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FROM THE EDITORS

INSIGHTS ON HOW WE TRY TO SHOW EMPATHY,
RESPECT, AND INCLUSION IN AMJ

Empathy, respect, and inclusion are important to
consider within all workplaces at all times. For this
reason, it has long been one of the core values of the
Academy ofManagement to “provide a dynamic and
supportive community for all of our members,
embracing the full diversity of our backgrounds and
experiences” (Academy of Management, n.d.-a: Val-
ues section). However, the scale of recent worldwide
health, social, economic, and political events cannot
be denied. Although these events will not be the first
nor the last crises we will face, it has become clear
that current conditions disproportionately impact
members of disadvantaged groups (e.g., race and eth-
nicity, gender, nationality, socioeconomic status,
disability status, caregiver status, national member-
ship; Jenkins et al., 2021; McNeely, Schintler, & Sta-
bile, 2020; Millett et al., 2020), and have served to
exacerbate disparities in their treatment that were
already present before these crises began. With this
editorial essay, we therefore would like to draw
attention to the different ways in which AMJ consid-
ers empathy, respect, and inclusion, in order to assist
in maintaining the open academic community we
built together and aspire to develop further.

Below, we first outline how empathy and respect
may contribute to inclusion, and then highlight con-
siderations of empathy, respect, and inclusion in the
various roles that one might occupy at AMJ—as a
reviewer, associate editor, and author. Before we do
so, however, we would like to provide three caveats.
First, we acknowledge that there is no “one size fits
all” approach to considering empathy, respect, and
inclusion formembers of our community, as scholars
can experience vastly different academic challenges,
depending, for example, on their nationality, career
stage, and on the type of institution at which they are
positioned. Second, we also do not want to imply

that we are, independently or collectively, the best
examples of what it means to treat others with empa-
thy, respect, and inclusion within our community.
Rather, our intention is merely to share some obser-
vations and experiences aswe continue our journeys
thatmay inform current discussions about inclusive-
ness within our community (see also Avery et al.,
2022; Brown & Ramlackhan, 2021; Hideg, DeCelles,
& Tihanyi, 2020; Johnston, 2019; Montgomery, 2021;
Ward, 2021). Third, even though large-scale changes
are likely necessary, we suggest that collectively en-
gaging in relatively small acts of empathy and re-
spect may also allow us to enhance inclusion of
ideas and scholars.

HOW EMPATHY AND RESPECT CONTRIBUTE
TO INCLUSION

Feeling includedwithin a community is about sat-
isfying one’s needs of both belongingness and
uniqueness (Shore, Randel, Chung, Dean, & Ehrhart,
2011). Striking the right balance between these two
core needs is not easy (Brewer, 1991), but studies
suggest that treating colleagues with empathy and
respect, whether during informal daily small-talk
interactions or through more formal work-related
exchanges, can help to establish an inclusive work
environment (Nishii, 2012). Empathy can be defined
as “other-oriented feelings congruent with the per-
ceived welfare of another individual … not only of
perceiving the other as in need but also of adopting
the perspective of the other” (Batson, Batson, Todd,
Brummett, Shaw, & Aldeguer, 1995: 621). Showing
respect is, broadly speaking, about having regard for
the feelings, wishes, or rights of others (e.g., Rogers,
Corley, & Ashforth, 2017). The two concepts are
often related, such that showing empathy generally
makes the other feel highly regarded (e.g., Cornelis,
Van Hiel, De Cremer, & Mayer, 2013; Patient & Skar-
licki, 2010). But the two concepts do not always
align, as empathy refers to one’s capacity to under-
stand why another person holds a certain point of
view or works with a particular skill set, whereas
respect captures one’s ability to acknowledge the
person’s perspective and unique qualities. Arguably,
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their helpful comments on previous version of this text.
We would also like to thank Marie Mitchell and NedWell-
man for allowing us to use their advice to AMJ reviewers
in this essay.
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then, showing both empathy and respect to col-
leagues represents the balanced treatment needed
for people to feel included within a community.
Empathy can help to build trust and social connec-
tions, which satisfies people’s need to belong;
respect can affirm that each person has unique
strengths and talents, which fulfills people’s need to
be distinctive (Rogers et al., 2017).

