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This issue presents a compelling collection of research that traverses the dynamic landscape of
contemporary business challenges and pedagogical innovations. From the integration of artificial intelligence in the
workplace to the complexities of navigating intercollegiate athletics, the authors delve into critical issues impacting
organizations and individuals alike.

Several articles explore the human element within evolving business contexts. Friedman et al. (2024)
examine the psychological factors influencing employee acceptance of Al, offering a comprehensive framework for
managers to foster engagement and mitigate resistance. Biggane and Steinbauer (2024) investigate the role of
optimism and resilience in navigating organizational change, providing valuable insights for supporting employee
well-being during periods of transformation. Mcllveene and Batchelor (2024) analyze the growing discontent
among younger workers, proposing a renewed social contract grounded in integrative social contract theory to
address workforce disengagement and promote mutually beneficial outcomes.

This issue also delves into specific challenges faced by particular industries and professions. Grube et al.
(2024) provide a comprehensive survey of pressing issues confronting intercollegiate athletic administrators,
including name, image, and likeness (NIL) policies, transfer rules, transgender athlete participation, and diversity,
equity, and inclusion (DEI) concerns. Fu (2024) examines the influence of auditor-client social ties on critical audit
matter disclosure, shedding light on the complex interplay between professional relationships and audit quality.

Furthermore, this issue underscores the importance of pedagogical innovation in business education.
Gainey and Bergiel (2024) explore the phenomenon of "ghosting" in recruitment, offering recommendations for
mitigating this disruptive behavior and enhancing talent acquisition practices. Hernandez et al. (2024) investigate
the efficacy of narrative pedagogy in business education, demonstrating how strategic alignment between
narrative structure and learning objectives can enhance student engagement, comprehension, and skill
development. Kim et al. (2024) delve into cross-cultural consumer responses to anthropomorphized products,
providing valuable insights for global marketing strategies.

Collectively, these articles contribute to a deeper understanding of the multifaceted challenges and
opportunities facing businesses and business education today. They offer valuable insights for researchers,
practitioners, and educators alike, fostering informed decision-making, innovative solutions, and a more nuanced
perspective on the evolving business landscape.

Emin Ozkan, Ph.D Edward H. Hernandez, Ph.D
Editor, JBMC WBM Chair / Editor WJHRM
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ABSTRACT

The rapid advancement of Artificial Intelligence (Al) offers organizations significant opportunities
for enhanced efficiency, innovation, and competitiveness. However, successful Al integration depends
on employee acceptance, often encountering resistance. A comprehensive strategy for managers is
essential to gain Al acceptance and usage. This article uses the Unified Theory of Acceptance and Use
of Technology (UTAUT) to frame technology acceptance determinants. We then incorporate insights
and practical implications from Conformity, Expectancy, Self-Determination, Technology Threat
Avoidance, and the Job Characteristics theories to provide a more comprehensive framework. These
theories offer managers a practical approach to facilitate Al engagement and align goals with
employees' aspirations. We recommend clear communication of Al benefits, alignment of employee
needs with organizational goals, a supportive environment, and provision of necessary resources and
training.

Keywords: Al, UTAUT, Conformity, Expectancy, Self-Determination, Job Characteristics

INTRODUCTION

Artificial Intelligence (Al) presents a significant opportunity for organizations to enhance productivity
(Hadi Mogavi et al., 2024), innovation (Mariani et al., 2023), and competitiveness (Muhlroth & Grottke, 2022).
Although research indicates that generative Al can enhance employee performance, particularly among less
experienced workers (Brynjolfsson et al., 2023), its adoption still faces resistance. Successful integration of Al into
organizational processes hinges on employee adoption of Al, which often encounters resistance that plagued past
information system implementations (Zhang et al., 2020; Altuwaijri & Khorsheed, 2012, Kim & Kankanhalli, 2009).
For a successful Al integration into organizational tasks, employees not only need to agree to the use of Al
(acceptance) but also actively use and integrate it into their daily work processes (utilization). To remain
competitive, a comprehensive strategy for managers to overcome resistance and motivate employees to embrace
Al is needed.

