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[bookmark: _Toc242232649]Inclusive management and commitment
Source: The International Journal of Human Resource Management
In a nutshell: Sait Gürbüz, from Hanze University of Applied Sciences and Beatrice Van der Heijden from Radboud University (both in The Netherlands) studied 251 Dutch workers and found that inclusive leadership and opportunity-enhancing human resource practices were both positively related to meaningfulness. “The link between inclusive leadership and meaningfulness was significantly positive for individuals who scored average or high on proactive personality, yet it was non-significant for less proactive individuals.” Both inclusive leadership and opportunity enhancing HR were linked to “long-term affective commitment,” via meaningfulness.
You can read the abstract of this article at
https://doi.org/10.1080/09585192.2026.2719546 

[bookmark: _Toc242232650]AI and HR
Source: Discover Artificial Intelligence
In a nutshell: In this study Karen Saad Zakaria and Mohammad Nisar Khattak from Ahman University in the UAE reviewed the literature on AI in HR. They found 84 studies which met their quality criteria and found that AI was “prominent in recruitment, selection, and performance management, where algorithms shape evaluative decisions. Thus, the applications are associated with bias, transparency, and accountability issues.”
You can read the abstract of this article at
https://doi.org/10.1007/s44163-026-01926-5 

[bookmark: _Toc242232651]AI and HR – the sequel
Source: Human Resource Management
In a nutshell:  In this study a team of researchers, led by Lingjun Zhou from Newhuadu Business School in China, found that applicants rejected by AI blamed the organization for the rejection, not themselves for not being good enough candidates. This led to them conceiving “adverse reactions against the organization.” However, introducing a human being to review the AI-based rejection “can soothe rejected applicants.”
You can read the abstract of this article at
https://doi.org/10.1002/hrm.70093 

[bookmark: _Toc242232652]Can a downward dog stop workers going to the dogs?
Source: Behavioural Sciences
In a nutshell:  In this study Ekiz Z. Dilay and Karagun Elif, from Kocaeli University in Turkey, studied the effects of a yoga exercise programme on workers. 71 people took part in the study. 33 did yoga and the rest were a control group. The researchers found that yoga led to a significant advantage in communication skills and reductions in anxiety, depression, and hostility. However, yoga led to more intolerance of uncertainty rather than less.
You can read the abstract of this article at
https://doi.org/10.3390/bs16081432 

[bookmark: _Toc242232653]The benefits and costs of managing time
Source: Journal of Organizational Behaviour
In a nutshell: Managers often attempt to manage time by engaging in “temporal leadership,” and in this study a team of researchers – led by Jiaxin Xue from Renmin University of China – investigated the ins and outs of it. They found that temporal leadership increased leaders’ emotional exhaustion whilst decreasing followers’. This effect was stronger the more complex the task.
You can read the abstract of this article at
https://doi.org/10.1002/job.70121 

[bookmark: _Toc242232654]Overqualification and work-family conflict. Is it a question of priorities?
Source: The International Journal of Human Resource Management
In a nutshell: In this study a team of researchers – led by Yanan Dong from Beihang University in China – examined the links between overqualification at work, where people chose to deploy their energy, and work-family conflict. They found that overqualified workers who prioritized work above their family saw their jobs as failing to fulfil their needs for challenge and career development. This led to “strain-based,” work-family conflict “through heightened career anxiety.” However overqualified workers also left their jobs at the end of the day with surplus energy which – if they prioritized family life – left them with energy to spare for domestic demands. 
You can read the abstract of this article at
https://doi.org/10.1080/09585192.2026.2721420 

[bookmark: _Toc242232655]What makes a good atmosphere on a ward?
Source: Journal of Nursing Management
In a nutshell: In this study a team of researchers – led by Deyu Liu from Central South University in China – studied ward atmospheres in a sample of 1,037 psychiatric nurses from 34 different hospital in China. They found three profiles of wards: “Triple-high,” (good for all three positive factors measured); “safety-deficient,” and “support-depleted.” The vast majority of the wards (77.1%) were in the safety-deficient category with 10.8% being deemed triple-high, and 12.1% support-depleted. “Compared with nurses in the Triple‐High group, those in the Safety‐Deficient and Support‐Depleted groups reported poorer ventilation, smaller ward size, less adequate safety measures, more frequent workplace violence, and higher rates of permission for smartphone use. Greenery, video surveillance, tidiness, and larger ward size differentiated the Safety‐Deficient group from the Support‐Depleted group.”
You can read the abstract of this article at
https://doi.org/10.1155/jonm/1251723 

