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1. Title: Navigating the Jagged Technological Frontier: Field Experimental Evidence of the Effects of Artificial Intelligence on Knowledge Worker Productivity and Quality.
Authors: Dell'Acqua, Fabrizio; McFowland III, Edward; Mollick, Ethan; Lifshitz, Hila; Kellogg, Katherine C.; Rajendran, Saran; Krayer, Lisa; Candelon, François; Lakhani, Karim R....
Abstract: We introduce and study the concept of a "jagged technology frontier" to describe the uneven impact of artificial intelligence (AI) capabilities, where AI assistance improves performance for some tasks but worsens it for others, even within the same knowledge workflow and with a seemingly similar level of difficulty. In collaboration with the global management consulting firm Boston Consulting Group, we have developed realistic management consulting tasks and examined the human performance implications of using AI to perform complex and knowledge-intensive work. The preregistered experiment involved 758 knowledge workers. After establishing a performance baseline on similar tasks, subjects were randomly assigned to one of three conditions: no AI access, GPT-4 AI access, or GPT-4 AI access with a prompt engineering overview. For each one of a set of 18 realistic knowledge tasks within the frontier of AI capabilities ranging from creative to analytical tasks, subjects using AI outperformed those not using AI, completing 12.2% more tasks and completing them 25.1% more quickly on average while also delivering solutions of significantly improved quality. However, for a complex managerial task selected to be outside the frontier, subjects using AI were 19% less likely to produce correct solutions compared with those without AI, pointing to potential limitations of AI supporting knowledge workers. We discuss the positive and negative implications of AI-aided human performance in knowledge-intensive tasks.
2. Title: Teams in Crisis: The Effect of Team Familiarity on Performance Under Conditions of Crisis and Uncertainty.
Authors: Bray, Alexandra; Sangal, Rohit B.; King, Marissa D.
Abstract: Research on fluid teams has consistently found a positive relationship between team familiarity and performance, but little empirical research has investigated whether these benefits of familiarity extend to times of crisis and uncertainty. This study examines how team familiarity influences provider decision times in the emergency department, focusing on how its effects vary across different crisis and uncertainty contexts. Using patient and provider assignment data from a large, multisite emergency department, we construct care team familiarity networks and analyze familiarity's impact on decision-making speed during both low-uncertainty crises (high-acuity patient surges) and high-uncertainty crises (early COVID-19 pandemic), as well as under conditions of patient-level task uncertainty. We find that team familiarity consistently reduces provider decision times; familiarity is particularly beneficial during crises. However, across both crisis and noncrisis situations, we find that the positive effects of familiarity are significantly weakened under conditions of high uncertainty. These findings underscore the conditional nature of familiarity's benefits, suggesting that in highly uncertain or novel situations, teams cannot rely solely on past shared experience to maintain performance. Implications for staffing strategies in healthcare and other high-stakes environments highlight the need for organizations to balance the benefits of familiarity with adaptability in the face of uncertainty.
3. Title: Seeing Both Sides: How Shared Experience Can Improve Entrepreneur Evaluations of Investors Through Perceived Empathy.
Authors: Kanze, Dana.
Abstract: Scholarly attention in the venture funding literature is primarily devoted to tie selection, with a great deal of that attention focused on the perspective of the investor evaluating the entrepreneur as a candidate for funding. But venture funding can be conceptualized as a long-term, dual-sided matching process. Two mixed methods studies offer support for a specific basis of background similarity that can influence entrepreneur evaluations of investor tie potential: shared entrepreneurial experience. An archival study of 677 entrepreneurs evaluating 408 investors demonstrates that investors with entrepreneurial experience are more likely to be perceived as empathetic than investors without this experience. In turn, entrepreneurs rate investors whom they perceive to be empathetic more favorably than those they do not perceive to be empathetic. Perceived empathy thus emerges as a mechanism that serves to mediate the positive relationship between shared entrepreneurial experience and entrepreneur ratings of investors. A preregistered between-subjects experiment conducted on 481 entrepreneurs exposed to otherwise comparable investor profiles randomized for experience complements the correlational evidence from the archival study with causal support for each of these paths. Shedding light on the key components of perceived empathy, linguistic analyses indicate the extent to which cognitive perspective taking (understanding how the entrepreneur thinks) and affective perspective taking (understanding how the entrepreneur feels) mediate the effect. Gender implications are discussed as this work also documents that women are less likely to traverse the path from entrepreneurship into investing, restricting their ability to reap these relational upsides.
