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1. Title: Do I Dare? The Psychodynamics of Anticipated Image Risk, Leader-Identity Endorsement, and Leader Emergence.
Authors: Lee Cunningham, Julia; Sonday, Laura; Ashford, Susan J.
Abstract: Although many organizations value leadership across levels, individuals are reluctant to step up and lead. We explore how anticipated image risk (i.e., individuals' beliefs that the act of leading might harm their image with others) and lay beliefs about leadership ability (i.e., that this ability is fixed versus malleable) may diminish individuals' endorsement of a leader identity and thus their leadership emergence. Across MBA consulting teams, supervisor–employee dyads, and virtual workers, we find that lay theories of leadership ability moderate the negative relationship between anticipated image risk in leadership and leader-identity endorsement, which affects subsequent leadership emergence (Study 1). Using qualitative survey data, Study 2 identifies three specific image concerns that individuals associated with leading: seeming bossy, seeming unqualified, and seeming different from one's peers. Study 3 tests whether a newly developed measure of three specific image risks similarly predicts leader-identity endorsement and emergence. Last, in Study 4 we experimentally manipulate the anticipation of image risk to show its causal impact on leader-identity endorsement and emergence.
2. Title: Appraising and Reacting to Perceived Pay For Performance: Leader Competence and Warmth as Critical Contingencies.
Authors: Kong, Dejun Tony; Park, Sanghee; Peng, Jian.
Abstract: While pay for performance (PFP) is widely adopted in organizations to boost employee performance, the empirical evidence on its incentive effect has been mixed. Based on Park and Sturman's PFP perception framework, we integrated two motivation theories—transactional theory of stress and role engagement theory—to delineate two countervailing mechanisms that explain how individuals appraise and react to perceived PFP. Our research considers employees' perception of PFP-I (perceived PFP based on individual performance) and highlights leader competence and warmth as critical contingencies. We propose that perceived PFP-I is appraised by employees as a challenge when leader competence is higher, which leads to employees' work engagement and enhanced task performance, but is appraised as a threat when leader warmth is lower, which leads to employees' work withdrawal and decreased task performance. In two three-wave survey studies, we found support for our model. The present research advances our knowledge regarding the incentive effect of PFP-I by emphasizing the importance of perceived PFP-I and proposing a new way of seeing employee motivation and performance ensuing from perceived PFP-I through the lenses of stress and role (dis)engagement. Our findings provide insights into how organizations and leaders can effectively utilize PFP to motivate employees.
3. Title: Inside-Out, Outside-In, or All-in-One? The Role of Network Sequencing in the Elaboration of Ideas.
Authors: Ter Wal, Anne L. J.; Criscuolo, Paola; Salter, Ammon.
Abstract: The structure of advice and support networks within organizations has a profound impact on the elaboration of novel ideas. We explore how the sequence in which individuals expose ideas to their network contacts affects their innovation performance. We argue that, during idea elaboration, inside-out network sequencing—that is, mobilizing input and support from inner-circle ties before outer-circle ones—yields an innovation performance advantage over outside-in network sequencing and all-in-one mobilization of network contacts. Inside-out network sequencing generates valuable early feedback and support from inner-circle ties that actively engage with ill-defined, ill-structured, and uncertain ideas, and delays exposure to outer-circle ties until ideas can better withstand criticism from beyond the social circle where they emerged. We further contend that the benefits of inside-out network sequencing are amplified in environments that lack support for innovation. Using an analysis of survey data and archival innovation performance records for 301 research and development scientists and engineers in a large multinational firm, we find support for our predictions.
4. Title: Leveraging Knowledge Diversity in Hierarchically Differentiated Teams: The Critical Role of Hierarchy Stability.
Authors: Gray, Steven M.; Bunderson, J. Stuart; van der Vegt, Gerben S.; Rink, Floor; Gedik, Yeliz.
Abstract: Past research has been equivocal about the information sharing and performance effects of knowledge diversity in teams. In an attempt to resolve this equivocality, scholars have suggested that status hierarchy may play a role, proposing that status differences can constrict team-level information sharing in diverse teams by privileging the knowledge of higher-status members and discounting the knowledge of lower-status members. Although there is some evidence to support this notion, there is also evidence to suggest that status differences may amplify information sharing in diverse teams by offering status enhancement incentives to members who share unique knowledge. In this paper, we reconcile these different predictions by suggesting that the effects of status hierarchy on the relationship between knowledge diversity and team information sharing will depend on the stability of the hierarchy. Using a diverse sample of 156 teams across 110 organizations, we found that status differences constricted information sharing in knowledge-diverse teams when hierarchy stability was high and amplified information sharing in knowledge-diverse teams when hierarchy stability was low. These information sharing effects, in turn, affected team performance. Our study highlights how hierarchy stability is critical for understanding whether status differences constrict or amplify information sharing in knowledge-diverse teams.
