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The past century has seen a huge amount of progress in the field of scholarship on
human work in organizations (see, for example, Kozlowski et al., 2017; Salas et al., 2017;
Sott et al., 2020). Yet, many scientific findings remain underused in work design and
managerial decisions (Rynes, 2012; Zhou et al., 2024) This scientist—practitioner gap is
sustained by several factors, including overly complex theorizing, limited contextual
relevance, a disproportionate focus on large enterprises, and recommendations that are
difficult for practitioners to implement (Zhou et al., 2024). A particularly tractable barrier
is the restricted global access to high-quality research (Maindidze et al., 2024). The

high article-processing charges at most commercial publishers do not only limit the
possibility for small organizations to access even practitioner-oriented papers, they also
slow progress in work and organizational psychology by blocking global collaboration
and turning research into a commodity instead of a public good (Boulton, 2021). As a
result, research findings often remain confined to privileged academic circles, leaving
practitioners without clear, actionable guidance for implementation.

At Research for People in Organizations (RPiO), we work to close these gaps. Our
goal is to share the latest high-quality research on a broad range of topics such as
organizational behavior, team dynamics, personnel development, human-technology in-
teraction, and employee well-being in ways that are openly available, adhere to open
science standards, and are at the same time easy to understand for practitioners. By
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making solid evidence clear and usable for everyone, we aim to spark both scientific and
practical innovations that improve workplaces worldwide.

This editorial explains RPiO’s main objectives and outlines specific actions we will
take to reach them, ensuring that the journal advances free, sustainable, and people-cen-
tred research on work and organizations.

No Barriers for Readers and Authors — Full Open
Access in Action

We agree with the position paper of the International Science Council (Boulton, 2021)
that research in work and organizational psychology should be freely available to schol-
ars, practitioners, and the public worldwide. Especially as most research is funded by
taxpayers, the knowledge it generates should serve the public without limitations. Fortu-
nately, our new journal is published through PsychOpen GOLD (https://psychopen.eu/),
an open-access platform run by the Leibniz Institute for Psychology (ZPID). Fully funded
by Germany’s federal and state governments, ZPID strives at providing “a publishing
environment free from commercial interests” and charges no fees for publications —
neither to readers nor to authors. Every article in RPiO can thus be read, shared, and
applied without paywalls, subscriptions, or article-processing charges.

By removing financial barriers for both authors and readers, we promote fair access
to scientific knowledge and help ensure that evidence aimed at improving people’s work-
ing lives reaches everyone who can benefit from it. A positive side effect for researchers
is that publications that are free to read typically receive more and diverse citations
compared to those locked behind paywalls (Huang et al., 2024), a metric that still carries
weight in academic careers (van Balen et al., 2012). Wider dissemination of research
findings can also lead to greater recognition and influence both within the academic
community and among practitioners. This is what we are hoping for the authors who
publish their articles in RPiO. In addition, open access enables more rapid sharing of
findings, which can further accelerate scientific discovery and innovation — an aspect
that becomes increasingly important given the fast pace by which the world of work is
changing.

Our Commitment to Research That Serves the
People in Organizations

At RPiO we place people at the centre of organizational science. This stance aligns with
the United Nations Sustainable Development Goals, especially Goal 3: Good Health and
Well-Being and Goal 8: Decent Work and Economic Growth (United Nations, 2015).
Decades of evidence show that organizations perform better when their employees are
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healthy, engaged and treated fairly (Harter et al., 2002; Shi et al., 2024). To keep that
human focus front and centre, every RPiO submission must include a translational
abstract titled “Contribution for People”. In clear, accessible language (no jargon), authors
are requested to explain how their findings improve the well-being, development, or
day-to-day experience of individuals, teams, or whole organizations. This requirement
ensures that each article offers practical value, not just theoretical insight.

