatuur over voice
door de integratie van een configuratief perspectief in het onderzoek naar
voice in teams. Er wordt een genuanceerder en nauwkeuriger begrip
ontwikkeld van de manier waarop voice kan worden ontlokt en op welke
manier voice invloed uitoefent binnen teams. Ten tweede draagt dit
proefschrift bij aan de literatuur over teams door het bestuderen van de
manier waarop voice invloed heeft op teams rekening houdend met
verschillende expertises in de teamsamenstelling, en hoe voice in teams in
de loop van de tijd vorm krijgt. Ten derde draagt dit proefschrift bij aan de
literatuur over leiderschap door het onderzoeken van het effect van de
verdeling in LMX op de voice van de medewerker die aan de
leidinggevende is gericht.

36

ABOUT THE AUTHOR
Jing Wu was born and raised up in Nanjing, China. She is a doctoral
candidate in Organizational Behavior at the Rotterdam School of
Management, Erasmus University. During her PhD, she was a visiting
scholar at the University of Maryland, College Park, in the US in 2017 and
2018. Prior to her PhD study, Jing obtained a Master degree in Business
Management from Nanjing University and a Bachelor degree in Economics
from Nanjing Xiaozhuang University in China.
Jing is curious to understand why employees remain silent while
having opinions or suggestions to share and explore what managers can do
to facilitate interpersonal communication at workplace. Her dissertation
examines how employee voice behavior, or expression of ideas and
opinions for improving collective functioning, is shaped and exerts
influences in teams by taking team configuration into account. Specifically,
she investigates what motivate followers to express true opinions to leader
considering one’s own and coworkers’ relationships with the leader, how
voice that occurs between dyads who have different expertise can be
translated into facilitated team performance, and how voice distribution
within a team evolves over time and how such voice distribution dynamics
affect team performance. Jing has presented her work at international
conferences such as Academy of Management Annual Meeting and New
Directions in Leadership Research Conference. Her dissertation work is
currently under review at the leading journals in management field.

37

38

THE ERIM PHD SERIES
The ERIM PhD Series contains PhD dissertations in the field of Research
in Management defended at Erasmus University Rotterdam and supervised
by senior researchers affiliated to the Erasmus Research Institute of
Management (ERIM). All dissertations in the ERIM PhD Series are
available in full text through the ERIM Electronic Series Portal:
http://repub.eur.nl/pub. ERIM is the joint research institute of the
Rotterdam School of Management (RSM) and the Erasmus School of
Economics (ESE) at the Erasmus University Rotterdam (EUR).
Dissertations in the last four years
Ahmadi, S., A motivational perspective to decision-making and behavior in
organizations, Promotors: Prof. J.J.P. Jansen & Dr T.J.M. Mom,
EPS-2019-477-S&E, https://repub.eur.nl/pub/116727
Akemu, O., Corporate Responses to Social Issues: Essays in Social
Entrepreneurship and Corporate Social Responsibility,
Promotors: Prof. G.M. Whiteman & Dr S.P. Kennedy, EPS-2017-392ORG, https://repub.eur.nl/pub/95768
Albuquerque de Sousa, J.A., International stock markets: Essays on the
determinants and consequences of financial market development,
Promotors: Prof. M.A. van Dijk & Prof. P.A.G. van Bergeijk, EPS-2019465-F&A, https://repub.eur.nl/pub/115988
Alserda, G.A.G., Choices in Pension Management, Promotors:
Prof. S.G. van der Lecq & Dr O.W. Steenbeek, EPS-2017-432-F&A,
https://repub.eur.nl/pub/103496
Arampatzi, E., Subjective Well-Being in Times of Crises: Evidence on the
Wider Impact of Economic Crises and Turmoil on Subjective Well-Being,
Promotors: Prof. H.R. Commandeur, Prof. F. van Oort & Dr. M.J. Burger,
EPS-2018-459-S&E, https://repub.eur.nl/pub/111830