4. Title: Unintended Consequences of Closing Pay Gaps Across Multiple Groups: A Formal Modeling and Simulation Analysis of Allocation Methods.
Authors: Anderson, David; Bjarnadóttir, Margrét V.; Ross, David Gaddis
Abstract: In recent years, many firms have prioritized both pay equity (i.e., closing pay gaps associated with target groups such as women and racial minorities) and equitable representation (i.e., ensuring these target groups are fairly represented across a firm's hierarchy). We use formal modeling and simulations to show how efforts to close pay gaps across multiple groups can undermine equitable representation. Specifically, our analysis suggests that pressure for pay equity creates a cost-based financial incentive to enact a subtle form of tokenism: A firm may minimize the cost of closing pay gaps if it maintains a workforce with a small number of minority women whom it pays well in order to compensate for underpaying larger numbers of majority women and minority men who resemble each other in terms of job attributes and personal qualifications. A firm can avoid these outcomes if it focuses on ensuring that employees from target groups are equitably rewarded for job attributes and personal qualifications rather than minimizing cost. But an equitable-rewards approach can be substantially more expensive than a cost-minimization approach, especially if pay gaps are larger in high-wage jobs or if there are many target groups. We conclude by offering testable empirical predictions and recommending a practical solution, namely to include terms for intersectional categories (e.g., minority women) in the regressions used to estimate pay gaps.
5. Title: Knowing Enough to Be Dangerous: The Problem of "Artificial Certainty" for Expert Authority When Using AI for Decision Making and Planning.
Authors: Leonardi, Paul M.; Leavell, Virginia
Abstract: This study examines how experts who use advanced artificial intelligence (AI) technologies that generate highly detailed and realistic representations can create what we term "artificial certainty," which we define as the illusion that complex future outcomes are definitively knowable, even though they are inherently uncertain. Through a comparative study of two urban planning organizations using the same AI simulation tool, we show how this artificial certainty emerges from the ways process experts create and deploy AI-generated representations. The findings reveal three interconnected representational practices that shape how laypeople perceive the certainty of a representation: controlling the level of detail, shaping stakeholder engagement, and constructing the model's meaning. We find that when process experts emphasize enhancement—amplifying technological capabilities within these practices—stakeholders mistake representations for reality, undermining expert authority. Conversely, when process experts engage in modulation—tempering how AI outputs are presented and integrated into decision making—they preserve the authority necessary to keep uncertainty alive. These findings reconceptualize process expertise as a distinct form of interpretive work that helps maintain useful levels of uncertainty in the face of growing pressures toward artificial certainty. Based on these insights, we develop a critical distinction between representations of the future versus representations for the future, offering new ways to theorize decision making under uncertainty as organizations increasingly deploy sophisticated AI systems.
6. Title: Tight, Loose, or Denied Holding: How Interpersonal Holding Shapes Innovators' Responses to Innovation Obstacles.
Authors: Hedden, Luke N.; Schinoff, Beth S.; Wellman, Ned; Blanchard, Rebecca
Abstract: Innovating at work often requires persistence through distressing obstacles and failures. When innovators experience such distress, they may engage colleagues for interpersonal holding—a process in which the colleague (i.e., "holder") helps contain the innovator's distress and provides new ways of understanding the obstacle that incited that distress. Prior research has made great strides in explaining what holding processes share in common across different individuals and in different contexts. However, through an inductive study based on 91 semistructured interviews with 74 innovators in a large hospital system, we find significant variation in the dynamics of interpersonal holding. Our analysis uncovered three distinct "interpersonal holding trajectories"—tight holding, loose holding, and denied holding trajectories. At the heart of these trajectories are distinct interpersonal holding episodes. Each episode varies by how holders engage with the innovators' distress and the obstacles that caused the distress. These distinct episodes uniquely reinforced (or not) our informants' innovator identities, ultimately influencing divergent responses to the obstacles that they faced. By building theory from the perspective of those who seek holding, our findings highlight important divergences in how interpersonal holding may unfold and identify important implications for innovators and their organizations.
