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Call for Proposals
2026 Asian Academy of Human Resource Development
(AHRD) Conference in Japan

The Future of HRD:
Reimagining Education, Work, and Society in the 21st Century

Pre-Conference: November 5, 2026
Conference: November 6-8, 2026
Venue: Toyo University, Tokyo, Japan

Conference Information

The Academy of Human Resource Development (AHRD), in collaboration with Toyo
University, is pleased to host the 2026 Asian AHRD Conference (“the Conference” hereafter) in
Tokyo, Japan.

The Call for Proposals is now officially open. We cordially invite contributions from researchers,
scholar-practitioners, and professionals in the field of Human Resource Development (HRD) and
other related fields such as adult education, community education, and leadership and
management studies from around the world. Online submissions will be accepted from
December 1, 2025, until June 30, 2026.

Guidelines for Submission:

1. Review the Call for Submissions document

2. Submit your scholarly work by uploading it to the Submission Link under the conference
website conference proposals page. Scroll down to the bottom of the webpage, you will
find the submission bottom, “Click here to submit.” Hit the bottom.

3. Ensure to obtain confirmation of your submission via email. It is imperative to receive
this acknowledgment; in the absence of such confirmation, we recommend a review of
your submission process

We extend our sincerest gratitude for your interest in contributing to the Conference. Should you
have any questions or require further clarification, please do not hesitate to reach out to us via
email at ahrdjapan@gmail.com


https://ahrdjapan.com/conference-proposals/
https://ahrdjapan.com/conference-proposals/

Guidelines for the Ethical Use of Artificial Intelligence in Conference Submissions

Asian AHRD in Japan places a strong emphasis on authors’ originality, transparency, and proper
attribution in accordance with APA 7th edition and the AHRD Standards on Ethics and Integrity

(2nd Edition).

Given the rapidly evolving landscape of Artificial Intelligence (Al)—including generative Al,
natural language models, and large language processing tools—authors are expected to use such
technologies responsibly.

If authors choose to use Al tools such as ChatGPT or similar systems during any stage of the
writing or research process, they must ensure that this use is openly acknowledged and that Al
tools are cited appropriately following current APA guidance. Al tools must not be listed as
authors.

Asian AHRD in Japan reserves the right to request additional clarification regarding Al use in
any submission.

Important Dates

e December 1, 2025 — Proposal Submission Opens

June 30, 2026 — Proposal Submission Deadline

March 1 — July 30, 2026 — Notification to Authors for Revisions/Changes
September 1, 2026 — Camera-Ready Paper Submissions Due

Conference Theme

“The Future of HRD: Reimagining Education, Work, and Society in the 21st Century”
The 2026 conference invites scholars and practitioners to engage in critical and forward-looking
conversations about the evolving role of HRD in shaping the future of education, work, and
society. We welcome submissions that explore innovative approaches, challenge conventional
paradigms, and address emerging trends and challenges that influence the field in a rapidly
changing global context.

Submission Tracks

Leadership, Strategy, and Engagement

Organization Development, Performance, and Change
Workplace Learning, Training, Mindfulness, and Well-being
Career Development and Professional Education
International, Global, and Cross-Cultural Issues
Educational Technology, Al, Virtual HRD, and Analytics
Sustainable HRD and Green HRD

Adult Education and Community Development

Access and Critical HRD

e Non-Refereed/Scholarly Practitioner Research or Workshop


https://www.apa.org/pubs/journals/resources/publishing-tips/policy-generative-ai
https://www.ahrd.org/general/custom.asp?page=standards_on_ethics
https://www.ahrd.org/general/custom.asp?page=standards_on_ethics
https://apastyle.apa.org/blog/how-to-cite-chatgpt

Submission Categories

The Conference offers four submission categories:

1. Refereed Full Manuscript

Length 6,000 words or fewer (including references)

Title page Do not include author(s) names, institutional affiliation.
Abstract 200 words or fewer

Keywords List three keywords (maximum)

Detailed Blind peer-reviewed.

Description Must be original work not previously published.
Sample paper Appendix A, E

Presentation Individual presenters will be allocated 15 minutes

Note. Authors may choose whether only an abstract or the full manuscript will appear in the
Conference Proceedings (decision made at submission and cannot be changed later).