39

Arslan, A.M., Operational Strategies for On-demand Delivery Services,
Promotors: Prof. R.A. Zuidwijk & Dr N.A. H. Agatz, EPS-2019-481-LIS,
https://repub.eur.nl/pub/126463
Avci, E., Surveillance of Complex Auction Markets: a Market Policy
Analytics Approach, Promotors: Prof. W. Ketter, Prof. H.W.G.M. van Heck
& Prof. D.W. Bunn, EPS-2018-426-LIS, https://repub.eur.nl/pub/106286
Balen, T.H. van, Challenges of Early Stage Entrepreneurs: the Roles of
Vision Communication and Team Membership Change, Promotors: Prof.
J.C.M. van den Ende & Dr M. Tarakci, EPS-2019-468-LIS,
https://repub.eur.nl/pub/115654
Bernoster, I., Essays at the Intersection of Psychology, Biology, and
Entrepreneurship, Promotors: Prof. A.R. Thurik, Prof. I.H.A. Franken &
Prof. P.J.F Groenen, EPS-2018-463-S&E, https://repub.eur.nl/pub/113907
Blagoeva, R.R., The Hard Power Of Soft Power: A behavioral strategy
perspective on how power, reputation, and status affect firms, Promotors:
Prof. J.J.P. Jansen & Prof. T.J.M. Mom, EPS-2020-495-S&E,
https://repub.eur.nl/pub/127681
Bouman, P., Passengers, Crowding and Complexity: Models for Passenger
Oriented Public Transport, Prof. L.G. Kroon, Prof. A. Schöbel &
Prof. P.H.M. Vervest, EPS-2017-420-LIS, https://repub.eur.nl/pub/100767
Breugem, T., ‘Crew Planning at Netherlands Railways: Improving
Fairness, Attractiveness, and Efficiency’, Promotors: Prof. D. Huisman &
Dr T.A.B. Dollevoet, EPS-2020494-LIS, https://repub.eur.nl/pub/124016
Bunderen, L. van, Tug-of-War: Why and when teams get embroiled in
power struggles, Promotors: Prof. D.L. van Knippenberg & Dr. L. Greer,
EPS-2018-446-ORG, https://repub.eur.nl/pub/105346
Burg, G.J.J. van den, Algorithms for Multiclass Classification and
Regularized Regression, Promotors: Prof. P.J.F. Groenen & Dr. A. Alfons,
EPS-2018-442-MKT, https://repub.eur.nl/pub/103929
Chammas, G., Portfolio concentration, Promotor: Prof. J. Spronk,
40

EPS-2017-410-F&E, https://repub.eur.nl/pub/94975
Chan, H.Y., ‘Decoding the consumer’s brain: Neural representations of
consumer experience’, Promotors: Prof. A. Smidts & Dr M. A.S. Boksem,
EPS-2019-493-MKT, https://repub.eur.nl/pub/124931
Dalmeijer, K., Time Window Assignment in Distribution Networks,
Promotors: Prof A.P.M. Wagelmans & Dr R. Spliet, EPS-2019-486-LIS,
https://repub.eur.nl/pub/120773
Dennerlein, T. Empowering Leadership and Employees’ Achievement
Motivations: the Role of Self-Efficacy and Goal Orientations in the
Empowering Leadership Process, Promotors: Prof. D.L. van Knippenberg
& Dr J. Dietz, EPS-2017-414-ORG, https://repub.eur.nl/pub/98438
Dolgova, E., On Getting Along and Getting Ahead: How Personality
Affects Social Network Dynamics, Promotors: Prof. P.P.M.A.R Heugens &
Prof. M.C. Schippers, EPS-2019-455-S&E, https://repub.eur.nl/pub/119150
Duijzer, L.E., Mathematical Optimization in Vaccine Allocation,
Promotors: Prof. R. Dekker & Dr W.L. van Jaarsveld, EPS-2017-430-LIS,
https://repub.eur.nl/pub/101487
Eijlers, E., Emotional Experience and Advertising Effectiveness: on the use
of EEG in marketing, Prof. A. Smidts & Prof. M.A.S. Boksem, Eps-2019487-MKT, https://repub.eur.nl/pub/124053
El Nayal, O.S.A.N., Firms and the State: An Examination of Corporate
Political Activity and the Business-Government Interface, Promotor: Prof.
J. van Oosterhout & Dr. M. van Essen, EPS-2018-469-S&E,
https://repub.eur.nl/pub/114683
Feng, Y., The Effectiveness of Corporate Governance Mechanisms and
Leadership Structure: Impacts on strategic change and firm performance,
Promotors: Prof. F.A.J. van den Bosch, Prof. H.W. Volberda & Dr J.S.
Sidhu, EPS-2017-389-S&E, https://repub.eur.nl/pub/98470