7. Title: Full of It: Strategic Lying, Epistemic Conflict, and Issue Field Polarization.
Authors: Jarvis, Lee C.; Goodrick, Elizabeth; Hudson, Bryant Ashley
Abstract: Although scholars across several disciplines have noted the "posttruth" turn in public discourse, institutionalists provide little insight into the use of lying as a form of strategic discourse in contesting institutionalized practices, values, and beliefs. We address this gap by developing theory about the role that lies play in the discursive contestation of issue fields. We posit the concept of strategic lies (i.e., lies intended to manipulate the institutionalized practices, values, and beliefs at the focus of an issue field) and explicate how such lies cause epistemic conflicts (i.e., discursive conflicts between the field's discrete communities over the truth value of those lies). We suggest that these epistemic conflicts increase a field's level of polarization and concomitantly destabilize the field's institutional status quo. We highlight the integral role that media organizations play in epistemic conflicts by explaining how such organizations frame statements as strategic lies and publicize them to the communities comprising an issue field. We assert that strategic lies can catalyze vicious cycles of polarization and epistemic conflict in issue fields. Our study thus provides a novel and rigorous conceptualization of the important role of strategic lying in the institutional processes structuring a field.
8. Title: Unsettling Settled Knowing: Reconciling Differences in Expert Practice.
Authors: Sayegh, Karla; Langley, Ann; Faraj, Samer
Abstract: Occupational subgroups with similar training often develop differing work practices within their local settings. These differences may create inconsistencies when organizational change brings subgroups together to work alongside each other. Based on a two-year qualitative study of a hospital merger combining two neonatal intensive care units, we consider how differing expert practices may be challenged, preserved, or reconciled when subgroups are brought together. We find that reconciliation processes are unexpectedly triggered by novice newcomers who struggle to socialize into a consistent way of working. Comparing five expert practices over time, we also find that when groups are able to converge around the type of knowledge that should apply to expert practices (abstract versus experiential knowledge), a form of reconciliation is possible, but when there is divergence around the type of knowledge that is relevant to the situation, reconciliation fails. Converging on experiential knowledge implies a simplified process of reconciliation that preserves expert autonomy while masking residual differences. Converging on abstract knowledge involves a complex, multilayered process in which expert subgroups need to revert in part to mechanisms resembling those that underpinned their initial socialization into the discipline. These mechanisms include mobilizing evidence to update abstract knowledge, situated mentoring with respected experts, and authoritative reinforcing via interventions from high-status professionals. Our study highlights the challenges of changing expert practices that are rooted in ingrained experiential knowledge. It reveals that abstract knowledge alone is insufficient and that reconciliation invariably involves settlements and agreements on what form of knowledge matters.
9. Title: When a Star Shines Too Bright: The Impact of a High-Status Minority Member on Pursuing Diversity Goals.
Authors: Hur, Julia D.; Lin, Jun J.
Abstract: The current research examines a potential implication of having a high-status minority member in organizations—a "star" athlete, professor, or lawyer. Building on the literature on organizational diversity, individual status, and licensing effects, we suggest that having a minority member with high status can license organizational decision makers to reduce their effort in increasing diversity compared with having a minority member with relatively low status. We analyzed the hiring outcomes of Major League Baseball teams from 1988 to 2019 and found that the teams with a higher-status minority player hired fewer minority players in the next draft compared with the teams with a lower-status minority player. This effect was moderated by role prototypicality and group membership—the attributes that would further increase the saliency of a high-status minority player. We then corroborated these findings in a laboratory experiment showing that participants were less willing to invest effort in hiring minority candidates when a company already had a high-status (versus low-status) minority member. These findings extend existing literature by demonstrating when and how the presence of a prominent minority member might inadvertently diminish organizational efforts to increase diversity.