A well-established model that addresses user acceptance of new technology is the Unified Theory of
Acceptance and Use of Technology, or UTAUT (Venkatesh et al., 2003). Specifically, UTAUT holds that social



influence, and other facilitating conditions determine an individual’s behavioral intention to accept and ultimately
use technology. Venkatesh et al. (2003) and Welch et al. (2020) define
- performance expectancy: the extent that individuals perceive that the information holds
performance gains
- effort expectancy: the ease of use
- social influence: the extent that individuals perceive social coercion
- facilitating conditions: the extent that individuals perceive the organizational and technical
infrastructure can provide support (Welch et al. 2020, 87).

UTAUT draws heavily from the Theory of Planned Behavior (TPB) in that social influence is derived, in part,
from TPB’s subjective norms (the perceived preference of valued individuals), behavioral intention, and actual
behavior (Ajzen, 1991). Likewise, facilitating conditions draws from the TPB concept of perceived control (the
extent that an individual perceives that performance is under his/her control and not the control of others -
including the organization provision of resources and management support). Several authors have extended the
UTAUT model (Li, 2020; Chao, 2019; Dwivedi et al., 2019, Keeton, 2009) and others have pointed out UTAUT's
limitations (Xue et al. 2024: van Raaij & Schepers, 2008; Bagozzi, (2007). Valencia-Arias et al. (2024), Machado de
Freitas & Silva da Rosa (2022), Menant et al. (2021), and Williams et al., 2015) provide comprehensive UTAUT
literature reviews of technology acceptance in several disciplines, including healthcare, government, education,
and human resources.

While UTAUT provides a robust framework especially to explain Al adoption (Garcia de Blanes Sebastian
et al,, 2022), it can be enriched by integrating theories from the psychology literature. This article contributes to
the body of literature by supplementing the UTAUT model with psychological theories that offer managers a
multidimensional and practical approach to facilitate Al engagement and align Al implementation goals with
employees' personal and professional aspirations: Conformity Theory, Expectancy Theory, Self-Determination
Theory, Job Characteristics Model, and Technology Threat Avoidance Theory (TTAT). Conformity Theory explains
how the behavior of valued others can increase the perceived usefulness of Al technology, as individuals follow
the example set by their peers. Expectancy Theory highlights how the perceived ease of use and the belief in
rewards tied to Al implementation can drive the adoption process. Self-Determination Theory further elaborates
on how satisfying employees' needs for autonomy, competence, and relatedness can accelerate Al adoption
within the organization. The Job Characteristics Model postulates core job dimensions which enhance employee
motivation, satisfaction, and performance by influencing critical psychological states. The Technology Threat
Avoidance Theory suggests that individuals avoid perceived threats posed by technology by assessing the severity
and vulnerability of the threat and then choosing protective behaviors based on their perceived efficacy of the
countermeasures. In the following sections we discuss these theories and explain how they can help enhance Al
adoption among employees.

Conformity Theory

The reasons and dynamics by which individuals agree to incorporate Al into their work matters. Mere
compliance with management direction to implement Al may result in compliance but is short sighted. Individuals
need to embrace the new, and to some, threatening technology on a deeper level to realize Al’s long-term
benefits.

Conformity is the tendency of individuals to align their attitudes and behavior with the majority. Cialdini &
Goldstein (2004) outlined three reasons individuals conform: to obtain accurate information (informational),
develop meaningful relationships (normative), and to build self-respect. Informational and normative conformity
allow individuals to make informed decisions and be accepted, respectively. Descriptive norms have been shown
to increase conformity (Bicchieri, 2017; Bicchieri & Xiao, 2009) by providing individuals with information
pertaining to who and how many peers are adhering to a specific norm (Goldstein et al., 2008). Normative
conformity rests with individuals’ need for affiliation that is, the need to establish meaningful and lasting
relationships (McClelland, 1965).