For AMJ, empathy, respect and inclusion are so
important because research shows that those who feel
socially supported and respected at work tend to
reciprocate this feeling by treating others with more
empathy (Dutton, Workman, & Hardin, 2014; Lilius,
Worline, Dutton, Kanov, & Maitlis, 2011) as well as
offering increased help to others (Dutton, Lilius, &
Kanov, 2007; Dutton et al., 2014). People value this
kind of support just asmuch as informational forms of
support, clarifyingwhy decisions aremade or policies
are implemented (e.g., Colquitt et al., 2013).Moreover,
being treated with dignity has been found to increase
people’s willingness to recognize successes of other
colleagues (e.g., Blader & Yu, 2017), and their open-
ness to the unique expertise of others (e.g., Ely &
Thomas, 2020; Nishii, 2013). Together, these positive
work outcomes can create a positive and open aca-
demic community—not just in a crisis, but in our
everyday work (Brown & Ramlackhan, 2021; see also
Kroth & Keeler, 2009; McAllister & Bigley, 2002).
Below, we discuss examples of howwemight all con-
sider empathy, respect, and inclusion in our roles as
reviewers, associate editors, and authors.

CONSIDERATIONS OF EMPATHY, RESPECT,
AND INCLUSION FOR REVIEWERS

The general recommendations for reviewing for
AMJ state that “reviewers should be like ‘lifeguards’—
trying to save the current manuscript, or at least the
next project in the stream of research” (Academy of
Management, n.d.-b). An effective and developmental
review provides constructive content-based feedback
(for other reviews, see Hempel, 2014; Ragins, 2015)
and does so in a way that is empathetic, respectful,
and inclusive. The 2020 AMJ Best Reviewer Award
winners seem to agree. In preparing for an AMJ Paper
Development session, the award winners provided
participants with their top three tips, and the vast
majority of them noted the importance of demonstrat-
ing compassion, care, and consideration for authors.
For example, one award-winning reviewer, NedWell-
man,wrote:

Treat others the way you would like to be treated. We
all know how annoying it is to have a reviewer who is

overly negative and unreasonable, and how great it is
to have a reviewer who is supportive and develop-
mental. Try to be the second type of reviewer for
others.

Another,MarieMitchell, stated:

Positivity promotes positivity: provide comments in a
constructive fashion, highlighting reasonable ways
for authors to strengthen their work and avoiding
being negative toward the author team. Like your
own research, crafting a paper is a reflection of the
author team’s identity and hard work. Try to protect
their sense of self-esteem by providing negative feed-
back in a candid yet professional manner.

In this section, we highlight a few considerations
for writing views with empathy, respect, and inclu-
sion that are related to (a) preventing sample prefer-
ences; (b) overcoming language barriers; differences
in (c) research norms, (d) monetary, and (e) temporal
resources; and (f) being open to ideas from the review
team (see alsoAvery et al., 2022).

Preventing Sample Preference

AMJ encourages and strives to develop submis-
sions from authors worldwide. To be successful in
this global endeavor of inclusion, we encourage
reviewers to be open to research being conducted in
any cultural context, and to not reflexively dismiss
or devalue research conducted outside of their own
cultural context. One particular problematic cultural
barrier we want to highlight is a seemingly strong
reliance on United States- orWestern-based samples
in management research, even though there is not
always a strong theoretical concern underlying
this preference (Avery et al., 2022). There have
been instances in which papers with data from
other countries have received the question of
whether it would be possible to replicate the find-
ings in the United States. We are, however, aware
that asking for replications in the U.S. context can
further contribute to an (implicit) notion that
experiences of people from theUnited States are espe-
cially reflective of humankind (Cheon, Melani, &
Hong, 2020). Moreover, we recognize that, even in
other English-speaking countries such as Canada,
Australia, and the United Kingdom, a studied phe-
nomenon can be different than in the United States
due to different laws or business policies. This sug-
gests that generalizability of findings to what/where/
who is an issue that could be applied to research con-
ducted within any country or setting. Finally, any
positive cultural sample bias can undermine inclusiv-
ity because such data would be unequally distributed
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within our community such that authors located in
the United States are more likely to gain access to
such samples. Importantly, AMJ is dedicated to
advancing our global knowledge of management
science and aspires to value any robust finding
that enriches our prior theoretical thinking about a
management issue, regardless of the cultural sam-
ple in which it is observed.