2. Refereed Poster

Title Page Do not include author(s) names, institutional affiliation.

Abstract 750 words or fewer (excluding references)

Keywords List three keywords (maximum)

Detailed Blind-reviewed.

Description Designed to present research in progress, pilot studies, or innovative
practice.
If the poster submission is accepted, authors will resubmit the poster
abstract with necessary revisions. The poster abstract must be
resubmitted with author information on the cover page. Titles and
abstracts for the Poster Session will appear in the Conference program
and the 750-word abstracts will appear in the Conference proceedings.

Sample paper Appendix B, E

Presentation Posters will be grouped together to share a 90-minute

3. Refereed Symposium

Title Page Do not include author(s) names, institutional affiliation.

Abstract Overall session abstract (approx. 500 words)

Keywords List three keywords (maximum)

Detailed Individual presentation abstracts (200-300 words each)
Description Roles of each participant and planned interaction with the audience

May include coordinated presentations, panel discussions, book
project discussions, or collaborative research updates.
Blind peer-reviewed

Sample paper

Appendix C




Presentation A curated session on a shared theme or project, with 3—5 presenters
(including a chair/facilitator) — 90 minutes

4. Non-Refereed Focus Session / Workshop

Length 1,000-2,000 words maximum (including references)
Title Page All presenters must be listed in the submission.
Abstract/description 100 words or fewer

Keywords List three keywords (maximum)

Detailed description  Practice-oriented, interactive sessions aimed at professional
development, skill-building, or application of HRD concepts.

Substantiation of the session’s need
- Purpose and need for the session
- Session design, format, and timeline
- Intended audience engagement strategies
- Contributions to HRD practice and learning outcomes

Biographical 100 words maximum per person (This is not part of the word count
information listed for the description of the session.)

Sample paper Appendix D & E

Presentation Scheduled as one 90-minute session that will be facilitated by the

organizer(s) of the session.

Note. The Conference Committee reserves the right to reclassify submissions based on reviewer
feedback or program time limitations.

Evaluation Criteria

Refereed submissions (Full Manuscripts, Posters, and Symposia) will be evaluated on:
- Significance of the research problem and/or theoretical framework

- Relevance and thoroughness of the literature review

- Clarity of research questions, purpose, and/or hypotheses

- Appropriateness and rigor of research design and methods

- Quality of analysis, results, and discussion

- Appropriateness of conclusions and recommendations

- Contributions to the HRD field

- Overall clarity and quality of writing

Non-refereed submissions (Focus Sessions / Workshops) will be evaluated on:
- Relevance to HRD practice and the conference theme

- Quality of the session design and facilitation plan

- Potential for participant engagement and learning

- Contribution to the advancement of HRD practice



Submission Guidelines

- Official conference language: English

- Follow APA 7th Edition style guidelines

- Submit as Microsoft Word (.doc or .docx) — PDF mnoft accepted

- Adhere to word limits for your submission category

- For refereed submissions, remove all author-identifying information from the review copy
- Include keywords (maximum three)

- Ensure all tracked changes are removed before submission

Authorship Limitation (Rule of 3): An individual may be listed as first author on no more than
three proposals submitted to the conference, regardless of submission category. An individual
may be listed as a co-author on additional proposals without limit. This policy ensures broad
participation and diversity of voices in the conference program.

Submission Process

1. Review this Call for Proposals document.

2. Prepare your submission according to the category-specific guidelines.

3. Submit via the designated online portal.

4. Receive confirmation of submission via email — if you do not receive confirmation, contact
the committee.


https://forms.gle/59A5gm51uA4pfQVG6

Appendix A: Refereed Full Manuscript — Formatting and Structure Guide

Sample Paper is in Appendix E
(For Blind Review — Do Not Include Author Names or Institutional Affiliations)

TITLE OF YOUR PAPER IN BOLD TITLE CASE
(Running head: SHORT TITLE OF PAPER)

Abstract
Insert abstract here. Abstract should be a concise summary of your paper, no more than 200
words, and must include purpose, methodology, and key findings/implications.