[bookmark: _Toc242232656]When you crash into the language barrier
Source: Human Resource Management Journal
In a nutshell: In this study Murtaza Ghulam, from Kedge Business School in Paris, led a team of researchers investigating how “language-based exclusion shapes employee behaviour.” The researchers found that “linguistic ostracism weakens employees' felt sense of possession, connection, and responsibility toward the organization, thereby increasing the likelihood of organization-directed retaliatory voice. However, this effect was reduced by “high-involvement work practices,” which reinforced “employees' sense of value, inclusion, and influence within the organization.”
You can read the abstract of this article at
https://doi.org/10.1111/1748-8583.70067 

[bookmark: _Toc242232657]Work-family conflict and home working
Source: Human Resource Management
In a nutshell: In this study a team of researchers – led by Kristie L. McAlpine from Rutgers University in New Jersey – investigated how interruptions affected work-family conflict. The researchers found that the positive effect of work interruptions on end-of-day bad mood was stronger for people who had a higher overall perception of work-family conflict and/or had less control over their working practices. The former was only a factor for women and the latter was a stronger factor for women than for men. 
You can read the abstract of this article at
https://doi.org/10.1002/hrm.70096 

[bookmark: _Toc242232658]When AI makes the HR decisions
Source: Human Resource Management
In a nutshell:  In this study Xiaoying Zheng, from Sun Yat-Sen University in China led a team of researchers investigating this issue. They found that “when AI rather than human HR specialists holds final decision authority over consequential HR decisions, external stakeholders infer greater employee objectification, which, in turn, damages organizational reputation.” This effect was “attenuated,” the more people thought AI behaved like humans, but worsened the more important people though HR issues were.
You can read the abstract of this article at
https://doi.org/10.1002/hrm.70091 

[bookmark: _Toc242232659]When who you’d like to be is different from who you ought to be
Source: The International Journal of Human Resource Management
In a nutshell: In this study Émilie Lapointe from the BI Norwegian Business School and Mirha Sunagic from the University of South-Eastern Norway investigated this dichotomy between people’s career-related ideal self and their “ought,” self. They found that people who tried to actualize their ideal career self invested more energy in their careers leading to an increased level of career commitment. However, people who wanted to actualize their “ought,” self preserved their resources leading to a decreased level of career commitment. A proactive personality and perceived organizational support were related to the actualization of both selves. 
You can read the abstract of this article at 
https://doi.org/10.1080/09585192.2026.2719548 

[bookmark: _Toc242232660]Does neurodivergence training do any good, and does it last?
Source: Journal of Autism and Developmental Disorders
In a nutshell: In this study Cynthia P. May, from the College of Charleston in the US, led a team of researchers attempting to find out whether neurodiversity training could redress the odds a little for autistic job-seekers. Volunteers completed neurodiversity training either two weeks, or two months, before watching taped interviews of autistic and neurotypical job candidates. They were then asked to rate the candidates on a range of different criteria and asked whether they would hire them or not. The autistic “candidates,” were seen as more awkward and less like the people watching the videos but were rated similarly on other characteristics such as trustworthiness. They were also just as likely to be offered a [fictional] job. Encouragingly there was no difference between the people who had had their training two weeks or two months ago suggesting that the effects of the training lasted for at least two months.
You can read the abstract of this article at
https://doi.org/10.1007/s10803-025-06751-w       

[bookmark: _Toc242232661]Does continuous training help with retention?
Source: The International Journal of Human Resource Management
In a nutshell: In this study Ellen Tüllmann and Martin R. Schneider from Paderborn University in Germany examined the links between continuous training and retention. They studied 19,385 workers from China, Germany, India, Mexico and the US all of whom were employed by a German-based multinational. They found that those who took part in continuous (as opposed to specific or mandatory) training were less likely to quit the following year. The retention effect increased with the length of training. 
You can read the abstract of this article at
https://doi.org/10.1080/09585192.2026.2723326    

