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[bookmark: _Toc234688362]Abstract

Artificial Intelligence (AI) is transforming Human Resource Management (HRM) by supporting recruitment, workforce planning, performance management and employee development. While AI offers significant opportunities to improve organisational efficiency and decision-making, its growing adoption has raised concerns regarding fairness, transparency and employee trust. These issues are particularly relevant within the UK retail sector, where organisations continue to experience workforce instability and high employee turnover. Despite growing interest in AI-enabled HRM, limited research has examined how AI-driven HRM practices influence employee trust and employee retention within this context.
This research proposal investigates the influence of AI-driven HRM practices on employee trust and employee retention within UK retail organisations, with particular emphasis on the role of perceived fairness and transparency in AI-supported decision-making. The proposed study adopts an interpretivist philosophy and an inductive approach, employing a qualitative secondary research design based on the critical analysis of peer-reviewed academic literature. Thematic analysis will be used to identify and synthesise recurring themes relating to AI-driven HRM, employee trust and employee retention.
The proposed study is expected to indicate that AI-driven HRM practices influence employee retention indirectly through employee trust. Perceptions of fairness, transparency and responsible AI governance are anticipated to strengthen employee trust, enhance organisational commitment and support workforce retention. The findings are expected to contribute to academic knowledge by addressing an identified gap in the literature while providing practical recommendations for HR professionals seeking to implement AI responsibly within UK retail organisations.
Keywords: Artificial Intelligence (AI); Human Resource Management (HRM); Employee Trust; Employee Retention; Fairness; Transparency; UK Retail.
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[bookmark: _Toc234688364]Chapter 1: Introduction
1.0 [bookmark: _Toc234688365]Introduction

Artificial Intelligence (AI) is transforming Human Resource Management (HRM) by reshaping recruitment, performance management, workforce planning and employee development. While AI improves operational efficiency through data-driven decision-making, its increasing use has raised concerns regarding algorithmic fairness, transparency and accountability (Fenwick, Molnar and Frangos, 2024). These concerns are particularly relevant within the UK retail sector, where persistent labour shortages and high employee turnover present ongoing workforce challenges. This research proposal investigates how AI-driven HRM practices influence employee trust and employee retention within UK retail organisations by outlining the research background, objectives, theoretical foundation and proposed methodology.
[bookmark: _Toc234688366]1.1 Background of the Study

Artificial Intelligence has become an important strategic tool in HRM, supporting recruitment, workforce planning, performance management and employee development. Beyond automating routine tasks, AI enables faster, data-driven decision-making that improves organisational efficiency and strategic workforce management (Fenwick, Molnar and Frangos, 2024).
The UK retail sector provides an appropriate context for this study because organisations continue to experience workforce instability while increasing investment in AI technologies. Although AI-driven HRM can improve recruitment, scheduling and performance management, its effectiveness depends on employees' perceptions of fairness, transparency and organisational trust. Employees are more likely to accept AI-supported HR decisions when organisations communicate clearly about how these systems operate (Majrashi, 2025).
Despite growing interest in AI-enabled HRM, limited research has examined its influence on employee trust and retention within UK retail organisations. Addressing this gap will improve understanding of how AI can be implemented responsibly within HRM.
[bookmark: _Toc234688367]1.2 Problem Statement

The increasing adoption of AI within HRM is transforming how organisations recruit, manage and retain employees. Although AI improves efficiency and consistency in HR processes, concerns regarding fairness, transparency and accountability in AI-supported decision-making remain. These concerns may influence employees' perceptions of organisational justice, affecting trust and workplace outcomes (Taslim, Rosnani and Fauzan, 2025).
Existing research has focused primarily on the organisational benefits of AI-driven HRM, with comparatively little attention given to its influence on employee trust and retention, particularly within the UK retail sector. Given the sector's continuing workforce challenges, this represents an important gap in the literature. The proposed study therefore investigates how AI-driven HRM practices influence employee trust and employee retention to inform the responsible implementation of AI in HRM.
[bookmark: _Toc234688368]1.3 Research Aim, Objectives and Research Questions