5. Title: Pay Transparency as a Moving Target: A Multistep Model of Pay Compression, I -Deals, and Collectivist Shared Values.
Authors: Wong, Man-Nok; Cheng, Bonnie Hayden; Lam, Leon Wai-Yuan; Bamberger, Peter A.
Abstract: Drawing from research on the transparency-privacy dilemma in management, we theorize that firm-level pay transparency elicits a multistep process involving managers and employees that shifts the dispersion in remuneration from more to less observable forms, thus making pay transparency a "moving target." We posit a serial indirect effect of pay transparency on firm-level rates of i-deal grants (a less observable form of remuneration) via variable pay compression and heightened rates of employee i-deal requests, with this indirect effect amplified in firms characterized by collectivist shared values. First examining the role of managerial agency and collectivist shared values in the pay transparency–compression relationship in a simulation-based experiment, we test the overall model in a multisource field study using a sample of 111 medical device distribution firms. Our findings demonstrate that: (a) firm-level pay transparency is predictive of greater pay compression, (b) firm-level rates of i-deal grants are largely explained by this pay compression via its effects on employee i-deal requests, and (c) this sequential effect is amplified in firms with more collectivist shared values. Accordingly, we explicate how transparency triggers unintentional hiding, and suggest that accompanying more transparent pay may be an increased reliance upon rewards that, by their very nature, are less transparent.
6. Title: With Head and Heart: How Emotions Shape Paradox Navigation in Veterinary Work.
Authors: Pradies, Camille.
Abstract: Emotions are part of everyday life, and paradox scholars have long acknowledged that navigating paradox—that is, opposite, interrelated, and enduring tensions—is inherently emotional. Yet, how such emotions shape the ways in which individuals navigate paradoxes remains unclear. Drawing on an in-depth qualitative study of 63 veterinarians facing the business–care paradox, I develop an emotionally informed model of how individuals navigate paradox at work. I find that emotions: (a) make paradox salient by surfacing a personal connection to paradoxical tensions, (b) trigger flexible emotional labor while responding to paradox, and (c) leave emotional traces that foster ongoing learning. In so doing, I surface how emotions shape the way paradoxes are recognized and experienced. My model invites paradox scholars to consider the centrality of emotions in paradox navigation, thus moving beyond emotions as something to be avoided and instead embracing their generative potential. Foregrounding emotions offers rich theoretical opportunities for future work.
7. Title: The Relational Dynamics of Issue-Selling: Enacting Different Genres for Dealing with Discontent.
Authors: Lauche, Kristina; Erez, Miriam.
Abstract: Actors without formal power can initiate and shape organizational change through issue-selling as a means to address their concerns about organizational practices. The literature has emphasized the need for perspective-taking and found discontent to be associated with inhibiting fear. Based on a longitudinal field study of middle managers trying to instigate strategic renewal in six different manufacturing companies, we find that discontent can also energize issue-selling, particularly if sellers and -recipients also engage in perspective-taking. We identify three different genres of issue-selling and enacting discontent that are jointly shaped by sellers and -recipients: (a) productive confrontation, (b) avoiding escalation, and (c) collective moaning. In a process model of issue-selling as framing, mobilizing, and pursuing, we illustrate how the genres form part of an organization's collective repertoire of initiating and responding to change. Our findings have implications for pursuing change, as well as for managers seeking to create a constructive environment for expressing discontent.
8. Title: The Role of Attribution in Learning from Performance Feedback: Behavioral Perspective on the Choice between Alliances and Acquisitions.
Authors: Lee, Jaemin; Lee, Joon Mahn; Kim, Ji-Yub.
Abstract: The causal attribution of performance has not been explicitly considered in the performance feedback literature, despite its potential value in learning from prior performance. In this study, we develop a theory concerning the attribution in learning from performance feedback and explore how the attribution of past alliance performance can influence a firm's choice between future acquisitions and alliances. We also examine the mechanisms by which attribution manifests by exploring how three theoretical factors, known to influence attribution, can moderate the relationship—the diffusion of responsibility, the perceived capability of partners, and the ambiguity of performance information. We find strong evidence supporting our predictions. This study contributes to the performance feedback literature by integrating attribution with performance feedback theory. It also extends research on corporate strategy by providing a behavioral account of the choice between acquisitions and alliances.
9. Title: Learning Down to Train Up: Mentors Are More Effective When They Value Insights from Below.
Authors: Zhang, Ting; Wang, Dan J.; Galinsky, Adam D.