Chen (2022) also defined social norms as either descriptive (what most people do) or injunctive (perceived
sanctions associated with approved/disapproved behavior) (Bergquist & Nilsson, 2019). Based on individuals’
perception of social norms, their degree of conformity is contingent on five norm conformity motives: (1) obtain
accurate information, (2) identify with a valued reference group, (3) derive benefits from conforming with the
reference group, and (5) receive social rewards or avoid being ostracized (Chen, 2022). The first four motivations
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are descriptive. Regarding the fifth reason, Kelman (1958) distinguishes between mere compliance (individuals go
along with the majority, but privately don’t agree), and internalization (individuals agree with the majority both
publicly and privately). Conformity significantly influences the adoption of new technologies, including Al. For
instance, studies indicate that individuals are more inclined to use Level 3 autonomous self-driving cars once they
know other drivers are using them as well (Liu et al., 2022).

Conformity Theory underscores the significance of creating a workplace culture where Al adoption is seen
as a norm, encouraging employee internalization of Al practices. Management must seek norm internalization
with respect to system wide Al integration; however, individuals can be creative in incorporating Al into their
work and committing to continuous improvement. Simple compliance with a mandate to use Al may suffice for
the short term; however, continuous improvement requires a deeper commitment to improve processes using Al
on an ongoing basis.

The dissemination of Al usage through training, best practices and other communications encourages
informational conformity, where employees follow the majority by participating in training and adopting Al
practices, seeing their peers' behavior as a reliable source of information (informational conformity). The drive for
correctness is central to informational conformity, where people conform to others' behavior to optimize their
decisions (Cialdini & Goldstein, 2004).

This informational effect is very crucial in Al adoption as employees may be uncertain about the benefits,
challenges, and even harms of using new Al technologies. Observing colleagues who successfully adopt and utilize
Al into their day-to-day work can provide a sense of security and validation, reducing their own uncertainties. This
peer behavior acts as a heuristic allowing employees to rely on others' behavior as a source of information rather
than independently evaluating all the technical details of Al adoption.

Goeree and Yariv's (2015) experiments highlight that people often prefer following the majority's
decisions even over statistical information. In an organizational setting, this means that if a significant number of
employees or even other organizations adopt Al tools, others are likely to follow suit, perceiving the widespread
adoption as indicative of the technology's effectiveness and safety. This herd behavior can expedite Al integration,
as more employees adopt Al not just due to formal training or organizational mandates, but because they see their
peers doing so.

Communities of Practice (CoP) can facilitate Al widespread use. CoPs are individuals that form groups and
share knowledge, competencies, norms, and best practices, thus driving organizational innovation and adoption of
new technology (Goglio et al., 2023; Aalbers, Dolfsma & Koppius, 2014; Wenger, 2000). CoPs often consist of
individuals across organizations. For example, professional organizations such as the American Psychological
Association (n.d.) and Linkedin (n.d.) that provide opportunities to network with individuals in one’s area of
expertise. Individuals within these communities share experiences, provide mentoring to others, share best Al
practices, and in doing so, may enhance learning and reduce the anxiety associated with Al technologies.

Additional psychological theories are needed to obtain deeper employee Al acceptance and utilization. In
the following section we discuss the Expectancy Theory and its relation to Al adoption among employees.

Expectancy Theory

Expectancy Theory emphasizes the role of individual expectations and the perceived relationship between
effort, performance, and outcomes (Vroom, 1964). When tasked with work, individuals ascertain whether a given
level of effort will result in performance, whether performance will be rewarded, and if they value the reward(s).
Lloyd & Mertens (2018) argued that social context should be added as a fourth element.

Expectancy Theory has helped understand the process of motivation in a number of domains: career
development (Gyepi-Garbrah, 2023), consumer behavior (Fan et al, 2022), purchasing behavior (Nikulina &
Wynstra, 2022), education (Ranellucci et al., 2020), supplier development (Chen et al. 2016), employee
motivation (Memary & Wong, 2009; Chiang, 2006), peer assessment (Friedman et al. 2008), performance and
retention (Friedman & Mandel (2009), and leadership (Isaac et al. 2001). Expectancy Theory offers valuable
insights into employee motivations and expectations, enhancing our understanding of how new technologies are
embraced and integrated. Considering Expectancy Theory's relevance to new technology adoption, it is valuable
to explore its use as a supplementary framework alongside the UTAUT model particularly in the realm of
employee Al adoption.

