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[bookmark: _Toc2]Article summary:
1. This article examines the impact of the Perceived Ability-Motivation-Opportunity (AMO) framework on destructive and constructive biases through employee engagement as a mediator. 
2. Structural equation modelling was used to test the hypotheses, with data from 350 mid-level IT employees. 
3. Results showed that there was a significant relationship between perceived AMO framework and both destructive and constructive biases, except for perceived ability and destructive bias. Employee engagement was found to partially mediate the relationship between perceived AMO framework and both constructive and destructive biases, except for perceived ability and destructive bias, where it fully mediated the relationship.
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May be slightly imbalanced: The article presents the information in a generally reliable way, but there are minor points of consideration that could be explored further or claims that are not fully backed by appropriate evidence. Some perspectives may also be omitted, and you are encouraged to use the research topics section to explore the topic further.
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The article is generally reliable in terms of its research methodology, findings, conclusions, and implications. The authors have provided sufficient evidence to support their claims by using structural equation modelling to analyse data from 350 mid-level IT employees. The results are presented in an unbiased manner without any promotional content or partiality towards any particular point of view. The authors have also noted potential risks associated with their findings such as the fact that employee engagement may not be able to fully explain all aspects of workplace bias. 
However, there are some areas where the article could be improved upon. For example, while the authors have discussed how their findings can be applied in practice, they do not provide any concrete examples or suggestions on how organizations can use these findings to improve their HRM practices. Additionally, while the authors have discussed how employee engagement mediates the relationship between perceived AMO framework and workplace bias, they do not explore other potential mediators such as organizational culture or leadership style which could also play a role in this relationship.
[bookmark: _Toc5]Topics for further research:
· Organizational culture and workplace bias
· Leadership style and employee engagement
· HRM practices to reduce workplace bias
· Structural equation modelling and workplace bias
· Impact of AMO framework on employee engagement
· Organizational strategies to reduce workplace bias
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