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The purpose of this paper is to investigate how Artificial Intelligence (AI) decision-making transparency affects
humans’ trust in AL Previous studies have shown inconsistent conclusions about the relationship between Al
transparency and humans’ trust in Al (i.e., a positive correlation, non-correlation, or an inverted U-shaped
relationship). Based on the stimulus-organism-response (SOR) model, algorithmic reductionism, and social identity
theory, this paper explores the impact of Al decision-making transparency on humans’ trust in Al from cognitive
and emotional perspectives. A total of 235 participants with previous work experience were recruited online to
complete the experimental vignette. The results showed that employees’ perceived transparency, employees’
perceived effectiveness of Al and employees’ discomfort with AI played mediating roles in the relationship
between Al decision-making transparency and employees’ trust in Al Specifically, Al decision-making
transparency (vs. non-transparency) led to higher perceived transparency, which in turn increased both
effectiveness (which promoted trust) and discomfort (which inhibited trust). This parallel multiple mediating effect
can partly explain the inconsistent findings in previous studies on the relationship between Al transparency and
humans’ trust in AL This research has practical significance because it puts forward suggestions for enterprises to

improve employees’ trust in Al, so that employees can better collaborate with Al
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Two mechanisms have been proposed by which diversity influences team effectiveness. The similarity-
attraction paradigm derives from social psychology and social categorization to argue that similarity between
members increases mutual attraction, integration, and communication, which in turn improves effectiveness.
Diversity of members, on the other hand, results in more conflict and misunderstandings as people categorize

themselves into different subgroups.

(1 K&)

Another mechanism that explains how diversity influences team effectiveness is cognitive resource
diversity theory. It derives from cognitive psychology. It treats teams as information processors where individuals
process information and then elaborate and integrate it as a team. In this conceptualization, diversity allows teams
to bring varied cognitive resources to bear when information is processed individually and elaborated as a team,
which allows a richer exploration of shared challenges.

G
One potential group of moderators concerns task characteristics, such as complexity and inter-

dependence. In this view, homogeneity benefits low-complexity tasks with few interdependencies, whereas
heterogeneity benefits more complex tasks with many inter-dependencies. This is primarily consistent with findings

from meta-analyses of the diversity-effectiveness relationship.
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The purpose of this paper is to investigate how Artificial Intelligence (AI) decision-making transparency affects
humans’ trust in Al Previous studies have shown inconsistent conclusions about the relationship between Al
transparency and humans’ trust in Al (i.e., a positive correlation, non-correlation, or an inverted U-shaped
relationship). Based on the stimulus-organism-response (SOR) model, algorithmic reductionism, and social identity
theory, this paper explores the impact of Al decision-making transparency on humans’ trust in Al from cognitive
and emotional perspectives. A total of 235 participants with previous work experience were recruited online to
complete the experimental vignette. The results showed that employees’ perceived transparency, employees’
perceived effectiveness of Al, and employees’ discomfort with AI played mediating roles in the relationship
between Al decision-making transparency and employees’ trust in AI Specifically, Al decision-making
transparency (vs. non-transparency) led to higher perceived transparency, which in turn increased both
effectiveness (which promoted trust) and discomfort (which inhibited trust). This parallel multiple mediating effect
can partly explain the inconsistent findings in previous studies on the relationship between Al transparency and
humans’ trust in Al This research has practical significance because it puts forward suggestions for enterprises to

improve employees’ trust in Al so that employees can better collaborate with AL
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Two mechanisms have been proposed by which diversity influences team effectiveness. The similarity-
attraction paradigm derives from social psychology and social categorization to argue that similarity between
members increases mutual attraction, integration, and communication, which in turn improves effectiveness.
Diversity of members, on the other hand, results in more conflict and misunderstandings as people categorize

themselves into different subgroups.
(%)

Another mechanism that explains how diversity influences team effectiveness is cognitive resource
diversity theory. It derives from cognitive psychology. It treats teams as information processors where individuals
process information and then elaborate and integrate it as a team. In this conceptualization, diversity allows teams
to bring varied cognitive resources to bear when information is processed individually and elaborated as a team,

which allows a richer exploration of shared challenges.

(Fh)

One potential group of moderators concerns task characteristics, such as complexity and inter-

dependence. In this view, homogeneity benefits low-complexity tasks with few interdependencies. whereas

heterogeneity benefits more complex tasks with many inter-dependencies. This is primarily consistent with findings
from meta-analyses of the diversity-effectiveness relationship.

HH B
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