Guidelines and Criteria for the Submission of Short Papers
at EGOS Colloquia

Short papers should focus on the main ideas of the later full paper, i.e. they should explain
the purpose of the paper, theoretical background, the research gap that is addressed, the
approach taken, the methods of analysis (in empirical papers), main findings and
contributions. In addition, it is useful to indicate clearly how the paper links with the sub-
theme and the overall theme of the Colloquium, although not all papers need to focus on
the overall theme. Creativity, innovativeness, theoretical grounding and critical thinking are
typical characteristics of EGOS papers.

Your short paper should comprise around 3,000 words (inc. references, appendices, and
other material).

Submission deadline for short papers for the (main) 42"4 EGOS online Colloquium hosted
by the University of Bergamo, July 9-11, 2026:

e Tuesday, January 7, 2026, 12:00 CET

The deadline is unchangeable and therefore extensions can not be granted!

Formatting your short paper

Your short paper should comprise around 3,000 words, according to the following format:
e Font: 12 pt, Arial or Times New Roman

e Margin left/right: 2.5 cm

e Line spacing: 1.5

e Use APA style for your citations

Do not use capital letters in your paper's title, unless they are proper nouns (e.g. “London”,
“Thomas”), quoted titles, or if it is the first word after a colon or hyphen. For example: Mark
Twain’s “The Adventures of Huckleberry Finn”: Summary, analyses, and quotations. Do not write
your title in ALL CAPS.

Please state your name (and that of your co-author/s, if applicable) + affiliation + email at the
top of your short paper (because no [single/double blind] peer review).

Short papers should be submitted as a pdf or docx file. Please do not upload txt files!
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Steps prior to uploading your short paper
e Toupload a short paper, you must be a registered user on the EGOS website.

If you have never been an EGOS member, never uploaded a short paper for one of the
previous EGOS Colloquia, or never attended an EGOS Colloquium before, you need to
register on the EGOS website. Click here and follow the instructions. Once you have
an EGOS member number and password, please log in to the member area “"MyEGOS”
and follow the instructions for uploading your short paper listed below.

o If you are an active (or former) EGOS member, log in to “MyEGOS” using your email [or
your EGOS member number] and your password.

Uploading your short paper

You can only upload one short paper with your EGOS member number! If your short paper
is co-authored and you have already submitted a (single-authored) short paper to another sub-
theme, then your co-author (one of your co-authors, respectively) has to upload this co-
authored short paper by using their EGOS member number. Please note: You may only appear
as co-author in a maximum of TWO further short papers!

e Inthe MyEGOS section of the website, click on Submit your short paper.
e Fillin the form.
Do not use ALL CAPS for your paper title.

As the uploader, you are the main author. Add all co-authors (can also be added when
submitting your full paper).

Upload your paper as pdf or docx.

e Ifyouwantto re-upload you short paper because you submitted it to the wrong sub-theme
or have an updated version, you can do so until the deadline:

In MyEGOS, you will see Status: Edit your short paper
Click delete your short paper application.

Submit your short paper again.

If you have any further questions, please contact the EGOS Executive Secretariat.
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Artificial intelligence (Al) is rapidly transforming organizational ecosystems, including HR
ecosystems (Budhwar et al., 2023; Einola & Khoreva, 2023; Kelan, 2024). Organizational
ecosystems refer to networks of interdependent human actors, technologies, institutions,
and other entities that shape organizational practices and outcomes (Snell et al., 2023), while
HR ecosystems focus specifically on the interconnections underpinning human resource
management processes, e.g., talent acquisition, workforce development, and employee
engagement (Budhwar et al., 2023). Extending beyond traditional organizational boundaries,
they include interactions with external environments, including socio-economic systems,
regulatory frameworks, cultural norms, and ecological processes (Burke & Morley, 2023).
They are characterized by constant evolution as power relations, technological advancements
and institutional structures coalesce to influence organizational behaviour and impact (Malik
et al., 2023).
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As Al becomes increasingly central to these ecosystems (Einola & Khoreva, 2023), its
transformative potential brings both opportunities and challenges. While Al promises to
enhance productivity, innovation, and decision-making in organizations, its integration raises
profound concerns about perpetuating structural inequalities (Arora et al., 2023; Tambe et al.,
2019). The International Monetary Fund (IMF) warns that nearly 40% of jobs worldwide could
be disrupted by the rise of Al, with its effects expected to deepen inequalities. Developed
economies may see up to 60% of roles impacted, disproportionately affecting white-collar
workers, whose tasks are more susceptible to automation than manual labour roles (IMF,
2024a).

Thus, organizational ecosystems are not neutral; they are shaped by socio-historical contexts
and entrenched power dynamics that often reproduce inequities across intersecting
identities such as race/ethnicity, gender, class, and migration status (Amis et al., 2023;
Donnelly & Hughes, 2023). These inequities manifest in both visible and invisible forms of
discrimination (Bankins, 2021; Walkowiak, 2023). To address these complexities, we need not
only to apply existing theories but also to critically examine their limitations, which demands
a rethinking of how organizational ecosystems are understood, how power operates within
them, and how inclusivity can be reconceptualized in light of such entanglements.