Expectancy theory has implications for Al acceptance and usage. Perceived effort to performance (E-P) is
important to ascertain as part of an Al competency needs assessment prior to system implementation. There is
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likely a wide variance in Al knowledge and capability among the workforce, depending on workforce
demographics and experience. On a more basic level, computer literacy may differ widely among employees. A
needs analysis will provide valuable information regarding system wide and individual customized training and
development efforts.

Individuals’ perceived relationship between performance and rewards (E-P) may also vary widely,
especially in the absence of information. Explicit organizational extrinsic rewards, such as bonuses, tied to
effective Al training and implementation are crucial. According to Expectancy Theory, without clear incentives,
employee motivation may be low, hindering Al adoption.

Finally, individuals may perceive a high probability of achieving effective Al performance given their effort
(E-P) and believe that rewards will follow performance (P-O). However, they may still lack motivation if they do
not value the extrinsic rewards the organization offers (valence). Valence is in the eye of the beholder, so
organizations should determine what rewards employees value. Straightforward surveys and focus groups
effectively administered are useful tools to gain valuable information relevant to E-P, P-O, and valence.

Expectancy Theory is a valuable addition to UTUAT in that it addresses key questions individuals ask
themselves when deciding to accept and use Al. The theory doesn’t address the types of outcomes individuals
value that result in long term Al acceptance and use, and fails to adequately distinguish between external and
intrinsic motivation.

The ultimate external reward is compensation, especially when linked with performance (i.e., pay for
performance). The role that money plays in motivation is an often-debated topic (Gerdeman, 2019; Ford, 2019;
Thibault-Landry, et al., 2017; Bijleveld & Aarts, 2014; Pink, 2009; Rynes et al., 2005; Ariely et al. 2009; Kohn, 1998;
Kohn, 1993). A consensus is that money alone leaves much individual motivation unaccounted for as it doesn’t
adequately address intrinsic motivation (Ford, 2019). Towards that end, Olafsen et al. (2015) suggested that
another psychological approach, the Self-Determination Theory (SDT) effectively fills this gap by focusing on
intrinsic motivation.

Self-Determination Theory

Thibault Landry et al. (2017) emphasized the need to align rewards with individuals’ psychological needs.
Self-Determination Theory (Ryan & Deci, 2017, 2000) stresses the importance of three intrinsic motivation needs:
autonomy, competence, and relatedness. These needs facilitate self-motivation and engagement. Autonomy is
the freedom to control how the work is done, competence is the need to grow and learn, and relatedness is the
need to work with, establish relationships, and care for colleagues. The theory assumes that these needs are
inherent in individuals; that is, individuals naturally want to develop skills, know more, and work with others, and
that need profiles vary across individuals (although need strength varies across individuals). Addressing these
needs may be especially important when individuals are faced with new technologies such as Al and resistance to
change occurs. In addition, management support is a key ingredient in fostering intrinsic need satisfaction and
performance (Olafsen et al., 2015).

An employee intrinsic needs assessment is recommended so that management can better link Al
acceptance and usage to employee needs. Management considers several key questions as part of the planning
process such as what Al information individuals need to become competent, and how is competency measured so
that individuals can track relevant metrics and experience increased competence. Once employees master the
required Al knowledge and competencies, what degree of autonomy will employees be granted to incorporate Al
into their work? How will individuals satisfy relatedness needs to integrate Al into key organizational processes?
Autonomy needs can be met by empowering employees to integrate Al into their work as they see fit. Rather
than micromanage Al work integration, management should develop general guidelines that afford individuals
discretion when incorporating Al into their work. Employees can satisfy relatedness needs with task force
involvement and subsequent team training of revised work processes. Addressing intrinsic needs may be
especially important when individuals are faced with new technologies such as Al and resistance to change
occurs. For example, Olafsen et al., (2015) found that management support is a key ingredient in fostering
intrinsic need satisfaction and performance.