Overcoming Language Barriers

Another way for reviewers to consider empathy,
respect, and inclusion is in their openness to AMJ’s
large number of submitting authors who are non-
native English speakers. AMJ publishes research
written in English. As English has the largest base of
non-native speakers, compared to all other languages
(Lane, 2021), this potentially helps to enable world-
wide inclusion and participation in the journal.
However, there are at least two issues that can create
language barriers during the submission process.
First, authors who do not speak English as a first lan-
guage may lack the intuitive logic behind English
writing and include some grammatical mistakes in
their papers when compared to papers from those
who have English as their first language. Thankfully,
reviewers tend to focus primarily on the theory and
empirics provided in the manuscript, and this is
what we would encourage. Only on rare occasions
do we receive excessive comments within our
reviews about grammarmistakes that can undermine
authors’ morale and feelings of inclusion. Small
writing imperfections (assuming the paper is still
clear overall) can be remedied during the reviewpro-
cess and the final copy-editing stage.

Second, we are mindful that our reliance on the
English language may also unintentionally cause
native speaking authors, who can write more auto-
matically, to implicitly signal the reliance on West-
ern norms in their research. For example, they may
refer to specific ethnic or racial groups as being of
higher status or the “majority” group, while such
language labels are strongly culturally determined
and might thus not reflect different cultural back-
grounds in other countries. Such unintentional sig-
nals—that norms or standards in a handful of
countries apply in every country—might suggest
that norms in other countries are unseen or less
important. Instead, authors can consider framing the
specific cultural context of their research in their
writing and acknowledge this context—even when
the data are collected in Western countries—when
referring to particular normswithin a setting.

Differences in Research Norms

Due to differences in norms, experience, and train-
ing, some authors might provide more transparency
regarding hypothesis development, methods, and
results than others. Norms regarding transparency
are appropriately changing within our field, and
such discussions are included within other work
(e.g., DeCelles, Howard-Grenville, & Tihanyi, 2021).
As these norms continue to develop, we acknowl-
edge that there might be different standards related
to transparency across and within disciplines, and
that reviewers and authors might therefore have
diverging expectations. Although it is essential that
reviewers continue to ask for clarifications regarding
the methods and results of manuscripts, we also
encourage reviewers to do so in a respectful manner
that assumes positive intent of the author. As stated
by Indra Nooyi (2008: para. 1), the former chairper-
son and chief executive officer of PepsiCo:

Whatever anybody says or does, assume positive
intent. You will be amazed at how your whole
approach to a person or problem becomes very differ-
ent. … You are trying to understand and listen
because at your basic core you are saying, “Maybe
they are saying something to me that I’mnot hearing.”

By requesting the additional transparency infor-
mation, a reviewer is helping the review team gain
greater insights from the author, deeper understand-
ing of the underlying phenomenon being studied,
and knowledge about transparency in the review
process. By requesting this information in a respect-
ful manner, a reviewer is demonstrating that they are
interested in developing the paper and helping to
retain the dignity of the authors.

Coping with Differences in Monetary Resources

Wearemindful of the broad range of academic sys-
tems authors may operate in, recognizing that the
resources needed to conduct research within these
systems vary both within and between countries.
More resources tend to be concentrated within
wealthier countries and schools—and, within those
countries and schools, those resources might be
more likely to be allocated to groups of senior schol-
ars who are already highly skilled in conducting
research. Regardingmonetary resources, some schol-
ars note that it is becoming increasingly more expen-
sive to conduct research, especially when multiple
studies are required. In fact, an author team recently
spent over $52,000 (U.S. dollars) to collect data for
multiple studies in a single publication. Because
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authors have varying levels of funding available for
research, thosewho arewithin countries and schools
with less monetary resources may be at a disadvan-
tage in the publication process. These disadvantages
might manifest via having decreased access to sam-
ples and less ability to conduct multiple studies.
Potential solutions to these resources challenges
could include grants and other types of funding
offered by professional associations, journals, and
industries to those with resources constraints, as
well as initiatives that support larger-scale collabora-
tions among researchers in which they can join
forces. In addition, although research quality is our
top priority, as associate editors, together with the
review team, we try to offer authors flexibility
regarding how research is conducted, where possi-
ble. For example, when there are multiple ways to
study a research question, the review team will be
open to less expensive options. We thus encourage
our broader academic community to consider that
differential resources can create publication tensions
and attempt to help create a more inclusive commu-
nity by being cognizant of this issue and developing
ways to create equitable access.