RPiO also encourages research on sustainable and ethical organizational practices.
Modern organizations face the twin challenges of supporting their workforce and re-
sponding to the climate crisis (Renwick et al., 2013). Studies that explore green human
resource practices, diversity and inclusion, and socially responsible leadership therefore
sit squarely within our scope. To underline this priority, our inaugural special issue will
focus on “Green Human Resource Management — HR Strategies for a Sustainable Fu-
ture”, inviting work that shows how organizations can promote environmentally friendly
behavior without placing extra strain on employees. A recent systematic review by
Lawter and Garnjost (2025) pinpoints the impact of green HR practices on employee
well-being and health as a pressing yet under-studied question, and we urge prospective
authors to help close that gap.

Thus, by coupling rigorous research with a clear commitment to people, RPiO aims to
inspire research that is not only about work and organizations, but truly for the people
who make them thrive.

Attracting All Disciplines Addressing the
“People-Focus” in Organizations

We invite contributions from all disciplines that address the human experience in or-
ganizational contexts. This includes, but is not limited to, research from organizational
behavior, health and sports sciences, occupational health and safety, human factors

and ergonomics, workplace safety, team and group dynamics, leadership and manage-
ment sciences, information science, public management, production management, work
science, organization studies, cultural sciences, cognitive psychology, and the fields of
creativity and innovation.

Although the journal was founded by three organizational psychologists, Research for
People in Organizations is not bound to any one discipline. Our focus lies on research that
contributes to understanding and improving the positive and meaningful experience of
people in organizations — regardless of the disciplinary lens. We strongly believe that the
challenges faced by organizations — both in Europe and globally — can only be addressed
through interdisciplinary collaboration. As Shet (2024) emphasizes, the well-being and
good life of workers and employees require solutions that draw on insights from multiple
fields.

Research for People in Organizations
2025, Vol. 1, Article e18551

GOLD
https://doi.org/10.5964/rpio.18551 B PsychOpen


https://www.psychopen.eu/

Our Visions and Goals for “Research for People in Organizations” 4

Although psychology plays an important role, it is just one of many valuable contrib-
utors to our shared goal of enhancing the well-being of workers, employees and organ-
izations. In this spirit, Dalton et al. (2022) introduce the concept of the metaproblem,
referring to issues that transcend disciplinary boundaries and demand collaborative,
integrative research efforts.

Special Focus on the European Workforce

Because RPiO is funded with European public money, the journal has a particular du-

ty to address issues that matter to Europe’s diverse workforce (Brewster, 1995). The
continent’s cultural, social, and economic landscapes vary widely, creating distinctive
challenges and opportunities — from “General Data Protection Regulation (GDPR)’-
driven rules (https://gdpr.eu/) to cross-border labor mobility, multilingual teams, and
strong worker-representation traditions. Another example for a distinctly European
framework with implications for organizations is the EU Artificial Intelligence Act
(https://artificialintelligenceact.eu/) that governs how artificial-intelligence tools and pro-
cesses may be used in the workplace. By offering a dedicated outlet for research that
considers these developments, we aim to strengthen a clearly European voice within
work and organizational psychology while still welcoming findings that resonate glob-
ally. We especially invite studies that deliver practical, locally grounded solutions for
priorities such as work-life balance, occupational health management, employee welfare,
cultural inclusion, and European- or region-specific regulations. In doing so, RPiO seeks
to advance research that not only analyzes European work settings but also improves
them in concrete, people-centred ways.

Open Science Principles

With this journal, we actively promote the application of open science principles within
work and organizational psychology. While many journals now mention transparency
and reproducibility criteria for submissions on their websites, actual implementation re-
mains limited and inconsistent (Torka et al., 2023). We are committed to closing this gap
in academic publishing, as outlined in our adherence to the Transparency and Openness
Promotion (TOP) standards (https://rpio.psychopen.eu/index.php/rpio/open-science). Al-
though concerns about open science — such as problems with GDPR when publishing
data, data misuse, or increased workload — are still common among work and organiza-
tional psychologists, recent work shows that many of these fears are less problematic in
practice than they appear (Huffmeier et al., 2022). For this reason, we strongly encourage
preregistration, open data, open materials, and transparent reporting in all empirical
submissions. In addition, we will only publish classic quantitative studies that have been
pre-registered and have made this preregistration available to the journal during the peer
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review process. We also particularly invite pre-registered reports (Stage 1 manuscripts
containing only introduction, methods, and analysis plan). Once a registered report
receives in-principle acceptance, we will publish the completed article no matter how the
results turn out, thereby rewarding sound design over “positive” findings. By embedding
these requirements, we seek to boost the credibility of individual studies and to cultivate
a wider culture of scientific integrity and accountability in our field (Keener et al., 2023).