41

Frick, T.W., The Implications of Advertising Personalization for Firms,
Consumer, and Ad Platfroms, Promotors: Prof. T. Li & Prof. H.W.G.M.
van Heck, EPS-2018-452-LIS, https://repub.eur.nl/pub/110314
Fytraki, A.T., Behavioral Effects in Consumer Evaluations of
Recommendation Systems, Promotors: Prof. B.G.C. Dellaert & Prof. T. Li,
EPS-2018-427-MKT, https://repub.eur.nl/pub/110457
Gai, J., Contextualized Consumers: Theories and Evidence on Consumer
Ethics, Product Recommendations, and Self-Control, Promotors: Prof. S.
Puntoni & Prof. S.T.L. Sweldens, EPS-2020-498-MKT,
https://repub.eur.nl/pub/127680
Ghazizadeh, P. Empirical Studies on the Role of Financial Information in
Asset and Capital Markets, Promotors: Prof. A. de Jong & Prof. E. Peek,
EPS-2019-470-F&A, https://repub.eur.nl/pub/114023
Giurge, L., A Test of Time; A temporal and dynamic approach to power
and ethics, Promotors: Prof. M.H. van Dijke & Prof. D. De Cremer,
EPS-2017-412-ORG, https://repub.eur.nl/pub/98451
Gobena, L., Towards Integrating Antecedents of Voluntary Tax
Compliance, Promotors: Prof. M.H. van Dijke & Dr P. Verboon, EPS2017-436-ORG, https://repub.eur.nl/pub/103276
Groot, W.A., Assessing Asset Pricing Anomalies, Promotors: Prof.
M.J.C.M. Verbeek & Prof. J.H. van Binsbergen, EPS-2017-437-F&A,
https://repub.eur.nl/pub/103490
Hanselaar, R.M., Raising Capital: On pricing, liquidity and incentives,
Promotors: Prof. M.A. van Dijk & Prof. P.G.J. Roosenboom, EPS-2018429-F&A, https://repub.eur.nl/pub/113274
Harms, J. A., Essays on the Behavioral Economics of Social Preferences
and Bounded Rationality, Prof. H.R. Commandeur & Dr K.E.H. Maas,
EPS-2018-457-S&E, https://repub.eur.nl/pub/108831
Hendriks, G., Multinational Enterprises and Limits to International
Growth: Links between Domestic and Foreign Activities in a Firm’s
42

Portfolio, Promotors: Prof. P.P.M.A.R. Heugens & Dr. A.H.L Slangen,
EPS-2019-464-S&E, https://repub.eur.nl/pub/114981
Hengelaar, G.A., The Proactive Incumbent: Holy grail or hidden gem?
Investigating whether the Dutch electricity sector can overcome the
incumbent’s curse and lead the sustainability transition, Promotors: Prof.
R.J. M. van Tulder & Dr K. Dittrich, EPS-2018-438-ORG,
https://repub.eur.nl/pub/102953
Jacobs, B.J.D., Marketing Analytics for High-Dimensional Assortments,
Promotors: Prof. A.C.D. Donkers & Prof. D. Fok, EPS-2017-445-MKT,
https://repub.eur.nl/pub/103497
Jia, F., The Value of Happiness in Entrepreneurship,
Promotors: Prof. D.L. van Knippenberg & Dr Y. Zhang, EPS-2019-479ORG, https://repub.eur.nl/pub/115990
Kahlen, M. T., Virtual Power Plants of Electric Vehicles in Sustainable
Smart Electricity Markets, Promotors: Prof. W. Ketter & Prof. A. Gupta,
EPS-2017-431-LIS, https://repub.eur.nl/pub/100844
Kampen, S. van, The Cross-sectional and Time-series Dynamics of
Corporate Finance: Empirical evidence from financially constrained firms,
Promotors: Prof. L. Norden & Prof. P.G.J. Roosenboom, EPS-2018-440F&A, https://repub.eur.nl/pub/105245
Karali, E., Investigating Routines and Dynamic Capabilities for Change
and Innovation, Promotors: Prof. H.W. Volberda, Prof. H.R. Commandeur
&
Dr J.S. Sidhu, EPS-2018-454-S&E, https://repub.eur.nl/pub/106274
Keko. E, Essays on Innovation Generation in Incumbent Firms,
Promotors: Prof. S. Stremersch & Dr N.M.A. Camacho, EPS-2017-419MKT, https://repub.eur.nl/pub/100841
Kerkkamp, R.B.O., Optimisation Models for Supply Chain Coordination
under Information Asymmetry, Promotors: Prof. A.P.M. Wagelmans &
Dr. W. van den Heuvel, EPS-2018-462-LIS,
https://repub.eur.nl/pub/109770
43