Coping with Differences in Temporal Resources

In addition to differences in monetary resources,
we recognize that there are also differences in tempo-
ral resources among the members within our com-
munity. Our unique professional and personal
situations make it such that some of us also tend to
have a disproportionately greater amount of work on
our plates than others. For this reason, for example,
AMJ deliberately gives reviewers one month to pro-
vide feedback onmanuscripts, because it serves both
reviewers and authors. The timeline is intended to
recognize that reviewers have other job and personal
duties as well as review for multiple journals. We
also note that it is helpful to take a bit of time to com-
plete a review, as it allows full consideration of the
ideas/methodology in the manuscript, and how
to improve it. Indeed, in a previous From the
Editors editorial, Harrison (2002: 1083) noted that
“published papers would be better if reviewers took
more time.” Further, a decision can be made on a
manuscript only when all the reviews are returned.
So, there is no expectation at AMJ for a reviewer to
return their review before the due date and we
encourage no special consideration to be given to
those reviewers who return their review beforehand.
To grant special weight to reviewers who submit
before the deadline could potentially disadvantage

those scholars who have resource constraints (e.g.,
caregivers, scholars with less support).

At the same time, it is pivotal for authors to have
reviews returned by the month deadline. We prom-
ise timely feedback so that authors do not encounter
significant delays outside their control when
attempting to publish their work. Such delays are
harmful for their career progression and can limit the
news value of their research. We very much realize
that reviewing represents an academic service that
requires significant effort, so we are grateful to all
who serve as reviewers for AMJ. Most reviewers
indeedmeet the one-month deadline, andwe greatly
appreciate these efforts.

Being Open to Ideas from Others on the
Review Team

Finally, it is important to keep in mind that, for
each paper at AMJ, there are three reviewers and an
associate editor who are providing guidance on the
manuscript. This means that a single reviewer can
never solely determine the course of a submission
process. There is always the possibility that other
individuals might have alternative ideas for how to
move the manuscript forward. Indeed, there might
bemore than oneway tomove forwardwith theman-
uscript. We are fortunate with an excellent review
board that indeed primarily focuses on the ideas pre-
sented in the paper with regard to potential theoreti-
cal contribution and impact for society, and that is
well aware that reviewing is a team effort.

We encourage reviewers for AMJ to consider that
a submission likely reflects both on the capabilities
of the author team as well as their specific academic
situations—the scientific and cultural contexts, each
with their unique resources and constraints, in which
they are being trained or work in. For this and other
reasons, considerwriting empathic, respectful reviews
that have a developmental tone. In the next section,
we provide some examples of how we, as associate
editors of AMJ’s editorial team, are seeking to show
empathy and respect to reviewers and authors.

ASSOCIATE EDITORS AND CONSIDERING
EMPATHY, RESPECT, AND INCLUSION

As editors, reviewers, and authors (and, more
broadly, scholars), we believe that demonstrating
respect and empathy is a best practice as we strive
for publishing high-quality papers. In thisway, being
inclusive goes hand in hand with the high bar we set
for scientific excellence. The first action we take to
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strive for this excellence when a paper is submitted
to AMJ is to assemble a review team well equipped
to judge the quality of the work. We want to high-
light, however, that, in addition to guaranteeing con-
tent expertise, we strive to select members from the
review boardwho differ in cultural backgrounds and
hierarchical levels. Moreover, it is customary prac-
tice to invite at least one reviewer from outside the
review board on a team. In this way, we hope to gain
insights from multiple scholars and prevent that
only a select group of scholars becomes familiar with
our publication process. One intent of having ad hoc
reviewers is to encourage broad representation in
AMJ’s publication process, and to help decide the
type of research questions the field should try to
answer.