Research Aim
To investigate the influence of AI-driven Human Resource Management (HRM) practices on employee trust and employee retention within UK retail organisations.
Research Objectives
The study will:
1. Examine the application of AI-driven HRM practices within UK retail organisations.
2. Critically evaluate the opportunities and challenges associated with AI adoption in HRM.
3. Investigate how perceptions of fairness and transparency influence employee trust in AI-enabled HRM.
4. Examine the relationship between employee trust and employee retention.
5. Develop recommendations for the responsible implementation of AI-driven HRM practices that support employee trust and employee retention.
Research Question
How do AI-driven Human Resource Management practices influence employee trust and employee retention within UK retail organisations?
Sub-Research Questions
1. How are AI-driven HRM practices currently applied within UK retail organisations?
2. What opportunities and challenges are associated with AI adoption in HRM?
3. How do perceptions of fairness and transparency influence employee trust in AI-enabled HRM?
4. What is the relationship between employee trust and employee retention?
5. What recommendations can support the responsible implementation of AI-driven HRM practices within UK retail organisations?
Research Hypotheses
H1: AI-driven Human Resource Management practices positively influence employee trust within UK retail organisations.
H2: Perceived fairness and transparency of AI-driven HRM positively influence employee trust.
H3: Employee trust positively influences employee retention within UK retail organisations.
H4: Employee trust mediates the relationship between AI-driven HRM practices and employee retention.
[bookmark: _Toc234688369]1.4 Significance of the Study

[bookmark: _Toc234688370]This study is expected to contribute to academic knowledge and professional practice by examining how AI-driven HRM influences employee trust and retention within UK retail organisations. Academically, it addresses a recognised gap by focusing on employee perspectives of AI-enabled HRM within the UK retail sector. Practically, the findings will provide HR professionals and organisational leaders with evidence to support the responsible implementation of AI through fairness, transparency and effective governance, thereby strengthening employee trust and workforce retention (Taslim, Rosnani and Fauzan, 2025).

1.5 Structure of the Research Proposal 

The research proposal comprises five chapters. Chapter One introduces the research background, problem statement, research aim, objectives, research questions and hypotheses. Chapter Two critically reviews the relevant literature and presents the theoretical and conceptual framework. Chapter Three outlines the proposed research methodology. Chapter Four discusses the anticipated findings and expected contribution of the proposed study. Finally, Chapter Five concludes the research proposal by summarising the proposed study and reinforcing its significance.
Figure 1.1 illustrates the overall structure of the research proposal, demonstrating how the study progresses from the research background and literature review through the proposed methodology to the anticipated findings and expected contribution.
[image: ]
Figure 1.1: Indicative Research Proposal Structure
Source: Developed by the researcher (2026).
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[bookmark: _Toc234688372]2.0 Introduction

This chapter critically reviews the literature on Artificial Intelligence (AI) in Human Resource Management (HRM), focusing on its influence on employee trust and employee retention. It examines AI-driven HRM practices, evaluates the opportunities and challenges associated with AI adoption, discusses the study's theoretical framework, and identifies the research gap that justifies the proposed research. A summary of the principal studies reviewed is provided in Appendix A.
[bookmark: _Toc234688373]2.1 AI-Driven Human Resource Management

Artificial Intelligence has become an increasingly important component of HRM, enhancing recruitment, workforce planning, performance management and employee development. By automating routine processes and enabling data-driven decision-making, AI improves organisational efficiency and strategic workforce planning (Fenwick, Molnar and Frangos, 2024).
Within the UK retail sector, AI is increasingly used to address labour shortages, fluctuating staffing demands and high employee turnover. Applications include CV screening, workforce scheduling, performance evaluation and employee development. Although these technologies improve consistency and operational efficiency, their success depends on employees' acceptance of AI-supported decision-making (Ncube, Sishi and Skinner, 2025).
Despite its organisational benefits, AI adoption has generated concerns regarding fairness, transparency, accountability and algorithmic bias. Employees may question AI-supported decisions when organisations fail to explain how algorithms operate or provide appropriate human oversight. Consequently, responsible AI governance, supported by transparency and appropriate human oversight, is essential for the successful implementation of AI-enabled HRM (Langer and König, 2023).
[bookmark: _Toc234688374]2.2 Employee Trust in AI-Enabled Human Resource Management