Keywords: keyword 1, keyword 2, keyword 3

Introduction
Begin with a clear introduction to your research topic, explaining its significance and
connection to HRD. State the purpose and outline the structure of your paper.

Literature Review
Summarize relevant theories, frameworks, and prior research related to your topic. Provide
citations in APA 7th edition style.

Research Questions / Purpose
State the research questions, hypotheses, or purpose of your study.

Methodology
Describe your research design, participants, data collection methods, and data analysis
procedures.

Results / Findings
Present your results clearly. Use tables or figures where appropriate (formatted according to
APA 7th edition).

Discussion
Interpret your findings, linking them back to your research questions and existing literature.

Conclusion and Implications for HRD
Summarize the study’s contributions to HRD theory, practice, or policy, and suggest directions
for future research.

References
List all sources cited in your manuscript using APA 7th edition formatting.

Formatting Requirements:
e Maximum 6,000 words (including references)
e Times New Roman, 12-point font, double-spaced
o APA 7th Edition formatting throughout
e Remove all author-identifying information for blind review
e Include keywords (maximum three) after the abstract



Appendix B: Refereed Poster Abstract — — Formatting and Structure Guide

Sample Paper is in Appendix E
(For Blind Review — Do Not Include Author Names or Institutional Affiliations)

TITLE OF YOUR POSTER IN BOLD TITLE CASE
(Running head: SHORT TITLE OF POSTER)

Abstract

Insert poster abstract here. The abstract should summarize the purpose, background, method (if
applicable), and anticipated findings or implications. Maximum 750 words excluding references.
Posters can present completed research, work-in-progress, pilot studies, or innovative HRD
practices.

Keywords: keyword 1, keyword 2, keyword 3

Introduction / Background
Briefly introduce the topic and explain its relevance to HRD.

Purpose / Objectives
State the main purpose or objectives of the poster.

Methodology / Approach (if applicable)
Describe your research design, participants, and methods. For practice-oriented posters,
describe the program, intervention, or innovation.

Anticipated / Preliminary Findings
Summarize key results if available, or what you expect to find if the project is ongoing.

Implications for HRD
Briefly explain the contribution of your poster to HRD theory, research, or practice.

References
List all sources cited in APA 7th edition style (if any).

Formatting Requirements:

e Maximum 750 words (excluding references)

e Times New Roman, 12-point font, double-spaced

o APA 7th Edition formatting throughout

e Remove all author-identifying information for blind review
e Include keywords (maximum three) after the abstract



Appendix C: Refereed Symposium Proposal — — Formatting and Structure Guide
(For Blind Review — Do Not Include Author Names or Institutional Affiliations)

TITLE OF YOUR SYMPOSIUM IN BOLD TITLE CASE
(Running head: SHORT TITLE OF SYMPOSIUM)

Overall Symposium Abstract

Insert overall symposium abstract here. Maximum 500 words describing the session’s unifying
theme, purpose, and intended contribution to HRD. Summarize how the presentations connect to
one another and to the conference theme.

Keywords: keyword 1, keyword 2, keyword 3

Symposium Objectives
State the main learning objectives or intended outcomes for the symposium audience.

Session Format
Describe the planned structure (e.g., coordinated presentations, panel discussion, book project
presentation, or collaborative research dialogue). Include approximate time allocations.

Audience Engagement
Explain how you will involve participants (e.g., Q&A, small-group discussion, polling).

List of Presentations

Presentation 1 Title
Abstract (200-300 words) describing focus, methods (if applicable), and anticipated findings or
arguments.

Presentation 2 Title
Abstract (200-300 words) as above.

Presentation 3 Title
Abstract (200-300 words) as above.

(Add Presentation 4 or 5 if applicable)

Roles of Participants
Briefly describe the role of each symposium participant (e.g., chair, presenter, discussant).

References
List all sources cited in APA 7th edition style (if any).