Scholarly work suggests that individual perfor-
mance depends onhowwell or thoroughly outcomes
are explained (informational support) and how hon-
est and respectful explanations are delivered (social/
interactional support; see Colquitt, Conlon, Wesson,
Porter, & Ng, 2001; Colquitt et al., 2013). This work
suggests that the outcome of whether or not a paper
is accepted for publication at AMJ (or assigned a
revise-and-resubmit/“R&R” request) and how authors
respond to this outcome is influenced by how this
outcome is communicated. Presumably, the better we
are at communicating these decisions with empathy
and respect, the more likely it will be that the author
can incorporate and build on the comments from the
reviewers on how to improve their ideas for submis-
sion to another journal outlet.

How to Interpret an Associate Editor’s Decision
on a Manuscript

With regard to receiving an editorial decision on a
manuscript, many of us strive to ensure that the edi-
torial letter and any accompanying concerns are
clearly explained to the author, and that the author
understands why a certain editorial decision was
made. Meeting this criterion in a way that is per-
ceived by the authors as empathetic and respectful
can be challenging. Being authors ourselves, we
know that decision letters can often feel like broader
criticisms on our scholarship. However, it is impor-
tant to keep in mind that, at AMJ, we strive to mini-
mize the revision rounds needed to reach a final
decision (conditional accept or reject). We want to
emphasize that a specific decision from AMJ is only
meant to denote a decision for the specific journal in
question, and not other journals. As Hollenbeck and
Mannor (2007) noted, it takes an average of three

different journal submissions before a paper finds its
academic home. For this reason, we strive to write
decision letters that contain valuable and respectful
feedback. In this way, authors receive help to make
substantive changes that serve to improve the manu-
script, even if not for publication inAMJ.

How to Interpret a Paper Revision

Receiving a revision is without a doubt a more
desirable outcome, but, “because reviewers focus
primarily on the problems in a manuscript … the
R&R often feels more like a rebuke rather than a
reward” (Seibert, 2006: 203). Because, at least to
some extent, our encouragement is signaled implic-
itly by virtue of receiving a revision request, the
high-risk language used by most associate editors
may inadvertently contribute to authors’mixed feel-
ings. In addition, we would be remiss if we did not
point out that how a decision letter is framed may
also be interpreted differently by authors because of
factors such as their academic or demographic back-
ground, or prior success with revisions, among
others. It is therefore good to explain what we mean
by a “high risk” revision. According to Merriam-
Webster, “risk” (n.d.) is defined as the “possibility of
loss or injury.” When we label a revision in terms of
risk, we are attempting to describe the likelihood
that the time invested in revising the manuscript
would be “lost” if the manuscript were ultimately
rejected. As all authors know, responding to an R&R
is a substantial amount of work that not only entails
revising their manuscript, but also drafting a
response letter that is its own form of scholarship.
Although the majority of revisions carry some level
of risk, editors face a tension between making that
uncertainty and risk clear, such that authors do not
feel theywere promised an eventual acceptance, and
simultaneously expressing encouragement.

As editors of AMJ, it is, without a doubt, our core
duty to help develop and ultimately select only those
papers that fulfill the journal’s mission of publishing
high-quality research. Because AMJ has, much like
other rigorous academic journals, a rejection rate
that is substantially higher than its acceptance rate,
we are charged with improving manuscripts much
more than we are tasked with praising them. Yet, in
our quest to advance scholarship, it is important to
try to not lose sight of the real human beings whose
work we are assessing. Our primary way of doing
this is selecting the best reviewers to evaluate manu-
scripts, by being transparent about the likelihood of
getting the paper published in AMJ, by thoroughly

2022 Umphress, Rink, Muir (Zapata), and Hideg 367



explaining our decisions, by clarifying how to inter-
pret our decisions, and by attempting to be empathic
and respectful while communicating our views to
authors in our decision letters—as well as to the
larger community in publishing workshops and edi-
torial essays. Again, we are by no means suggesting
that these are the only ways in which empathy and
respect can be shown to our authors, nor that they
represent the most effective ways to do so. We are
simply sharing some of our practices at AMJ in an
attempt to be transparent, andwith the hope tomove
the conversation about inclusion further within our
profession.

Finally, we would like to mention a few ways in
which authors tend to show empathy and respect to
the reviewers and editors who are involved in the
submission process of their paper.