In this context, hedonic motivation refers to the enjoyment or pleasure derived from using a new
technology that can enhance employees' willingness to integrate new Al tools into their daily work by
emphasizing positive emotional experiences. Pleasure and enjoyment may result from satisfying autonomy,



competence, and/or relatedness needs. Organizations can intentionally foster a culture of joy for experimenting,
discovering, and exploring new possibilities (Venkatesh et al., 2012).

Job Characteristics Model
The Job Characteristics Model (JCM) identifies five job dimensions that result in employee engagement
and job satisfaction (Oldham & Hackman, 2010; Hackman et al. 2005; Hackman et al. 1976; Hackman & Oldham,
1975). The core dimensions are:
“skill-variety: the extent that a variety of valued skills are required to accomplish the work
- task identity: the extent that the work requires tasks from beginning to end with an outcome
- task significance: the degree that the work is perceived as important and positively impacts others
- autonomy: the extent that individuals determine how the work is done
- feedback: the degree that the work provides feedback regarding quality and effectiveness” (Hackman &
Oldham, 1976, 257-258).

Skill variety, task identity, and task significance are associated with experienced work meaningfulness.
Autonomy and feedback are associated with experienced work ownership and knowledge of results, respectively.
In turn, experienced work meaningfulness, ownership, and knowledge of results are associated with individual
and organizational outcomes (e.g., high intrinsic motivation, job satisfaction, high work quality and effectiveness,
low turnover, and low absenteeism). JCM acknowledges that individuals differ with respect to job needs (i.e.,
Growth Need Strength).

JCM has been tested in many domains, including hospitality (Melidn-Gonzalez, 2024), healthcare (Skela-
Savic et al, 2023; Rhéaume, 2022; Kameyama et al., 2021), and education (Otten et al., 2019), and has been
shown to be related to a number of important outcomes such as job satisfaction (Lu et al., 2016), employee
engagement (Santos et al. 2016), and turnover intentions (Wan et al., 2018; Van der Heijden, 2018).

After reviewing the JCM literature, Gull et al. (2022) advocated that organizations design work that
incorporates job characteristics because they foster employee engagement and ultimately organizational
competitiveness. Wegman et al. (2018) showed that job characteristics and satisfaction remain related over time.
Advanced Communication Technologies (ACTs) “are required to support frequent, timely, accurate, and problem-
solving communication when working remotely” (Fuchs & Reichel, 2023, 511), and that such technologies
enhance job satisfaction for employees whose work have high levels of job characteristics.

The JCM dimensions supplement UTAUT by addressing employees' psychological needs when
implementing Al, fostering acceptance and usage. Al offers a wealth of opportunities to engage employees and
increase Al acceptance and usage by satisfying intrinsic needs. Unlike the previous theories reviewed above;
however, it does so through job design itself.

Introducing Al increases the variety of skills required for effective performance. It is important that individuals
perceive Al as a tool that enriches their job by enabling them to use a wide range of skills. Al is a new skill, but its
impact on perceived skill variety is enhanced as it is integrated into the work. For example, Al can enhance
physicians' diagnostic capabilities and alleviate routine administrative tasks, enabling them to focus on and further
develop their patient interaction skills (Reynolds & Tejasvi, 2024).

As Al is seamlessly integrated into the work, it can enhance task identity by helping individuals complete
entire tasks from start to finish. Regarding task significance, Al can significantly impact the perceived value of a
job, as employees feel that their work has a broader impact on others, which drives greater acceptance as
individuals feel that their contributions are meaningful. The creative Al work integration can increase job
autonomy; that is, allowing employees to have more control over their work. Interestingly, increased autonomy
can also increase individuals’ perceived control and behavioral intention to use Al as the Theory of Planned
Behavior predicts. If effectively prompted, Al can provide real-time quality and performance feedback, another
important JCM dimension. Timely, relevant, and clear feedback can build confidence and motivation to use Al.