Formatting Requirements:

e Overall symposium abstract: 500 words maximum (excluding references)

o Individual presentation abstracts: 200—-300 words each (excluding references)
e Times New Roman, 12-point font, double-spaced

o APA 7th Edition formatting throughout

e Remove all author-identifying information for blind review



Appendix D: Non-Refereed Focus Session / Workshop Proposal — Formatting and
Structure Guide

Sample Paper is in Appendix E

(Include Author Names and Institutional Affiliations on Title Page — This category is not blind-
reviewed)

TITLE OF YOUR SESSION IN BOLD TITLE CASE

Author Name(s)
Institution(s)

Abstract / Session Description
Insert abstract or short description here. Maximum 100 words summarizing the session’s
purpose, focus, and intended audience.

Keywords: keyword 1, keyword 2, keyword 3

Purpose and Need
Explain why this session is important to HRD and relevant to the conference theme. Identify the
problem, opportunity, or gap it addresses.

Session Design and Approach

Describe the format (e.g., workshop, panel, interactive discussion) and provide an outline or
timeline of the session. Specify the activities and methods that will be used to engage
participants.

Learning Outcomes
List the specific outcomes participants will achieve or take away from the session.

Contributions to HRD
Explain how the session will contribute to HRD practice, policy, or theory.

Participant Roles
Identify the presenters, facilitators, or panelists and briefly describe their roles in the session.

Biographical Information
Provide a short biography for each presenter (maximum 100 words each), highlighting relevant
expertise and experience.

References
List any sources cited in APA 7th edition style (if applicable).

Formatting Requirements:
e Proposal length: 1,000-2,000 words (including references)
e Times New Roman, 12-point font, double-spaced
o APA 7th Edition formatting for citations and references
e Include author names and institutional affiliations on the title page



EMPAHIC RELATIONAL LEADERSHIP

Appendix E: Sample Papers

should be right

justified in the top

Running head pathy in Leadership Ethics: A HRD Perspective:
should be left

. i mining Empathic Relationa
justified in the top

Through Video-Based Mé

Use Times New Roman 12
pt. Font for our submission

Yoshie Tomozumi Nakamura'!, AUTHOR II2, and AUTHOR III"

"The George Washington University, USA

2AUTHOR 1I

Remove all author identifying
information for review
submission. Include author
information for camera-ready
version only.

When the authors are affiliated
with multiple institutions,

Check your word limit. A full number the institution and link
manuscript is 6,000 or less words with each author.

(including the reference list).

Copyright should only be

included in vour camera-ready

Copyright © 2025 Yoshie Tomozumi Nakamura, AUTHOR II, & AUTHOR I




EMPAHIC RELATIONAL LEADERSHIP
No indentation for the start

Document must be

numbered and right justified

Abstract

of the paragraph in abstract

this study, viewed throug

The word Abstract should
HRD perspective, delves into th RS E I —

Using a relational leadership lens h a relational leadership lens and

rsations in leadership ethics.
Adopting a social constructivist perspectivist approach, the study examined leadership
conversations as dialogic interactions, emphasizing the mutual interests of leadership actors. To
analyze these conversations, data from facial expression software were used alongside perception
surveys. The results of this study shed light on the influence of gendered leadership on emotions,
emotional bonding moments triggered by humor, and the impact of cultural dynamics within
leadership conversations. DESCRIPTION.

Keywords: Relational leadership ethics, empathic leadership conversation, video-based

methods A maximum of 3 key An abstract should be

words can be listed within 250 word-limit

The word keywords

should be italicized.




EMPAHIC RELATIONAL LEADERSHIP

The Role of Empathy in Leadership Ethics: A HRD Perspective:
Examining Empathic Relational Leadership
Through Video-Based Methods
The digital age has reshaped workplace interactions, challenging organizations to foster
an empathic and ethical culture (Nakamura et al., 2022a; Parker et al., 2020). This can lead to

demotivati QR L L , 2021). Leaders grapple with instilling amidst

rising workloads (Groysberg & Slind, 2012; Milner & Milner, 2018; Nakamura et al., 2022b).