Employee trust is widely recognised as a critical factor in the successful adoption of AI within HRM. It reflects employees' confidence that organisational decisions are fair, transparent and made in their best interests. As AI becomes increasingly integrated into recruitment, performance management and career development, trust depends not only on technological capability but also on effective organisational communication, transparency and responsible AI governance (Revillod, 2025; Bujold et al., 2024).
Employees are more likely to accept AI-supported HR decisions when organisations clearly explain how AI is used, maintain appropriate human oversight and demonstrate procedural fairness throughout decision-making processes (Taslim, Rosnani and Fauzan, 2025; Revillod, 2025). Conversely, perceptions of algorithmic bias, limited transparency or inadequate accountability may reduce employee confidence and weaken trust in organisational decision-making (Naoum, Szakadáti and Balogh, 2026; Langer and König, 2023).
Although employee trust is recognised as an important determinant of AI adoption, empirical evidence examining its relationship with employee retention within UK retail organisations remains limited. This gap provides a clear justification for the proposed study.
[bookmark: _Toc234688375]2.3 Employee Retention

Employee retention remains a significant challenge within the UK retail sector due to persistent labour turnover, changing workforce expectations and increasing competition for skilled employees. High employee turnover can reduce organisational performance, increase recruitment costs and disrupt service quality, making effective retention strategies a strategic priority (Safshekan et al., 2026).
Research suggests that employees who perceive organisational practices as fair, transparent and supportive are more likely to demonstrate organisational commitment and remain with their employer. Within AI-enabled HRM, employees are more likely to accept AI-supported decisions when they trust that these systems operate fairly, consistently and with appropriate human oversight. Conversely, perceptions of unfairness or algorithmic bias may reduce organisational commitment and increase employees' intentions to leave (Naoum, Szakadáti and Balogh, 2026; Revillod, 2025).
Although AI-driven HRM has the potential to improve employee experiences through more consistent and evidence-based decision-making, empirical evidence examining its direct influence on employee retention within UK retail organisations remains limited. Existing research has focused primarily on organisational performance rather than employee-centred outcomes, reinforcing the need for the proposed study (Safshekan et al., 2026).


[bookmark: _Toc234688376]2.4 Theoretical Framework

This study is underpinned by Organisational Trust Theory and Social Exchange Theory (SET), which together provide an appropriate framework for examining the relationships between AI-driven HRM, employee trust and employee retention.
Organisational Trust Theory proposes that employees are more likely to trust organisational systems when decision-making is perceived as fair, transparent and reliable (Mayer, Davis and Schoorman, 1995). Within AI-enabled HRM, the theory explains how employees evaluate AI-supported decisions relating to recruitment, performance management and career development.
Social Exchange Theory proposes that employment relationships are based on reciprocal exchanges between organisations and employees (Blau, 1964). Employees who perceive organisational practices as fair and supportive are more likely to develop trust, demonstrate commitment and remain with their employer. Consequently, SET provides a behavioural explanation for how positive perceptions of AI-driven HRM may strengthen employee trust and, ultimately, employee retention.
Together, these theories provide a complementary framework for understanding how employees respond to AI-enabled HRM and how these responses influence employee retention.
[bookmark: _Toc234688377]2.5 Research Gap and Conceptual Framework

The literature demonstrates that AI-driven HRM offers significant opportunities to improve organisational efficiency and strategic decision-making. However, existing research has focused predominantly on technological and organisational outcomes, with comparatively limited attention given to employee trust and employee retention, particularly within the UK retail sector (Fenwick, Molnar and Frangos, 2024; Naoum, Szakadáti and Balogh, 2026).
Although fairness, transparency and organisational trust are consistently identified as important determinants of employee acceptance of AI-enabled HRM, limited empirical evidence explains how these factors interact to influence employee retention within UK retail organisations. This gap provides the primary justification for the proposed study (Revillod, 2025; Safshekan et al., 2026).
Figure 2.1 presents the proposed conceptual framework underpinning this study. It illustrates how AI-driven HRM practices, together with employees' perceptions of fairness and transparency, are expected to influence employee trust and, ultimately, employee retention.
[image: ]
Figure 2.1: Proposed Conceptual Framework
Source: Developed by the researcher based on Mayer, Davis and Schoorman (1995) and Blau (1964).
[bookmark: _Toc234688378]2.6 Chapter Summary

This chapter critically reviewed the literature on AI-driven HRM, employee trust and employee retention. It examined the opportunities and challenges associated with AI adoption, highlighting fairness, transparency and organisational trust as key determinants of employee acceptance. The review also established the theoretical framework and identified a gap in the literature concerning employee trust and retention within UK retail organisations, providing the rationale for the proposed study. The following chapter outlines the proposed research methodology.
[bookmark: _Toc234688379]Chapter 3: Proposed Research Methodology
[bookmark: _Toc234688380]3.0 Introduction