We would like to highlight that adherence to open science principles does not exclude
qualitative studies. RPiO warmly welcomes qualitative studies, provided they meet clear
standards of rigour and transparency. Authors should document their sampling, data-col-
lection, and analytic procedures in enough detail for others to understand — and, where
feasible, reuse — their work. We will evaluate qualitative submissions against the 12
transparency criteria proposed by Aguinis and Solarino (2019) to ensure high quality.

Our efforts are complemented by awarding Open Science Badges in RPiO to highlight
articles that adhere to Open Access principles, pre-registration, and the sharing of data
and materials. By embedding these open science principles, we aim to contribute to the
advancement of science, facilitate collaboration, and increase the impact of organization-
al research for the working people.

Additionally, we registered on the platform as a PCI-friendly journal under “Category
2”. PCI Psychology (https://psych.peercommunityin.org/) is a community-organized peer
review platform for preprints. The platform organizes a review process where action
editors (called “recommenders”) manage the entire workflow, including finding and
coordinating reviewers, overseeing the revision process, and so forth. When authors of
a preprint receive acceptance, they can forward the accepted article to any PCI-friendly
journal. Category 2 means that journals agree to provide the authors of recommended
preprints with one of the following three responses, within a specified short turnaround
time (e.g., 5 days):

1. Acceptance with minor modifications and with no further peer-review.
2. Need for further peer-review or other checks before decision.
3. Not interested.

New Article Types to Bridge the Science-
Practice Gap and Support Early Careers

Finally, RPiO introduces two submission formats that we believe will enrich both schol-
arship and practice. The first one are case analyses — a format that invites practitioners
and scholar-practitioner teams to submit richly documented accounts of real-world inter-
ventions, events, or outcomes of HR practices from which organizational literatures can
learn (Lowman, 2001). Such timely and relevant cases serve two purposes: First, they test
theory against messy reality, showing when and why established models succeed — or
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fall short — in specific contexts. Second, they stimulate fresh research questions, pointing
academics toward phenomena that matter in practice but remain under-examined in the
literature. Each case analysis will also be peer-reviewed for rigor, transparency, and rele-
vance, ensuring that lessons learned are both credible and transferable (Aguinis, 1993).
The second format is our so-called “Emerging Scholars’ Showcase”, which welcomes
high-quality work from early-career researchers, including bachelor’s and master’s stu-
dents. Offering a full, blinded peer-review experience at this formative stage not only
cultivates sound research habits but also brings fresh data and perspectives into the pub-
lished record instead of leaving them buried in university repositories. In this way, this
initiative supports and nurtures the next generation of scholars, ensuring the continuity
of innovative research in applied psychology, which is unique in the journal landscape.

Our Vision for RPiO

Our vision for Research for People in Organizations (RPiO) is to become the go-to source
for timely, rigorous, and usable knowledge that benefits researchers, consultants, and
managers alike. Furthermore, we will work toward positioning RPiO at the forefront of
European debate on all aspects of organizational psychology and human resources. Last-
ly, our ten-year goals include gaining inclusion in the Social Sciences Citation Index, and
earning our first competitive impact factor, both while maintaining diamond open-access
policies that eliminate cost barriers for authors and readers. Achieving this vision will
require a community effort, and we invite all of you across Europe and beyond to join us
in building a journal that advances open, people-centered organizational science.

Funding: The authors have no funding to report.

Acknowledgments: With this editorial, the authors would like to thank Armin Guinther, Gerrit Fréhlich, Tina Keil
and the PsychOpen GOLD team of the Leibniz-Institute of Psychology for giving us the opportunity to create and
develop this journal. Thank you for your support and for helping us to put this journal on a very professional

foundation.

Competing Interests: The authors have declared that no competing interests exist.