For a work by three or

Leadership ethics and empathy are discussed via a social ¢ :
more authors, list only the

first author’s name followed

views vary between the hero-focused entity approach and the relat] P N
bv “et al.” in everv citation

leadership as a fluid, co-constructed process (Uhl-Bien, 2006). Despite the entity approach’s

dominance, there is criticism for its lack of depth in moral and relational contexts (Jansson et al.,

2021). REMAINDER OF THIS SECTION OMITTED FOR SAMPLE PURPOSES.
Theoretical Framework ERESOERTEGH TS

Centered, Boldface, Uppercase
Using a relational leadership framework, this study emyjeiteB RO ¢ =R CETeh T

empathy in leadership ethics. Everyday leadership conversations deeply intertwine leadership

ethics with empathy (Jian, 2021; Nicholson & Kurucz, 2019).

Level 2 heading:
Relational View of Leadership Ethics JEREITE=1 et B It IS v
and Lowercase Heading
' rc rooted in the industrial

Traditional views of leadership,
era, focusing on individual leader attributes such as traits and behaviors, echoing Carlyle’s
(1841/1993) ‘Great Man’ theory (Collinson et al., 2018; Schedlitzki & Edwards, 2022).
However, recent criticism of this perspective highlights its limitations on grasping the emotional,

moral, and relational aspects of leadership (Jansson et al., 2021). REMAINDER OF THIS

SECTION AND THE NEXT FEW SECTIONS OMITTED FOR SAMPLE PURPOSES.



EMPAHIC RELATIONAL LEADERSHIP

Empathic Cues That Impact Attention and Satisfaction

As a supplement to the qualitative data analysis, basic statistical analysis was conducted
to validate the findings. The study tested attention and satisfaction of the participants as separate
variables. Figure 2 displays the variables, with solid lines indicating positive relationships and
dotted lines indicating negative relationships. The numbers 1, 2, and 3 next to the lines indicate
significant relationships. Regression analysis was performed on the participant’s attention over
the leader’s empathic responses (feeling, rational, reflective questions, emotion synchronization,
advising, and rephrasing). As Table 1 shows, the quantity of emotion synchronization had a
significantly positive impact on the participant’s attention (f = 10.3635, p = 0.0263)
REMAINDER OF THIS SECTION OMITTED FOR SAMPLE PURPOSES.

Furthermore, Figure 4 illustrates a positive relationship between the leader’s emotion
synchronization and satisfaction (p = 0.0168), as well as a positive relationship between the
participant’s emotion synchronization and satisfaction (p = 0.0114). Leaders’ satisfaction scores
are marked in orange, while participants’ satisfaction scores are marked in green. When
emotions were synchronized, participants’ satisfaction was more positively impacted compared
to leaders’ satisfaction. When there was no emotion synchronization, the average satisfaction
level of leaders was higher than that of participants. REMAINDER OF THIS SECTION AND

THE NEXT FEW SECTIONS OMITTED FOR SAMPLE PURPOSES.



EMPAHIC RELATIONAL LEADERSHIP

References

Reference list begins on a new

) ) ) page. Center the word References
Akram, T, Lei, S., Hussain, S. T., Haider, M. J., & Akram, M e En et gt t e e

leadership generat capital? A ca space and alphabetize all entries
relational leadership on organizational social capital in China. Future Business Journal,
2(2), 116-26. https://doi.org/10.1016/j.tbj.2016.06.001

Bird, G., & Viding, E. (2014). The self to other model of empathy: Providing a new framework
for understanding empathy impairments in psychopathy, autism, and Alexithymia.

Neuroscience and Biobehavioral Reviews, 47, 520-32.

https://doi.org/10.1016/j.neubiorev.2014.09.021 The label “DOI:” is no longer used for
entries that include a DOI.
Carifio, J. (2010). Development and validation of a measur VRIS {s i e Sl i (o 1B f Yo Te il
the URL or DOI) are now only used when a
Implications for leadership theory and policies. Cur /e GNP EEIE G O {o)s s Rl RETC
citation

16-28. https://doi.org/10.3844/crpsp.2010.16.28

Carlyle, T. (1993). On heroes, hero-worship and the heroic in history. University of California
Press. (Original work published 1841)

Ciulla, J. B. (2009). Leadership and the ethics of care. Journal of Business Ethics, 88, 3—4.
https://doi.org/10.1007/s10551-009-0105-1

Ciulla, J. B., & Forsyth, D. R. (2011). Leadership ethics. In A. Bryman, D. Collinson, K. Grint,

B. Jackson, and M. Uhl-Bien (Eds.), The Sage handbook of leadership. Sage.

Book references should follow the format
below. Author, A. A. (Year of publication).
Title of work: Capital letter also for
subtitle. Publisher Name. (Do not include a

Diprose, R. (2002). Corporeal generosity: On giving wit

Levinas. State University of New York Press.

location of publication.)