Algorithmic biases embedded within organizational Al systems highlight the institutionalized
encoding and perpetuation of historical inequities in decision-making processes in
organizational/HR ecosystems (Snell et al., 2023). Automated hiring tools, for instance,
frequently disadvantage candidates with non-linear career trajectories - such as caregivers or
individuals recovering from iliness - by prioritizing traditional career patterns (Bankins, 2021;
Walkowiak, 2023). These tools are often designed to prioritize efficiency, yet they
inadvertently perpetuate biases in historical hiring data, thereby limiting workforce diversity
and inclusion (Noble, 2018). Joan Acker's (1990) theory of gendered organizations highlights
this structural embedding of inequality, but does not fully account for the non-human agents
- algorithms and data systems - that now mediate inclusion and exclusion. Participatory
approaches and perspectives (e.g., critical, feminist, actor-network theories), seeking to
include marginalized voices in Al system development, offer a promising challenge to these
entrenched inequities, though implementation remains inconsistent across organizations and
business sectors (Tambe et al., 2019).

The global distribution of Al adds another layer of complexity, exposing neo-colonial
dynamics. Nations in the Global North dominate Al research and reap significant economic
rewards, while the Global South faces systemic barriers - including insufficient digital
infrastructure and limited educational opportunities - that hinder their ability to participate
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equitably in Al-driven economies (IMF, 2024b). For example, the extraction of rare earth
minerals in Africa, critical for Al hardware, perpetuates labour exploitation and environmental
harm, while sustaining innovation cycles in wealthier nations (Arora et al., 2023; Zulfigar,
2023). These dynamics exacerbate global inequalities, as data and labour extracted from
resource-constrained regions sustain innovation and benefit organizations in wealthier
countries, without proportionate returns (Zulfigar, 2023).

Furthermore, the energy demands of training Al models disproportionately affect nations in
the Global South, already vulnerable to climate change (Budhwar et al., 2023). Socio-political
contexts amplify Al's organizational challenges, with populist narratives framing it as a threat
to “ordinary people” and fuelling fears of displacement (Radu, 2019; Vesa & Tienari, 2020).
These fears are not unfounded: automation could displace 60% of Bangladesh's garment jobs
by 2030, jeopardizing livelihoods, reinforcing populist rhetoric, intensifying anxieties, and
undermining trust in equitable workplace transformations (Radu, 2019). Institutional gaps,
such as inadequate reskilling initiatives and social protections, exacerbate these disparities,
further marginalizing vulnerable communities.

Theorists tackle Al's challenges in organizational ecosystems through distinct lenses. Neo-
institutionalists emphasize aligning technology with ethical goals like sustainable sourcing
and renewable energy (Voronov & Weber, 2020), while critical, feminist, and queer theorists
amplify marginalized voices (Bankins, 2021). These perspectives reveal how norms and
identities shape Al's impact but fail to address distributed agency - the interplay between
human and non-human actors and its critical role in shaping organizational outcomes.

Despite these challenges, studies have shown that Al offers significant transformative
potential when deployed ethically. Examples such as Al-powered learning platforms
improving education in rural India or diagnostic tools enhancing healthcare in South Africa
demonstrate its capacity for societal change (Fan & Qiang, 2024). Globally, Al-driven
productivity gains could boost GDP by 7% annually over the next decade, underscoring its
potential for economic growth if managed equitably (Goldman Sachs, 2023). Achieving such
positive outcomes requires reimagining organizational ecosystems through pluralistic
theoretical lenses that integrate human and non-human actors. It also requires organizations
to reimagine their business purpose as doing good for society (e.g., McPhail et al., 2024).

This sub-theme invites contributions that explore how organizations can navigate the
complex entanglements of Al, inequality, and sustainability. Scholars are encouraged to
interrogate how algorithmic biases and ecological impacts are co-produced, how
organizational strategies can balance innovation with ethical responsibility, and how the
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participatory design of Al can foster inclusion. Papers should aim to foster theoretical,
methodological and practical insights. While the list is not exhaustive, key questions papers
may address include:

e How can organizations mitigate algorithmic biases to ensure equitable outcomes for
diverse employee demographics?

» What strategies can bridge the Al readiness gap in low-income countries to enable
equitable participation in global economies?

e How do ecological and technological actors shape organizational inequalities, and how
can these dynamics be addressed?

e What theoretical frameworks best illuminate the entanglements of human and non-
human actors in Al-powered ecosystems?

e How can organizations align their Al strategies with ethical and environmental
sustainability?

e How do populist socio-political contexts influence organizational trust and Al integration,
particularly in polarised societies?

e What are the long-term socio-economic impacts of Al-driven job displacement, and how
can organizations address these through equitable workforce strategies?

e How can participatory design processes be implemented effectively to include
marginalized voices in Al system development?

» In what ways can organizations balance the ecological costs of Al innovation with global
commitments to climate action and equity?

o What role can interdisciplinary approaches play in advancing theoretical and practical
insights into the intersection of Al, inequality, and organizational practices?
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