References

Aguinis, H. (1993). Action research and scientific method: Presumed discrepancies and actual
similarities. Journal of Applied Behavioral Science, 29(4), 416-431.
https://doi.org/10.1177/0021886393294003

Research for People in Organizations
2025, Vol. 1, Article e18551

GOLD
https://doi.org/10.5964/rpio.18551 B PsychOpen


https://doi.org/10.1177/0021886393294003
https://www.psychopen.eu/

Hagemann, Kern, & Kluge 7

Aguinis, H., & Solarino, A. M. (2019). Transparency and replicability in qualitative research: The
case of interviews with elite informants. Strategic Management Journal, 40(8), 1291-1315.
https://doi.org/10.1002/smj.3015

Boulton, G. S. (2021). Science as a global public good [Position paper]. International Science Council.
https://doi.org/10.24948/2021.09

Brewster, C. (1995). Towards a ‘European’ model of human resource management. Journal of
International Business Studies, 26(1), 1-21. https://doi.org/10.1057/palgrave.jibs.8490163

Dalton, A., Wolff, K., & Bekker, B. (2022). Interdisciplinary research as a complicated system.
International Journal of Qualitative Methods, 21. https://doi.org/10.1177/16094069221100397

Harter, J. K., Schmidt, F. L., & Hayes, T. L. (2002). Business-unit-level relationship between
employee satisfaction, employee engagement, and business outcomes: A meta-analysis. Journal
of Applied Psychology, 87(2), 268-279. https://doi.org/10.1037/0021-9010.87.2.268

Huang, C.-K., Neylon, C., Montgomery, L., Hosking, R., Diprose, ]J. P., Handcock, R. N., & Wilson, K.
(2024). Open access research outputs receive more diverse citations. Scientometrics, 129(2), 825-
845. https://doi.org/10.1007/s11192-023-04894-0

Huffmeier, J., Torka, A.-K., Jickel, E., & Schépers, P. (2022). Open science practices in IWO
psychology: Urban legends, misconceptions, and a false dichotomy. Industrial and
Organizational Psychology: Perspectives on Science and Practice, 15(4), 520—-524.
https://doi.org/10.1017/i0p.2022.69

Keener, S. K., Kepes, S., & Torka, A.-K. (2023). The trustworthiness of the cumulative knowledge in
industrial/organizational psychology: The current state of affairs and a path forward. Acta
Psychologica, 239, Article 104005. https://doi.org/10.1016/j.actpsy.2023.104005

Kozlowski, S. W. J., Chen, G., & Salas, E. (2017). One hundred years of the Journal of Applied
Psychology: Background, evolution, and scientific trends. Journal of Applied Psychology, 102(3),
237-253. https://doi.org/10.1037/apl0000192

Lawter, L., & Garnjost, P. (2025). Green human resource management and organizational
performance: A systematic review. Sustainability, 17(7), Article 3132. Advance online
publication. https://doi.org/10.3390/su17073132

Lowman, R. L. (2001). Constructing a literature from case studies: Promise and limitations of the
method. Consulting Psychology Journal, 53(2), 119-123.
https://doi.org/10.1037/1061-4087.53.2.119

Maindidze, H. T., Brooks Dueland, L., Randall, J. G., & Taylor, A. (2024). Let me in: Building an I-O
bridge that combats the subtle redlining of the scientist—practitioner gap. Industrial and
Organizational Psychology: Perspectives on Science and Practice, 17(4), 406—-411.
https://doi.org/10.1017/i0p.2024.34

Renwick, D. W,, Redman, T., & Maguire, S. (2013). Green human resource management: A review
and research agenda. International Journal of Management Reviews, 15(1), 1-14.
https://doi.org/10.1111/j.1468-2370.2011.00328.x

Research for People in Organizations
2025, Vol. 1, Article e18551

GOLD
https://doi.org/10.5964/rpio.18551 B PsychOpen


https://doi.org/10.1002/smj.3015
https://doi.org/10.24948/2021.09
https://doi.org/10.1057/palgrave.jibs.8490163
https://doi.org/10.1177/16094069221100397
https://doi.org/10.1037/0021-9010.87.2.268
https://doi.org/10.1007/s11192-023-04894-0
https://doi.org/10.1017/iop.2022.69
https://doi.org/10.1016/j.actpsy.2023.104005
https://doi.org/10.1037/apl0000192
https://doi.org/10.3390/su17073132
https://doi.org/10.1037/1061-4087.53.2.119
https://doi.org/10.1017/iop.2024.34
https://doi.org/10.1111/j.1468-2370.2011.00328.x
https://www.psychopen.eu/