REMAINDER OF THIS SECTION AND THE NEXT FEW SECTIONS OMITTED FOR

SAMPLE PURPOSES.


http://dx.doi.org/10.1016/j.fbj.2016.06.001
https://doi.org/10.1016/j.neubiorev.2014.09.021
https://doi.org/10.3844/crpsp.2010.16.28

EMPAHIC RELATIONAL LEADERSHIP

Table 1 Table number boldface
Regression Results: Participants’ Attention on Emotion Synchronization Table title italicized

Regression Statistics

Multiple R 0.6358
R square 0.4042
Adjusted R square 0.3446
Standard error 9.4714
Observations 25
ANOVA
Significance
df SS MS F F
Regression 1 608.6087 608.6087 6.7843 0.0263
Residual 23 897.0789 89.7079
Total 24 1505.6876
Standard t P Lower Upper Lower  Upper
Coefficients error Stat value 95% 95%  95.0%  95.0%
Intercept 77.1715%*%  5.3873 14.3247  0.0000 65.1678 89.1752 65.1678 89.1752
10.3635*%  3.9788 2.6047 0.0263 1.4982 19.2288 1.4982 19.2288

Emotion synched

* p<0.05

% p<0.01



EMPAHIC RELATIONAL LEADERSHIP

Table 2

Regression Results: Participants’ Attention on Rational Questions

Regression Statistics

Multiple R 0.7164

R square 0.5132
Adjusted R

0.4645
square

Standard error 8.5613

Observations 25

ANOVA
Significance
df SS MS F F
Regression 1 772.7261 772.7261 10.5425 0.0088
Residual 23 7329615  73.2962
Total 24 1505.6876
Standard Upper

Coefficients Error tStat  P-value Lower 95%  95%  95.0% 95.0%
Intercept 106.7784 5.9339 17.9947 0.0000 93.5569 119.9999 93.5569 119.9999
Emotion

-3.8925%*  1.1988 -3.2469  0.0088 -6.5636 -1.2213  -6.5636 -1.2213
synched
* p<0.05

** p<0.01



EMPAHIC RELATIONAL LEADERSHIP

OTHER FIGURES OMITTED FOR SAMPLE PURPOSES

Figure 2 Figure number boldfacd
Figure title italicized

Regression Results: The Impact of Leaders’ Cues on Participants

Independent
Variables
Advising or
Commenting
Emotion Dependent
Acknowledgement Variable
Positive Relationship _
. : Participant’s Negative Relationship _____
Feeling Questions ‘Attention
DOG:p<0.05
Rational Questions Participant’s
Satisfaction

Rephrasing

Final Reflections




JAPANESE WOMEN ENTREPRENEURIAL IDENTITY

Use Times New Roman 12 pt.

Page number
should be right

Font for our submission S
justified in the top

Shaping Leadership: The Identity Development of Japanese Women Entrepreneurs
Yoshie Tomozumi Nakamura: and Mayuko Horimoto:
1George Washington University, DC, USA

2Toyo University, Tokyo, Japan

Running head should
be left justified in the

top margin
5 < Remove all author identifying

information for review
submission. Include author
information for -ready version
only.

When the authors are affiliated

with multiple institutions,
number the institution and link
with each author.

Check your word limit. A full
manuscript is 6,000 or less

words (including the reference
list).

When the authors are affiliated
with one institution, don’t need to
number the institution.