ROLE OF AUTHORS IN DEMONSTRATING
EMPATHY, RESPECT, AND INCLUSION

When conducting research, writing manuscripts,
and responding to revisions, authors can also consider
empathy and respect, helping to create a more inclu-
sive environment within the field of management.
Most important, we expect authors to respect the
human rights of participants by engaging in regulatory
processes like the institutional review board within
the authors’ country and the specific country inwhich
the research will be conducted. Such processes help
protect participants, and also ensure the integrity of
the research being conducted. Moreover, when writ-
ing the manuscript, we suggest that authors refer to
other scholars’work in a respectful manner. It is pos-
sible to highlight a manuscript’s contributionwithout
disparaging or degrading the previous work done by
other scholars. We encourage authors to respectfully
refer to previouswork and remark on how the current
work builds on or addresses important questions that
have not yet been addressed—being clear why the
current work changes, challenges, or fundamentally
advances our knowledge related to the topic.

We realize that the expectations for empathy,
respect, and inclusion is not symmetrical for all par-
ties within a review process, given that there are
inherent power differentials between the associate
editors and reviewers, on the one hand, and the
authors on the other (i.e., they are ultimately being
evaluated by the review team). However, there is an
expectation for authors to be empathetic, respectful,
and inclusive as well, because revisions are ulti-
mately scholarly conversations between all three
parties involved. As we know, the review team

spends many hours providing feedback on a volun-
tary basis as a service to our field. And, in our experi-
ence, reviewers by and large are genuinely interested
in helping authors. Yet, it can be easy to forget that
reviewers (and associate editors) are also human and
can (and do) makemistakes. Sometimes, suggestions
may not make sense to the authors (and may be
plainlywrong).We againwant to emphasize that we,
as associate editors, and our reviewers, come from
diverse backgrounds and can bring a variety of per-
spectives and insights to a paper that authors may
have never considered. Leveraging these additional
insights and perspectives may also contribute to a
more inclusive and global science, and thus demon-
strating curiosity to what might seem like an odd (or
incorrect) comment serves to acknowledge the hard
work of the review team and keep them interested in
helping authors further improve their scholarship.
Just as authors deserve to be treated with respect by
those evaluating their scholarship, authors should
do the same and grant reviewers the benefit of the
doubt that the reviewer/associate editor made a sug-
gestionwith the intent to improve themanuscript.

CONCLUSION

The worldwide events of the past several years
have had a direct impact on the academic lives of
most of us and underlined the diversity present
within our global scientific community. They have
made clear that differences in research requirements,
languages, and cultural behavioral norms impose
unique challenges on some of us that can make it
more difficult to submit a paper to AMJ, even those
with promising research ideas. To all authors moti-
vated to publish in our journal, we want to empha-
size that you are invited to do so. Without trying, we
do not get a chance to evaluate the suitability of your
work and cannot provide guidance on how to stream-
line it. We are committed to give constructive feed-
back, even when we feel a paper is not suitable for
publication in AMJ. In this way, we hope the submis-
sion process remains a positive learning experience.

Ultimately,we hope to prompt discussion ondem-
onstrating empathy, respect, and inclusion toward
fellow scholars because doing so has a positive
impact on the thoughts, feelings, and behaviors of
those others and enhances a sense of inclusion
within our community—even during these challeng-
ing times, and in spite of the tensions that come
alongwith them. Thismessagemay seem needless to
say, given that most, if not all, AMJ readers consider
it only natural to treat others this way. Still, most
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(if not all) of us have likely observed instances
within the scientific community of disparities
among its members. And research repeatedly shows
that these instances are, unfortunately, not idiosyn-
cratic—they are reflective of systematic biases in the
academic system. Hence, we should not take respect,
empathy, and inclusion for granted.

We hope that these ideas and the important dis-
cussions that have come before (e.g., Avery et al.,
2022; Brown & Ramlackhan, 2021; Hideg et al., 2020;
Johnston, 2019; Montgomery, 2021;Ward, 2021) and
those that will come after have the potential to
expand access to authors and reviewers of AMJ, and,
in doing so, to address these research questions that
are, to date, less examined in our literature.

Elizabeth E. Umphress
University of Washington

Floor Rink
University of Groningen

Cindy P. Muir (Zapata)
University of Notre Dame

Ivona Hideg
York University

REFERENCES

Academy of Management. n.d.-a. About the Academy of
Management. Retrieved from https://aom.org/about-aom

Academy ofManagement. n.d.-b. Reviewer resources: Gen-
eral reviewing advice. https://aom.org/research/
publishing-with-aom/reviewer-resources

Avery, D. R., Darren, K. B., Dumas, T. L., George, E., Joshi,
A., Loyd, D. L., van Knippenberg, D., Wang, M., & Xu,
H. 2022. Racial biases in the publication process:
Exploring expressions and solutions. Journal of Man-
agement, 48: 7–16.