This chapter outlines the proposed methodology for investigating the influence of AI-driven Human Resource Management (HRM) practices on employee trust and employee retention within UK retail organisations. It justifies the research philosophy, approach, design, secondary data collection, data analysis, ethical considerations and research limitations, providing a coherent framework for addressing the research aim and objectives.
[bookmark: _Toc234688381]3.1 Research Philosophy

The study adopts an interpretivist research philosophy because it seeks to develop an in-depth understanding of how existing literature explains the relationship between AI-driven HRM, employee trust and employee retention. Interpretivism is appropriate for qualitative secondary research because it supports the critical interpretation and synthesis of published literature, enabling different perspectives to be explored and key themes to be identified (Saunders, Lewis and Thornhill, 2023).
[bookmark: _Toc234688382]3.2 Research Approach

An inductive research approach will be adopted to develop a broader understanding of AI-driven HRM through the analysis and synthesis of existing literature. Rather than testing hypotheses statistically, the study will identify recurring themes and relationships to address the research objectives. This approach complements the interpretivist philosophy and supports evidence-based conclusions derived from secondary data (Saunders, Lewis and Thornhill, 2023).
[bookmark: _Toc234688383]3.3 Research Design

The study adopts a qualitative secondary research design, enabling the critical review and synthesis of existing academic literature. This design is appropriate for examining contemporary developments in AI-driven HRM, identifying patterns across previous studies and addressing the research objectives without collecting primary data (Saunders, Lewis and Thornhill, 2023).
[bookmark: _Toc234688384]3.4 Secondary Data Collection

Secondary data will be collected from peer-reviewed journal articles, academic books and other scholarly publications. Literature will be identified through electronic databases, including Scopus, Web of Science, ScienceDirect and Google Scholar, using keywords such as Artificial Intelligence, Human Resource Management, AI-driven HRM, employee trust, employee retention, fairness and transparency. Priority will be given to peer-reviewed studies published between 2023 and 2026, while seminal works will be included where necessary to support the theoretical framework and methodology. This approach ensures the review remains current, credible and aligned with the research objectives.
[bookmark: _Toc234688385]3.5 Literature Selection Criteria

To ensure relevance and quality, clear inclusion and exclusion criteria will be applied. The review will include peer-reviewed journal articles published primarily between 2017 and 2026, together with seminal studies supporting the theoretical framework and methodology. Only English-language publications directly related to AI, HRM, employee trust and employee retention will be included. Conference papers, opinion articles, non-peer-reviewed publications and studies not aligned with the research objectives will be excluded.
[bookmark: _Toc234688386]3.6 Data Analysis

The study will employ thematic analysis to systematically examine and synthesise the selected literature. Following Braun and Clarke's (2006) six-phase framework, the analysis will involve familiarisation with the literature, coding, theme development, theme review, theme definition and interpretation. This structured approach provides a transparent and rigorous process for identifying patterns across the literature while ensuring the findings remain aligned with the research objectives and proposed conceptual framework. Figure 3.1 illustrates the six phases of thematic analysis.
[image: ]
Figure 3.1: The Six Phases of Thematic Analysis
Source: Adapted from Braun and Clarke (2006).
[bookmark: _Toc234688387]3.7 Ethical Considerations

Although the study relies exclusively on secondary data, ethical research practice remains essential. All sources will be accurately acknowledged using the UWTSD Harvard Referencing style to maintain academic integrity and avoid plagiarism. Only credible scholarly publications will be included, and the literature will be interpreted objectively without misrepresenting the original authors' work. As no human participants are involved, formal ethical approval is not required; however, the study will comply with the University's ethical guidelines and recognised principles of responsible research (Saunders, Lewis and Thornhill, 2023).
[bookmark: _Toc234688388]3.8 Research Limitations

The study is limited by its reliance on secondary data, meaning the findings depend on the quality and availability of existing literature. The absence of primary data prevents direct exploration of employees' experiences of AI-driven HRM. Furthermore, focusing on UK retail organisations may limit the wider applicability of the findings. Nevertheless, the systematic selection of recent peer-reviewed literature and the use of thematic analysis strengthen the credibility, dependability and transparency of the proposed study (Saunders, Lewis and Thornhill, 2023).
[bookmark: _Toc234688389]3.9 Research Project Timeline