Copyright should only be
included in your camera-ready

version

Copyright © 2025 Yoshie Tomozumi Nakamura & Mayuko Horimoto



JAPANESE WOMEN ENTREPRENEURIAL IDENTITY

Document must be numbered

and right justified

The word Abstract should be in

bold and centered Abstract

This study explores the development of women entrepreneurial leader’s identity and its’

implications for Human Resource Development (HRD) research and practice in the context of

No indentation for the start of

the paragraph in abstract ce significant challenges in fostering entrepreneurship due to

traditional socio-cultural views on women'’s roles and insufficient support systems (Nakamura et
al., 2024). REMAINDER OF THIS SECTION OMITTED FOR SAMPLE PURPOSES.

The theoretical framework of this study is leader identity (Day & Harrison, 2007; Day et
al., 2009) and social identity of leadership (Haslam et al., 2020; Jetten at al., 2017).
REMAINDER OF THIS SECTION OMITTED FOR SAMPLE PURPOSES.

This study adopts the social constructivism paradigm and uses a basic qualitative
approach to explore and uncover the subjective meanings of participants’ experiences in their
journey of learning and development as women entrepreneurs in Japan (Creswell, 2007). The
study employs qualitative methods, including in-depth individual interviews with REMAINDER
OF THIS SECTION OMITTED FOR SAMPLE PURPOSES.

The research provides both practical and scholarly insights for HRD. It offers a deeper
understanding of REMAINDER OF THIS SECTION OMITTED FOR SAMPLE PURPOSES..
In conclusion, this research provides valuable insights into REMAINDER OF THIS

SECTION OMITTED FOR SAMPLE PURPOSES..

Keywords: Japanese women leaders, entrepreneurship, identity

A maximum of 3 key words can

The word keywords should be
be listed (indent 0.5”).

italicized.




JAPANESE WOMEN ENTREPRENEURIAL IDENTIT YRERAGEIGHEN NS R E R S

page. Center the word References
References and print in boldface. Double-
space and alphabetize all entries

Creswell, J. W. (2007). Qualitative inquiry & research des?®

Creswell, J. W., & Creswell, J. D. (2018). Research design: Qualitative, quantitative, and mixed
methods approaches (5™ ed.). Sage Publications.

Day, D. V., & Harrison, M. M. (2007). A multilevel, identity-based approach to leadership

. nt. Human Resource Management Review, 17(4), 360-373.

https://doi.ore/10.1016/1.hrmr.2007.08.007

Day, D. V., Harrison, M. M., & Halpin, S. M. (2009). An integrative approach to leader
development: Connecting adult development, identity and expertise. Routledge/Taylor &
Francis Group.

DeRue, D. S., & Ashford, S. J. (2010). Who will lead and who will follow? A social process of
leadership identity construction in organizations. Academy of Management Review, 35(4),

627-647. https://doi.org/10.5465/AMR.2010.53503267 The label “DOI:” is no longer used for
entries that include a DOI.
Epitropaki, O., Kark, R., Mainemelis, C., & Lord, R. G. (2017). [Nt g R s T g s Ni e s il f ) e e btotes
the URL or DOI) are now only used when a
leadership process: A review and future directions. 7/e EETE S EIR R R xoas s (1s 011 RE 12
citation

688. https://doi.org/10.1016/j.leaqua.2016.10.003

Haslam, S. A., Reicher, S. D., & Platow, M. J. (2020). The new psychology of leadership:
Identity, influence, and power (2™ ed.). Routledge.
REMAINDER OF THIS SECTION OMITTED FOR SAMPLE PURPOSES.
Book references should follow the format

below. Author, A. A. (Year of publication).
Title of work: Capital letter also for

subtitle. Publisher Name. (Do not include a
location of publication.)



https://psycnet.apa.org/doi/10.1016/j.hrmr.2007.08.007
https://psycnet.apa.org/doi/10.5465/AMR.2010.53503267
https://doi.org/10.1016/j.leaqua.2016.10.003

Non-refereed Conference FOCUS Session Submission

Page number
should be right

Leadership Track
p justified in the top

Write which track you are

a. Title of the Session

submitting for.
Use Times New Roman 12 pt.