Batson, C. D., Batson, J. G., Todd, R. M., Brummett, B. H.,
Shaw, L. L., & Aldeguer, C. M. 1995. Empathy and the
collective good: Caring for one of the others in a social
dilemma. Journal of Personality and Social Psychol-
ogy, 68: 619–631.

Blader, S. L., & Yu, S. 2017. Are status and respect different
or two sides of the same coin? Academy of Manage-
ment Annals, 11: 800–824.

Brewer, M. B. 1991. The social self: On being the same and
different at the same time. Personality and Social
Psychology Bulletin, 17: 475–482.

Brown, N., & Ramlackhan, K. 2021. Exploring experiences
of ableism in academia: A constructivist inquiry.
Higher Education. doi: 10.1007/s10734-021-00739-y

Cheon, B. K., Melani, I., & Hong, Y.-Y. 2020. How
USA-centric is psychology? An archival study of
implicit assumptions of generalizability of findings to
human nature based on origins of study samples.
Social Psychological & Personality Science, 11:
928–937.

Colquitt, J. A., Conlon, D. E., Wesson, M. J., Porter, C. O., &
Ng, K. Y. 2001. Justice at the millennium: A
meta-analytic review of 25 years of organizational jus-
tice research. Journal of Applied Psychology, 86:
425–445.

Colquitt, J. A., Scott, B. A., Rodell, J. B., Long, D. M.,
Zapata, C. P., Conlon, D. E., & Wesson, M. J. 2013. Jus-
tice at the millennium, a decade later: A meta-analytic
test of social exchange and affect-based perspectives.
Journal of Applied Psychology, 98: 199–236.

Cornelis, I., Van Hiel, A., De Cremer, D., & Mayer, D. M.
2013. When leaders choose to be fair: Follower
belongingness needs and leader empathy influences
leaders’ adherence to procedural fairness rules. Jour-
nal of Experimental Social Psychology, 49: 605–613.

DeCelles, K. A., Howard-Grenville, J., & Tihanyi, L. 2021.
From the editors: Improving the transparency of
empirical research published in AMJ. Academy of
Management Journal, 64: 1009–1015.

Dutton, J. E., Lilius, J. M., & Kanov, J. M. 2007. The trans-
formative potential of compassion at work. In S. K.
Piderit, R. E. Fry, & D. L. Cooperrider (Eds.), Hand-
book of transformative cooperation: New designs
and dynamics: 107–126. Stanford, CA: Stanford Uni-
versity Press.

Dutton, J. E., Workman, K. M., & Hardin, A. E. 2014. Com-
passion at work. Annual Review of Organizational
Psychology and Organizational Behavior, 1: 277–
304.

Ely, R. J., & Thomas, D. A. 2020. Getting serious about
diversity: Enough already with the business case—it’s
time for a new way of thinking. Harvard Business
Review. Retrieved from https://hbr.org/2020/11/
getting-serious-about-diversity-enough-already-with-
the-business-case

Harrison, D. 2002. Obligations and obfuscations in the
review process. Academy of Management Journal,
46: 1079–1084.

Hempel, P. S. 2014. The developmental reviewer. Man-
agement andOrganization Review, 10: 175–181.

Hideg, I., DeCelles, K. A., & Tihanyi, L. 2020. From the
editors: Publishing practical and responsible research
in AMJ. Academy of Management Journal, 63:
1681–1686.

Hollenbeck, J. R., & Mannor, M. J. 2007. Career success and
weak paradigms: The role of activity, resiliency, and
true scores. Journal of Organizational Behavior, 28:
933–942.