[bookmark: _Toc242232662]Educational benefits and low-skilled workers
Source: Human Resource Management
In a nutshell:  In this study Caitlin M. Porter, from the University of Missouri-Kansas City, led a team of researchers investigating how educational benefits can help with the retention of “low-skilled,” workers. The researchers carried out two studies and found that an “operational educational benefits programme targeted at employees occupying low-skilled jobs,” was associated with reduced turnover. Educational benefits with little or no upfront costs were more strongly associated with reduced turnover “a relationship that is partially explained by perceived organizational support for development; importantly, this type of educational benefit more clearly contributes to a social exchange relationship with the employer. This indirect relationship is stronger when potential employees perceive internal career opportunities, and this pattern of results persists across social classes (and low and high-skilled workers).”
You can read the abstract of this article at
https://doi.org/10.1002/hrm.70095 

[bookmark: _Toc242232663]Career insecurity and culture
Source: Education and Training
In a nutshell: The security of one’s first job is usually down to a combination of personal characteristics, person-job fit, and the external environment. In this study a team of researchers – led by Audrey Ansay Antonio from the University of Bologna – studied 492 people in the early stages of their careers. The participants were from Italy, Norway, Bangladesh, and Indonesia. The researchers found that in collectivist cultures there was a stronger relationship between career insecurity and avoidance coping, whereas only the more individualist countries showed a link between career insecurity and psychological wellbeing and subjective career success.
You can read the abstract of this article at
https://doi.org/10.1108/ET-05-2025-0293 

[bookmark: _Toc242232664]Motherhood, discrimination, and retention
Source: Journal of Occupational and Organizational Psychology
In a nutshell: In this study Vesa Peltokorpi, from Hiroshima University in Japan, studied 719 working mothers and found that “motherhood discrimination,” led to turnover intention which, in turn, led to voluntary turnover and poor physical health. This relationship was weakened by high job-embeddedness, but strengthened by “off-the-job,” embeddedness.
You can read the abstract of this article at
https://doi.org/10.1111/joop.70156 

[bookmark: _Toc242232665]Methods and goals – the coaches and the coached
Source: Journal of Occupational and Organizational Psychology
In a nutshell: In this study a team of researchers – led by Ana Stojanović from Erasmus Medical Centre in The Netherlands – studied coaches, the coached, and their methods and goals. 198 coaches took part in the study and the researchers found that they saw solution-focused coaching as more aligned with task goals than cognitive-behaviour coaching with both methods being equally as effective for “identity goals.” Among the 142 people being coached who took part in the study those who were more oriented towards action and progress preferred solution-focused coaching, whereas those who were more inclined towards reflection and careful evaluation preferred cognitive-behavioural coaching. 
You can read the abstract of this article at
https://doi.org/10.1111/joop.70155  

[bookmark: _Toc242232666]How can the NHS compete with the private sector?
Source: Personnel Psychology
In a nutshell: In this study a team of researchers – led by Zhefan Huang from the Chinese University of Hong Kong – explored what non-profit organizations could do to retain staff in the face of competition from the private sector. They found that “employee-centred management practices,” were associated with lower voluntary turnover rates in non-profit organizations compared to profit-making ones. Employee-centred management practices led to more psychological-contract fulfilment among workers in non-profits which, in turn, reduced turnover.
You can read the abstract of this article at
https://doi.org/10.1111/peps.70042  

[bookmark: _Toc242232667]Sex, vision, and leadership
Source: Journal of Organizational Behaviour
In a nutshell: In this study a team of researchers – led by Martin Buss from the University of Potsdam in Germany - found that when women engaged in visionary leadership this fulfilled what people expected from a leader but went against what they expected from a woman. This meant, however, that perceptions of said woman leader’s competence were “more strongly positive than when male leaders do so.” These perceptions of competence were positively related to followers’ identification with the leader and their support for change. These effects were stronger when men held traditional sex stereotypes.
You can read the abstract of this article at
https://doi.org/10.1002/job.70129     

[bookmark: _Toc242232668]Responsible leadership and harmony
Source: Journal of Occupational and Organizational Psychology
In a nutshell:  In this study Yu Tu, from Shandong University in China, led a team of researchers investigating the links between responsible leadership and team effectiveness. The researchers found that responsible leadership activated genuine team harmony (good) and “superficial harmony toward stakeholders,” (bad). “Mastery climate,” increased the links between responsible leadership and genuine harmony and ameliorated the relationship between responsible leadership and superficial harmony towards stakeholders. However, performance climate had the opposite effect, reducing the beneficial effect of responsible leadership and accentuating its negative effect.
You can read the abstract of this article at
https://doi.org/10.1111/joop.70157 
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