Khattab, J., Make Minorities Great Again: a contribution to workplace
equity by identifying and addressing constraints and privileges,
Promotors: Prof. D.L. van Knippenberg & Dr A. Nederveen Pieterse,
EPS-2017-421-ORG, https://repub.eur.nl/pub/99311
Kim, T. Y., Data-driven Warehouse Management in Global Supply Chains,
Promotors: Prof. R. Dekker & Dr C. Heij, EPS-2018-449-LIS,
https://repub.eur.nl/pub/109103
Klitsie, E.J., Strategic Renewal in Institutional Contexts: The paradox of
embedded agency, Promotors: Prof. H.W. Volberda & Dr. S. Ansari,
EPS-2018-444-S&E, https://repub.eur.nl/pub/106275
Koolen, D., Market Risks and Strategies in Power Systems Integrating
Renewable Energy, Promotors: Prof. W. Ketter & Prof. R. Huisman, EPS2019-467-LIS, https://repub.eur.nl/pub/115655
Kong, L. Essays on Financial Coordination, Promotors: Prof. M.J.C.M.
Verbeek, Dr. D.G.J. Bongaerts & Dr. M.A. van Achter. EPS-2019-433F&A, https://repub.eur.nl/pub/114516
Kyosev, G.S., Essays on Factor Investing, Promotors: Prof. M.J.C.M.
Verbeek & Dr J.J. Huij, EPS-2019-474-F&A,
https://repub.eur.nl/pub/116463
Lamballais Tessensohn, T., Optimizing the Performance of Robotic Mobile
Fulfillment Systems, Promotors: Prof. M.B.M de Koster, Prof. R. Dekker &
Dr D. Roy, EPS-2019-411-LIS, https://repub.eur.nl/pub/116477
Leung, W.L., How Technology Shapes Consumption: Implications for
Identity and Judgement, Promotors: Prof. S. Puntoni & Dr G Paolacci, EPS2019-485-MKT, https://repub.eur.nl/pub/117432
Li, X. Dynamic Decision Making under Supply Chain Competition,
Promotors: Prof. M.B.M de Koster, Prof. R. Dekker & Prof. R. Zuidwijk,
EPS-2018-466-LIS, https://repub.eur.nl/pub/114028

44

Liu, N., Behavioral Biases in Interpersonal Contexts, Supervisors: Prof. A.
Baillon & Prof. H. Bleichrodt, EPS-2017-408-MKT,
https://repub.eur.nl/pub/95487
Maas, A.J.J., Organizations and their external context: Impressions across
time and space, Promotors: Prof. P.P.M.A.R Heugens & Prof. T.H. Reus,
EPS-2019-478-S&E, https://repub.eur.nl/pub/116480
Maira, E., Consumers and Producers, Promotors: Prof. S. Puntoni &
Prof. C. Fuchs, EPS-2018-439-MKT, https://repub.eur.nl/pub/104387
Mirzaei, M., ‘Advanced Storage and Retrieval Policies in Automated
Warehouses’, Promotors: Prof. M.B.M. de Koster & Dr N. Zaerpour,
EPS-2020-490-LIS, https://repub.eur.nl/pub/125975
Nair, K.P., Strengthening Corporate Leadership Research: The relevance
of biological explanations, Promotors: Prof. J. van Oosterhout & Prof.
P.P.M.A.R Heugens, EPS-2019-480-S&E, https://repub.eur.nl/pub/120023
Nullmeier, F.M.E., Effective contracting of uncertain performance
outcomes: Allocating responsibility for performance outcomes to align
goals across supply chain actors, Promotors: Prof. J.Y.F.Wynstra & Prof.
E.M. van Raaij,
EPS-2019-484-LIS, https://repub.eur.nl/pub/118723
Okbay, A., Essays on Genetics and the Social Sciences,
Promotors: Prof. A.R. Thurik, Prof. Ph.D. Koellinger & Prof. P.J.F.
Groenen, EPS-2017-413-S&E, https://repub.eur.nl/pub/95489
Peng, X., Innovation, Member Sorting, and Evaluation of Agricultural
Cooperatives, Promotor: Prof. G.W.J. Hendriks, EPS-2017-409-ORG,
https://repub.eur.nl/pub/94976
Petruchenya, A., Essays on Cooperatives: Emergence, Retained Earnings,
and Market Shares, Promotors: Prof. G.W.J. Hendriks & Dr Y. Zhang,
EPS-2018-447-ORG, https://repub.eur.nl/pub/105243
Plessis, C. du, Influencers: The Role of Social Influence in Marketing,