Al has an exponential potential to design engaging and motivating work that encourages Al acceptance
and usage. Towards that end Bruning & Campion (2018) advocate “job crafting” whereby individuals change their
work to satisfy their intrinsic needs, increase engagement, and reduce performance barriers. Al offers an
opportunity to craft one’s work to meet both individual and organizational needs.

The previous theories emphasize intrinsic need satisfaction. We now turn to Technology Threat Avoidance
Theory that addresses how individuals avoid perceived threats.
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Technology Threat Avoidance Theory (TTAT)

The Technology Threat Avoidance Theory (TTAT) (Liang and Xue, 2009) focuses on how individuals avoid
perceived information technology threats. It combines elements from Protection Motivation Theory (PMT) and
Coping Theory (Hameed et al., 2024; Pillai et al., 2021). The Variance Theory View of TTAT suggests that users'
behavior is influenced by their perception of IT threats, their coping appraisals, and their avoidance motivations.
Specifically, TTAT identifies three key constructs: (1) perceived severity and susceptibility of the IT threat, (2)
coping efficacy (effectiveness of the avoidance action and belief in one's capability to execute the avoidance
action), and (3) perceived cost of taking the avoidance action.

Further research is essential to fully comprehend the nuances of threat avoidance behavior. A holistic
model of Al acceptance and usage should integrate subjective factors such as trust, anxiety, and perceived risk.
These factors are crucial as they relate to various aspects ranging from job insecurity, data privacy and other
compliance issues like user rights, biases, and Al hallucinations. Incorporating these elements will provide a more
comprehensive understanding of how employees perceive and react to Al-related threats in the workplace and
how companies may cope with this.

SUMMARY

We offered several psychological theories that supplement UTAUT to form a more comprehensive
strategy that effectively engages employees to incorporate Al into their work. Conformity Theory stresses the
need for a culture where Al adoption is the norm, Expectancy Theory begins the focus on individual expectations
about effort, performance, and valued outcomes, Self-Determination Theory encourages intrinsic motivation
through autonomy, competence, and relatedness need satisfaction, and the Job Characteristics model advocates
integrating Al into the work such that skill variety, task identity, autonomy, task significance, and feedback are
enhanced. Integrating these theories into an Al implementation plan helps managers foster a supportive
environment for Al adoption by aligning Al usage norms with employees' internationalized aspirations. The
Technology Threat Avoidance Theory acknowledges that individuals tend to avoid threats posed by technology,
emphasizing the importance for companies to respond accordingly.

Synthesizing these theories also offers several implications for employee Al acceptance and usage.
Employee involvement is an important element for acceptance for continuous improvement (Bakotic & Rogosic,
2017; Lasrado et al., 2016), including management’s active promotion to ensure employee involvement. Al
integration is a major change for most organizations and their employees. After reviewing the literature on why
change efforts fail, McLean et al., (2017) identified several factors relevant to organizational change, employee Al
acceptance, usage, and continuous improvement efforts. These factors include establishing a sound business
case, establishing a culture of innovation, management support, and employee involvement. There are many
opportunities for employees to be involved, including the initial job analysis to identify Al opportunities,
employee intrinsic need assessments to determine how to best align employee needs with Al work integration,
training and development, and employee coaching with their supervisors to explore how to integrate Al into their
work. Furthermore, external components like rewarding employees for their effort to make use of Al and achieve
better results need to be considered, according to the Expectancy Theory.

Future research

An empirical test of the relationship among internalization of Al norms, alignment of Al acceptance and
use with employee needs, and the competitive advantage of implementing Al are potent future research
agendas. Inclusion of other psychological theories would add further value. Other motivational theories such as
the learned needs theory of McClelland (1965), and group dynamics theories such as Tuckman's team building
model (Bonebright, 2010) could be investigated. Finally, individual differences that moderate the impact of
internal need satisfaction and engagement should be investigated.

CONCLUSION
Given the organizational competitive opportunities that Al affords, we recommend management to
clearly communicate Al benefits, align employee extrinsic and intrinsic needs with organizational Al goals, foster a
supportive environment, provide the necessary resources and training on both a companywide and individualized
basis, and address employees' perceived risks such as job loss, data privacy, and error susceptibility.
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