The proposed research will follow a structured timeline covering the literature review, methodology development, literature selection, data analysis, proposal revision and final submission. The schedule, presented in Figure 3.2, provides a clear framework for planning and monitoring the progress of the proposed study.
[image: ]
Figure 3.2: Proposed Research Project Timeline
Source: Developed by the researcher (2026).
[bookmark: _Toc234688390]3.10 Chapter Summary

This chapter justified the proposed methodology for investigating the influence of AI-driven Human Resource Management (HRM) practices on employee trust and employee retention within UK retail organisations. It established the suitability of an interpretivist philosophy, an inductive approach and a qualitative secondary research design, together with the proposed literature selection, thematic analysis and ethical considerations. The following chapter outlines the anticipated findings and expected contribution of the proposed study.
[bookmark: _Toc234688391]Chapter 4: Anticipated Findings and Expected Contribution
[bookmark: _Toc234688392]4.0 Introduction

This chapter outlines the anticipated findings of the proposed study based on the literature reviewed in Chapter Two. It also considers the expected academic and practical contributions of the study by examining how AI-driven Human Resource Management (HRM) practices may influence employee trust and employee retention within UK retail organisations.

[bookmark: _Toc234688393]4.1 Anticipated Findings

Based on the reviewed literature, AI is expected to continue supporting recruitment, workforce planning and performance management within UK retail organisations through data-driven decision-making (Fenwick, Molnar and Frangos, 2024; Alzeiby et al., 2025). However, its effectiveness is expected to depend on employees' perceptions of fairness, transparency and organisational trust rather than technological capability alone (Bujold et al., 2024; Majrashi, 2025).
Organisations implementing AI with transparent governance, effective communication and appropriate human oversight are expected to strengthen employee trust, thereby supporting employee retention (Revillod, 2025; Safshekan et al., 2026). Conversely, perceptions of algorithmic bias, limited transparency or weak accountability may reduce employee confidence and increase employees' intentions to leave the organisation (Chen, 2026; Naoum, Szakadáti and Balogh, 2026).
Overall, the anticipated findings are expected to support the proposed conceptual framework, indicating that employee trust plays a central role in the relationship between AI-driven HRM practices and employee retention within UK retail organisations.
Table 4.1: Alignment Between Research Questions, Anticipated Findings and Theoretical Framework

	Research Objective/Research Question
	Anticipated Findings
	Theoretical Framework

	What AI-driven HRM practices are currently used within UK retail organisations?
	AI is expected to support recruitment, workforce planning and performance management through data-driven decision-making.
	Contemporary AI-HRM literature

	What opportunities and challenges are associated with AI adoption?
	AI is expected to improve organisational efficiency while raising concerns relating to fairness, transparency and governance.
	Contemporary AI-HRM literature

	How do perceptions of fairness and transparency influence employee trust?
	Positive perceptions of fairness and transparency are expected to strengthen employee trust in AI-enabled HRM.
	Organisational Trust Theory (Mayer, Davis and Schoorman, 1995)

	How does employee trust influence employee retention?
	Higher levels of employee trust are expected to promote organisational commitment and employee retention.
	Social Exchange Theory (Blau, 1964)

	What organisational strategies support employee trust and retention?
	Transparent AI governance, effective communication and human oversight are expected to strengthen employee trust and employee retention.
	Contemporary AI governance and HRM literature



Source: Developed by the researcher (2026).
[bookmark: _Toc234688394]4.2 Expected Contribution and Business Relevance of the Study

The proposed study is expected to make both academic and practical contributions. Academically, it will extend existing knowledge by synthesising contemporary literature on the relationship between AI-driven HRM, employee trust and employee retention within the UK retail sector, addressing a recognised gap in employee-centred AI research. Practically, it is expected to provide HR professionals and organisational leaders with evidence-based recommendations for implementing AI through fairness, transparency and responsible governance, thereby supporting employee trust and workforce retention (Bujold et al., 2024; Taslim, Rosnani and Fauzan, 2025).
[bookmark: _Toc234688395]4.3 Chapter Summary