45

Promotors: Prof. S. Puntoni & Prof. S.T.L.R. Sweldens, EPS-2017-425MKT, https://repub.eur.nl/pub/103265
Pocock, M., Status Inequalities in Business Exchange Relations in Luxury
Markets, Promotors: Prof. C.B.M. van Riel & Dr G.A.J.M. Berens,
EPS-2017-346-ORG, https://repub.eur.nl/pub/98647
Pozharliev, R., Social Neuromarketing: The role of social context in
measuring advertising effectiveness, Promotors: Prof. W.J.M.I. Verbeke &
Prof. J.W. van Strien, EPS-2017-402-MKT, https://repub.eur.nl/pub/95528
Qian, Z., Time-Varying Integration and Portfolio Choices in the European
Capital Markets, Promotors: Prof. W.F.C. Verschoor, Prof. R.C.J. Zwinkels
& Prof. M.A. Pieterse-Bloem, EPS-2020-488-F&A,
https://repub.eur.nl/pub/124984
Reh, S.G., A Temporal Perspective on Social Comparisons in
Organizations, Promotors: Prof. S.R. Giessner, Prof. N. van Quaquebeke &
Dr. C. Troster, EPS-2018-471-ORG, https://repub.eur.nl/pub/114522
Riessen, B. van, Optimal Transportation Plans and Portfolios for
Synchromodal Container Networks, Promotors: Prof. R. Dekker & Prof.
R.R. Negenborn, EPS-2018-448-LIS, https://repub.eur.nl/pub/105248
Romochkina, I.V., When Interests Collide: Understanding and modeling
interests alignment using fair pricing in the context of interorganizational
information systems, Promotors: Prof. R.A. Zuidwijk & Prof. P.J. van
Baalen, EPS-2020-451-LIS, https://repub.eur.nl/pub/127244
Schie, R. J. G. van, Planning for Retirement: Save More or Retire Later?
Promotors: Prof. B. G. C. Dellaert & Prof. A.C.D. Donkers, EOS-2017415-MKT, https://repub.eur.nl/pub/100846
Schouten, K.I.M. Semantics-driven Aspect-based Sentiment Analysis,
Promotors: Prof. F.M.G. de Jong, Prof. R. Dekker & Dr. F. Frasincar,
EPS-2018-453-LIS, https://repub.eur.nl/pub/112161
Sihag, V., The Effectiveness of Organizational Controls: A meta-analytic
review and an investigation in NPD outsourcing, Promotors: Prof. J.C.M.
46

van den Ende & Dr S.A. Rijsdijk, EPS-2019-476-LIS,
https://repub.eur.nl/pub/115931
Smolka, K.M., Essays on Entrepreneurial Cognition, Institution Building
and Industry Emergence, Promotors: P.P.M.A.R. Heugens, & Prof. J.P.
Cornelissen, Eps-2019-483-S&E, https://repub.eur.nl/pub/118760
Straeter, L.M., Interpersonal Consumer Decision Making,
Promotors: Prof. S.M.J. van Osselaer & Dr I.E. de Hooge, EPS-2017-423MKT, https://repub.eur.nl/pub/100819
Stuppy, A., Essays on Product Quality, Promotors: Prof. S.M.J. van
Osselaer & Dr N.L. Mead. EPS-2018-461-MKT,
https://repub.eur.nl/pub/111375
Subaşi, B., Demographic Dissimilarity, Information Access and Individual
Performance, Promotors: Prof. D.L. van Knippenberg & Dr W.P. van
Ginkel, EPS-2017-422-ORG, https://repub.eur.nl/pub/103495
Suurmond, R., In Pursuit of Supplier Knowledge: Leveraging capabilities
and dividing responsibilities in product and service contexts,
Promotors: Prof. J.Y.F Wynstra & Prof. J. Dul. EPS-2018-475-LIS,
https://repub.eur.nl/pub/115138
Toxopeus, H.S. Financing sustainable innovation: From a principal-agent
to a collective action perspective, Promotors: Prof. H.R. Commandeur &
Dr. K.E.H. Maas. EPS-2019-458-S&E, https://repub.eur.nl/pub/114018
Turturea, R., Overcoming Resource Constraints: The Role of Creative
Resourcing and Equity Crowdfunding in Financing Entrepreneurial
Ventures, Promotors: Prof. P.P.M.A.R Heugens, Prof. J.J.P. Jansen & Dr. I.
Verheuil, EPS-2019-472-S&E, https://repub.eur.nl/pub/112859
Valboni, R.,’Building Organizational (Dis-)Abilities: The impact of
learning on the performance of mergers and acquisitions’,Promotors: Prof.
T.H. Reus & Dr A.H.L. Slangen, EPS-2020-407-S&E,
https://repub.eur.nl/pub/125226
Vandic, D., Intelligent Information Systems for Web Product Search,
47