2022 Umphress, Rink, Muir (Zapata), and Hideg 369

https://aom.org/about-aom
https://aom.org/research/publishing-with-aom/reviewer-resources
https://aom.org/research/publishing-with-aom/reviewer-resources
https://hbr.org/2020/11/getting-serious-about-diversity-enough-already-with-the-business-case
https://hbr.org/2020/11/getting-serious-about-diversity-enough-already-with-the-business-case
https://hbr.org/2020/11/getting-serious-about-diversity-enough-already-with-the-business-case


Jenkins, E. K., McAuliffe, C., Hirani, S., Richardson, C.,
Thomson, K. C., McGuinness, L., Morris, J., Kousoulis,
A., & Gadermann,A. 2021.A portrait of the early and dif-
ferential mental health impacts of the COVID-19 pan-
demic in Canada: Findings from the first wave of a
nationally representative cross-sectional survey. Preven-
tiveMedicine, 145. doi: 10.1016/j.ypmed.2020.106333

Johnston, K. V. 2019. A dynamical systems description of
privilege, power and leadership in academia. Nature
Astronomy, 3: 1060–1066.

Kroth, M., & Keeler, C. 2009. Caring as a managerial strat-
egy. Human Resource Development Review, 8:
506–531.

Lane, J. 2021. The 10 most spoken languages in the world.
BabbelMagazine.

Lilius, J. M., Worline, M. C., Dutton, J. E., Kanov, J. M., &
Maitlis, S. 2011. Understanding compassion capabil-
ity.Human Relations, 64: 873–899.

McAllister, D. J., & Bigley, G. A. 2002. Work context and
the definition of self: How organizational care influen-
ces organization-based self-esteem.Academy of Man-
agement Journal, 45: 894–904.

McNeely, C. L., Schintler, L. A., & Stabile, B. 2020. Social
determinants and COVID-19 disparities: Differential
pandemic effects and dynamics. World Medical &
Health Policy, 12: 206–217.

Millett, G. A., Jones, J. T., Benkeser, D., Baral, S., Mercer,
L., Beyrer, C., Honermann, B., Lankiewicz, E., Mena,
L., Crowley, J. S., Sherwood, J., & Sullivan, P. S. 2020.
Assessing differential impacts of COVID-19 on black
communities.Annals of Epidemiology, 47: 37–44.

Montgomery, B. L. 2021. Make equity essential to expedite
change in academia.NatureMicrobiology, 6: 7–8.

Nishii, L. H. 2013. The benefits of climate for inclusion for
gender-diverse groups. Academy of Management
Journal, 56: 1754–1774.

Nooyi, I. 2008. The best advice I ever got. Fortune.
Retrieved from https://archive.fortune.com/galleries/
2008/fortune/0804/gallery.bestadvice.fortune/7.html

Patient, D. L., & Skarlicki, D. P. 2010. Increasing interper-
sonal and informational justice when communicating
negative news: The role of the manager’s empathic
concern and moral development. Journal of Manage-
ment, 36: 555–578.

Ragins, B. R. 2015. Editor’s comments: Developing our
authors.Academy of Management Review, 40: 1–8.

Risk. n.d. In Merriam-Webster.com dictionary. Retrieved
from https://www.merriam-webster.com/dictionary/
risk

Rogers, K. M., Corley, K. G., & Ashforth, B. E. 2017. Seeing
more than orange: Organizational respect and positive
identity transformation in a prison context. Adminis-
trative Science Quarterly, 62: 219–269.

Seibert, S. E. 2006. Anatomy of an R&R (or, reviewers are
an author’s best friends...). Academy of Management
Journal, 49: 203–207.

Shore, L. M., Randel, A. E., Chung, B. C., Dean, M. D., &
Ehrhart, K. H. 2011. Inclusion and diversity in work
groups: A review and model for future research. Jour-
nal ofManagement, 37: 1262–1289.

Ward, K. M. 2021. Crafting the conditions for professional
membership: Women of color navigating inclusion
into academia. Sociological Quarterly. doi: 10.1080/
00380253.2021.1886618

370 Academy of Management Journal April

https://archive.fortune.com/galleries/2008/fortune/0804/gallery.bestadvice.fortune/7.html
https://archive.fortune.com/galleries/2008/fortune/0804/gallery.bestadvice.fortune/7.html
https://www.merriam-webster.com/dictionary/risk
https://www.merriam-webster.com/dictionary/risk


Copyright of Academy of Management Journal is the property of Academy of Management
and its content may not be copied or emailed to multiple sites or posted to a listserv without
the copyright holder's express written permission. However, users may print, download, or
email articles for individual use.