The role of HRD in women beBlns bt ent across sectors and regions

Document must be numbered

b. Abstract

and right justified

Check your word limit. A full
manuscript is 2,000 or less

The objective of thi words (including the reference

lers’ identity development across
various sectors and RD research and practice. Drawing
from a comprehensive book project, we discuss diverse industries and regions, considering
historical, political, economic, and cultural contexts. REMAINDER OF THIS SECTION
OMITTED FOR SAMPLE PURPOSES.

Keywords: Women’s leadership, identity development,

c. Detailed Description of the Session

Substantiation of the Session’s Need

The proposed session aims to address a significant gap in leadership studies by focusing on

An abstract should be within

DESCRIPTION. Traditional leadership research tends to emph oy

often ignoring the unique challenges women face. The concept of leader identity is central to
understanding leadership dynamics, examining who becomes a leader and the processes involved
(Epitropaki et al., 2017). REMAINDER OF THIS SECTION OMITTED FOR SAMPLE
PURPOSES.

Perspectives Offered by Each Participant/Facilitator



The session will feature diverse perspectives from various sectors and regions, each contributing
unique insights to the discussion: REMAINDER OF THIS SECTION OMITTED FOR
SAMPLE PURPOSES.
Review of the Session’s Purpose, Design, and Approach
Purpose: The session aims to explore REMAINDER OF THIS SECTION OMITTED FOR
SAMPLE PURPOSES.
Design and Approach: The session will be structured as follows:
1. Introduction (10 minutes)
e Overview of the session’s objectives
e Brief introduction of DESCRIPTION
2. Sector Perspectives (30 minutes)
o Presentations from participants representing different sectors
o Each presenter will have 5 minutes to share key findings and insights
3. Regional Perspectives (15 minutes)
o Presentations from participants representing different regions
e Each presenter will have 5 minutes to discuss regional specificities
4. Panel Discussion (15 minutes)
e Moderated discussion among presenters, addressing common themes, challenges,
and opportunities
5. Q&A Session (10 minutes)
e Audience engagement and questions
6. Synthesis and Conclusion (10 minutes)

o Summary of key takeaways



e Discussion of future directions for research and practice
Contribution to the Advancement of HRD
This session contributes significantly to the advancement of HRD in several ways:
REMAINDER OF THIS SECTION OMITTED FOR SAMPLE PURPOSES.

In conclusion, REMAINDER OF THIS SECTION OMITTED FOR SAMPLE PURPOSES.
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Day, D. V., Harrison, M. M., & Halpin, S. M. (2009). An integrative approach to leader

ing adult development, identity and expertise. Routledge/Taylor &

Francis Group. Book references should follow the format
below. Author, A. A. (Year of publication).
DeRue, D. S., & Ashford, S. J. (2010). Who JESECCATU QI JIENEEE KL o) hcess of

subtitle. Publisher Name. (Do not include a

leadership identity construction in or [ERCECECHIREIIEIRY ew, 35(4),

627-647. https://doi.org/10.5465/AMR.2010.53503267

Epitropaki, O., Kark, R., Mainemelis, C., & Lord, R. G. (2017 VR EIS EI0) S TR R (i1l LI B (o)
entries that include a DOI.
leadership process: A review and future directions. 7/¢ TR s SR T Biye)s Ml () yI T 1htes

the URL or DOI) are now only used when a
675-688. https://doi.org/10.1016/j.leaqua.2016.10.003 retrieval date is also provided in the

citation

Ryan, N.F., Hammond, M., MacCurtain, S., & Cross, C. (2021%*
leader identity development. Journal of Managerial Psychology, 36(1), 75-

88. https://doi.org/10.1108/JIMP-03-2019-0178

d. Biographies of Organizers and Panelists

Organizers: Yoshie Tomozumi Nakamura, Ed.D. and AUTHOR


https://psycnet.apa.org/doi/10.1016/j.hrmr.2007.08.007
https://psycnet.apa.org/doi/10.5465/AMR.2010.53503267
https://doi.org/10.1016/j.leaqua.2016.10.003
https://doi.org/10.1108/JMP-03-2019-0178

Yoshie Tomozumi Nakamura, Ed.D., is an Associate Professor at the Graduate School of
Education and Human Development at George Washington University. A FEW MORE
SENTENCES OF BIO.

AUTHOR, is DESCRIPTION

Panelists:
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