Promotors: Prof. U. Kaymak & Dr Frasincar, EPS-2017-405-LIS,
https://repub.eur.nl/pub/95490
Verbeek, R.W.M., Essays on Empirical Asset Pricing, Promotors: Prof.
M.A. van Dijk & Dr M. Szymanowska, EPS-2017-441-F&A,
https://repub.eur.nl/pub/102977
Visser, T.R. Vehicle Routing and Time Slot Management in Online
Retailing, Promotors: Prof. A.P.M. Wagelmans & Dr R. Spliet, EPS-2019482-LIS, https://repub.eur.nl/pub/120772
Vlaming, R. de.,Linear Mixed Models in Statistical Genetics, Prof. A.R.
Thurik, Prof. P.J.F. Groenen & Prof. Ph.D. Koellinger, EPS-2017-416S&E, https://repub.eur.nl/pub/100428
Vries, H. de, Evidence-Based Optimization in Humanitarian Logistics,
Promotors: Prof. A.P.M. Wagelmans & Prof. J.J. van de Klundert,
EPS-2017-435-LIS, https://repub.eur.nl/pub/102771
Wang, R., Corporate Environmentalism in China, Promotors: Prof.
P.P.M.A.R Heugens & Dr F. Wijen, EPS-2017-417-S&E,
https://repub.eur.nl/pub/99987
Wang, R., Those Who Move Stock Prices, Promotors: Prof. P. Verwijmeren
& Prof. S. van Bekkum, EPS-2019-491-F&A,
https://repub.eur.nl/pub/129057
Wasesa, M., Agent-based inter-organizational systems in advanced
logistics operations, Promotors: Prof. H.W.G.M van Heck, Prof. R.A.
Zuidwijk & Dr A. W. Stam, EPS-2017-LIS-424,
https://repub.eur.nl/pub/100527
Wessels, C., Flexible Working Practices: How Employees Can Reap the
Benefits for Engagement and Performance, Promotors: Prof. H.W.G.M.
van Heck, Prof. P.J. van Baalen & Prof. M.C. Schippers, EPS-2017-418LIS, https://repub.eur.nl/

48

Wiegmann, P.M., Setting the Stage for Innovation: Balancing Diverse
Interests through Standardisation, Promotors: Prof. H.J. de Vries & Prof.
K. Blind, EPS-2019-473-LIS, https://repub.eur.nl/pub/114519
Wijaya, H.R., Praise the Lord!: Infusing Values and Emotions into NeoInstitutional Theory, Promotors: Prof. P.P.M.A.R. Heugens & Prof. J.P.
Cornelissen, EPS-2019-450-S&E, https://repub.eur.nl/pub/115973
Williams, A.N., Make Our Planet Great Again: A Systems Perspective of
Corporate Sustainability, Promotors: Prof. G.M. Whiteman & Dr. S.
Kennedy, EPS-2018-456-ORG, https://repub.eur.nl/pub/111032
Witte, C.T., Bloody Business: Multinational investment in an increasingly
conflict-afflicted world, Promotors: Prof. H.P.G. Pennings, Prof. H.R.
Commandeur & Dr M.J. Burger, EPS-2018-443-S&E,
https://repub.eur.nl/pub/104027
Ye, Q.C., Multi-objective Optimization Methods for Allocation and
Prediction, Promotors: Prof. R. Dekker & Dr Y. Zhang, EPS-2019-460LIS, https://repub.eur.nl/pub/116462
Yuan, Y., The Emergence of Team Creativity: a social network perspective,
Promotors: Prof. D. L. van Knippenberg & Dr D. A. Stam, EPS-2017-434ORG, https://repub.eur.nl/pub/100847
Zhang, Q., Financing and Regulatory Frictions in Mergers and
Acquisitions, Promotors: Prof. P.G.J. Roosenboom & Prof. A. de Jong,
EPS-2018-428-F&A, https://repub.eur.nl/pub/103871

49