Our Visions and Goals for “Research for People in Organizations” 8

Rynes, S. L. (2012). The research-practice gap in I/O psychology and related fields: Challenges and
potential solutions. In S. W. J. Kozlowski (Ed.), Oxford handbook of organizational psychology
(pp. 409-452). Oxford University Press.

Salas, E., Kozlowski, S. W. J., & Chen, G. (2017). A century of progress in industrial and
organizational psychology: Discoveries and the next century. Journal of Applied Psychology,
102(3), 589-598. https://doi.org/10.1037/apl0000206

Shet, S. V. (2024). A VUCA-ready workforce: Exploring employee competencies and learning and
development implications. Personnel Review, 53(3), 674-703.
https://doi.org/10.1108/PR-10-2023-0873

Shi, L., van Veldhoven, M., Kooij, D., van de Voorde, K., & Karanika-Murray, M. (2024). High-
performance work systems and individual performance: A longitudinal study of the differential
roles of happiness and health well-being. Frontiers in Psychology, 14, Article 1261564.
https://doi.org/10.3389/fpsyg.2023.1261564

Sott, M. K., Bender, M. S., Furstenau, L. B., Machado, L. M., Cobo, M. J., & Bragazzi, N. L. (2020). 100
years of scientific evolution of work and organizational psychology: A bibliometric network
analysis from 1919 to 2019. Frontiers in Psychology, 11, Article 598676.
https://doi.org/10.3389/fpsyg.2020.598676

Torka, A.-K., Mazei, J., Bosco, F. A., Cortina, J. M., G6tz, M., Kepes, S., O’Boyle, E. H., & Hiiffmeier,
J. (2023). How well are open science practices implemented in industrial and organizational
psychology and management? European Journal of Work and Organizational Psychology, 32(4),
461-475. https://doi.org/10.1080/1359432X.2023.2206571

United Nations. (2015). Transforming our world: The 2030 Agenda for Sustainable Development
(A/RES/70/1). UN General Assembly. https://sdgs.un.org/2030agenda

van Balen, B., van Arensbergen, P., van der Weijden, I., & van den Besselaar, P. (2012).
Determinants of success in academic careers. Higher Education Policy, 25(3), 313-334.
https://doi.org/10.1057/hep.2012.14

Zhou, S., Campbell, L. N, & Fyffe, S. (2024). Quantifying the scientist-practitioner gap: How do
small business owners react to our academic articles? Industrial and Organizational Psychology:
Perspectives on Science and Practice, 17(4), 379-398. https://doi.org/10.1017/i0p.2024.11

PsychOpen GOLD is a publishing service by

GO
Leibniz Institute for Psychology (ZPID), Germany. B Psychopen

www.leibniz-psychology.org

LD


https://doi.org/10.1037/apl0000206
https://doi.org/10.1108/PR-10-2023-0873
https://doi.org/10.3389/fpsyg.2023.1261564
https://doi.org/10.3389/fpsyg.2020.598676
https://doi.org/10.1080/1359432X.2023.2206571
https://sdgs.un.org/2030agenda
https://doi.org/10.1057/hep.2012.14
https://doi.org/10.1017/iop.2024.11
https://www.leibniz-psychology.org/
https://www.psychopen.eu/

	Our Visions and Goals for “Research for People in Organizations”
	(Introduction)
	No Barriers for Readers and Authors — Full Open Access in Action
	Our Commitment to Research That Serves the People in Organizations
	Attracting All Disciplines Addressing the “People-Focus” in Organizations
	Special Focus on the European Workforce
	Open Science Principles

	New Article Types to Bridge the Science–Practice Gap and Support Early Careers
	Our Vision for RPiO
	(Additional Information)
	Funding
	Acknowledgments
	Competing Interests

	References