This chapter outlined the anticipated findings and expected contribution of the proposed study. Drawing on the reviewed literature, employee trust is expected to play a pivotal role in the relationship between AI-driven HRM practices and employee retention within UK retail organisations. The final chapter concludes the research proposal by summarising the proposed study and reinforcing its significance.
[bookmark: _Toc234688396]Chapter 5: Conclusion
[bookmark: _Toc234688397]5.0 Conclusion

This research proposal has outlined a study investigating the influence of Artificial Intelligence (AI)-driven Human Resource Management (HRM) practices on employee trust and employee retention within UK retail organisations. It identified a gap in the literature concerning the employee-centred implications of AI-enabled HRM, particularly within the UK retail sector, where empirical evidence remains limited.
To address this gap, the proposed study adopts an interpretivist philosophy, an inductive approach and a qualitative secondary research design using thematic analysis to synthesise contemporary academic literature. These methodological choices provide an appropriate framework for examining the relationships between AI-driven HRM, employee trust and employee retention.
The proposed study is expected to contribute to academic knowledge and professional practice by providing evidence-based insights into how fairness, transparency and responsible AI governance influence employee trust and workforce retention. It is also expected to support HR professionals and organisational leaders in implementing AI-driven HRM practices that balance organisational efficiency with employee confidence.
Overall, this research proposal presents a clear and feasible plan for investigating the influence of AI-driven HRM practices on employee trust and employee retention within UK retail organisations. By addressing an identified gap in the literature, the proposed study has the potential to support the responsible adoption of AI within contemporary Human Resource Management.
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Appendix A: Summary of the Principal Literature Reviewed
	Author(s)
	Year
	Study Type
	Key Findings
	Contribution to the Proposed Study
	Limitations

	Malik, Budhwar and Srikanth
	2022
	Conceptual review
	AI is transforming HRM through automation, workforce analytics and data-driven decision-making.
	Establishes the conceptual foundation for AI-driven HRM practices.
	Conceptual review with limited empirical evidence.

	Vrontis et al.
	2022
	Systematic literature review
	AI enhances HR efficiency while highlighting ethical, governance and employee acceptance challenges.
	Supports discussion of the opportunities and challenges associated with AI adoption in HRM.
	Limited emphasis on employee trust and retention.

	Fenwick, Molnar and Frangos
	2024
	Conceptual review
	AI supports strategic HRM through data-driven recruitment, workforce planning and performance management.
	Provides a contemporary perspective on AI-enabled HRM.
	Limited discussion of employee trust and retention outcomes.

	Langer and König
	2023
	Conceptual review
	Transparency, explainability and governance are essential for responsible AI-enabled HRM.
	Supports discussion of fairness, transparency and AI governance.
	Primarily conceptual rather than empirical.

	Ncube, Sishi and Skinner
	2025
	Empirical study
	AI improves recruitment, workforce planning and organisational performance.
	Demonstrates contemporary AI adoption within HRM practices.
	Limited discussion of employee trust and employee-centred outcomes.

	Revillod
	2025
	Empirical study
	Employee trust in AI-enabled HRM is influenced by perceptions of fairness, transparency and the perceived usefulness of AI tools.
	Directly supports the relationship between AI-driven HRM, employee trust and fairness.
	Conducted in the Swiss HR context rather than the UK retail sector.

	Naoum, Szakadáti and Balogh
	2026
	Systematic literature review
	AI improves decision consistency but may reinforce bias where governance and accountability are inadequate.
	Supports discussion of algorithmic fairness, accountability and responsible AI governance.
	Focuses primarily on diversity, equity and inclusion rather than employee retention.

	Safshekan et al.
	2026
	Empirical study
	AI supports recruitment, performance management, workforce development and employee retention.
	Provides contemporary evidence linking AI-driven HRM with employee retention.
	Findings are not specific to the UK retail sector.

	Bujold et al.
	2024
	Systematic literature review
	Responsible AI implementation requires fairness, transparency and ethical governance to enhance employee acceptance.
	Supports the study's emphasis on responsible AI implementation and employee trust.
	Emerging research area with limited longitudinal evidence.



Source: Developed by the researcher from the principal literature reviewed (Malik, Budhwar and Srikanth, 2022; Vrontis et al., 2022; Langer and König, 2023; Fenwick, Molnar and Frangos, 2024; Bujold et al., 2024; Ncube, Sishi and Skinner, 2025; Revillod, 2025; Naoum, Szakadáti and Balogh, 2026; Safshekan et al., 2026).
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