Abstract: Although mentorship is vital for individual success, potential mentors often view it as a costly burden. To understand what motivates mentors to overcome this barrier and more fully engage with their mentees, we introduce a new construct, "learning direction," which captures the beliefs people have about which individuals within a hierarchy—upward, lateral, or downward—are valuable sources of knowledge. Although most mentors believe knowledge resides higher up in hierarchies, the current research demonstrates mentors are more engaged and effective when they value insights from below. Our first three studies found that downward learning predicted mentor engagement (Study 1) because downward learning-directed mentors viewed mentoring as a worthwhile opportunity for their own learning (Studies 2A and 2B). A field study examined downstream consequences on mentees' learning outcomes, finding that downward learning-directed mentors trained more hireable mentees (Study 3). A final experiment established causality while also demonstrating that learning direction is open to intervention: reflecting on a downward learning experience increased mentor engagement, which enhanced the mentorship experience for their mentees (Study 4). We extend theories on learning orientation to learning direction and demonstrate that beliefs about the hierarchical sources of learning are critical to successful mentoring.
10. Title: Mixed Messages: Crisis Communication–Dismissal (In)Coherence and Shareholder Trust Following Misconduct.
Authors: Hersel, Matt C.; Gangloff, K. Ashley; Shropshire, Christine.
Abstract: We explore how firms' post-transgression crisis communication and executive dismissals jointly influence shareholder trust following financial misconduct. We argue the coherence of a firm's crisis management strategy—the degree to which its elements fit together consistently and logically—plays an important but previously unconsidered role in shareholder trust repair. We utilize multiple methods to abductively develop and test our theory. First, we conduct a qualitative comparative analysis of 51 cases of financial misconduct among S&P 1500 firms that disclosed a misstatement via press release and dismissed either the CEO or CFO within 90 days of the disclosure. Analyzing aspects of these firms' crisis communication and the type of dismissal executed, this study reveals four configurations that highlight the influence of crisis management (in)coherence on shareholder trust. Second, a policy-capturing study examines the underlying mechanisms that drive shareholders' perceptions and intended behaviors relative to manipulated crisis management strategies in a controlled setting. Together, findings from these studies indicate that shareholder trust following misconduct depends in part on the (in)coherence between what firms say about their misconduct, how they communicate that information, and what they do to resolve the problem.
11. Title: Lay Theories of Instrumental Relations: Explaining Individual Differences in Dispositional Similarity-Attraction.
Authors: Kuwabara, Ko; Cao, Jiyin; Cho, Soomin; Ingram, Paul.
Abstract: The growing diversity in today's workplace requires engaging with people who not only look different but also think different. Yet, research on workplace relations has treated similarity-attraction as a human universal and paid limited attention to individual differences in who respects or tolerates different views and values, and why. We address this gap by examining how lay theories people hold about instrumental relations affect dispositional similarity-attraction. Because people who hold a fixed (versus growth) theory of instrumental relations believe that relationships form primarily on the basis of natural compatibility (versus effort), they should be particularly prone to similarity-attraction on the basis of dispositional similarity in values, attitudes, and personality traits. To test our arguments, we first develop a lay theories of instrumental relations scale, which we use to demonstrate that holding a growth theory decreases (moderates) people's tendency to avoid dispositionally dissimilar partners in a naturally occurring network (Field Study) and a dyadic task (Experiment 1). Finally (Experiment 2), we manipulate lay theories to show that inducing growth theories increases people's satisfaction with a task partner who is dispositionally dissimilar. We conclude by discussing theoretical and practical implications for building diverse yet cohesive workplaces.
12. Title: Does Job Satisfaction Rise and Fall with the Economy? Cross-Sectional, Longitudinal, and Experimental Evidence That Job Satisfaction Increases during Recessions.
Authors: Bianchi, Emily C.; Martin, Chris C.; Li, Ren.
Abstract: While recessions have many adverse consequences for individuals and organizations, we propose that they have positive implications for job satisfaction. We argue that during bad economic times, people will be less attuned to other possible jobs, and more likely to see their own jobs favorably. We find support for these predictions across three studies. Study 1 (n = 23,335) utilizes a large cross-sectional survey of American adults collected over four decades and finds that job satisfaction increases during recessions and declines during booms. Study 2 (n = 12,859) replicates this result using a large longitudinal survey of British adults and finds that job satisfaction rises and falls with the unemployment rate even within the same people. Finally, Study 3 (n = 512) uses an experimental design and finds that the relationship between economic conditions and job satisfaction is mediated by the reduced salience of alternative jobs. While scholars have long recognized that job satisfaction is affected by situational features inside organizations, our findings suggest that conditions outside the workplace can also influence how people think about and evaluate their jobs.
