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[bookmark: OLE_LINK12][bookmark: OLE_LINK6]Workplace inequality—whether in the form of gender and racial disparities or wage gaps between high- and low-skilled workers—remains a persistent challenge. However, recent years have seen progress in certain areas. For instance, women have made meaningful strides in some traditionally male-dominated occupations, and the college wage premium has plateaued after decades of growth. My research tries to understand how shifts in organizational design choices may contribute to reducing inequality in these areas—and when they make inequality worse. 

[bookmark: OLE_LINK83][bookmark: OLE_LINK13][bookmark: OLE_LINK56]A key focus of my research is how organizations design jobs. When we think about the future of work, it’s not just about shifting technology but also the evolving ways jobs are designed and the changing expectations of employees. For instance, my research examines how firms are increasingly granting frontline associates more autonomy and decision-making authority, how managers are expected to adopt a more collaborative rather than authoritative approach, and how many jobs now emphasize meaning and a prosocial mission. My findings show that while many of these design choices were intended to improve efficiency or attract talent, they have also had unintended consequences for inequality. In many cases, these changes have helped reduce wage gaps, gender inequality, and racial disparities.

As an organizational sociologist, I primarily use and assemble novel user-generated datasets, such as online job postings and LinkedIn profiles, to examine job design features across organizations and industries. Unlike traditional occupation statistics or firm surveys, these data sources capture variations across both organizations and occupations, providing a more nuanced understanding of work. I often integrate them with individual-level administrative datasets to analyze how job-level attributes influence important employee outcomes. I also frequently incorporate qualitative interviews, field experiments, and increasingly, computational models to enrich my findings.

[bookmark: OLE_LINK22][bookmark: OLE_LINK80][bookmark: OLE_LINK18][bookmark: OLE_LINK26][bookmark: OLE_LINK15][bookmark: OLE_LINK23]My interest in inequality comes from my personal experiences. Both of my late parents were sociologists, so terms like inequality and stratification were common topics at the dinner table while I was growing up in China. But it wasn’t until my family immigrated to the Southside of Chicago that I began to feel their importance. Attending an inner-city public high school there was a stark contrast to the privileged world I later encountered as an undergraduate at Stanford. These experiences sparked my curiosity about inequality and motivated me to pursue a PhD in sociology. During my PhD, my first research project on workplace disparities made me realize that organizations don’t just reflect inequality—they actively shape it. That insight has guided my research moving forward.

[bookmark: OLE_LINK24]In the reminder of this statement, I discuss my research on job design and how it has an impact often unintended on reducing inequality. Granting frontline workers more autonomy and learning opportunities can improve their earnings and reduce wage inequality; expecting managers to be more collaborative rather than authoritative has enabled more women to enter middle management; emphasizing prosocial meaning in jobs often attracts college-educated candidates willing to accept lower pay, inadvertently narrowing the college wage premium. Moving above job-level attributes, I also examine how common organizational practices, such as post-acquisition restructuring, can create workplace opportunities that benefit women and racial minorities, helping to reduce racial and gender disparities.

[bookmark: OLE_LINK77][bookmark: OLE_LINK43][bookmark: OLE_LINK52]However, not all shifts in job design reduce inequality. I find that some may unintentionally exacerbate it. For instance, while giving frontline workers more autonomy and developmental opportunities and encouraging managers to be collaborative may all improve working conditions, these opportunities are often unequally distributed across racial groups. I also explore how remote work can lead to higher hiring requirements and expectations, potentially disadvantaging lower-skilled workers. 

[bookmark: OLE_LINK50]While much of the sociological literature on inequality focuses on processes that perpetuate or exacerbate inequality, these theories are less effective in explaining why inequality has declined in certain areas. Improvements in workplace equality are often attributed to practices explicitly designed to address it, such as affirmative action plans. However, my work shows that many modern organizational changes in job design—such as granting workers greater autonomy, fostering collaboration among managers, delivering prosocial meaning, and periodic restructuring—can unintentionally reduce workplace inequality under the right conditions.

[bookmark: OLE_LINK131]For practitioners, these findings highlight how certain organizational practices can advance both organizational performance and workplace equity. For example, granting frontline service workers more autonomy and developmental opportunities is often aimed at improving motivation and productivity, but it can also enhance their career prospects and long-term wage growth. Similarly, encouraging managers to adopt a more collaborative approach rather than being overly assertive is designed to strengthen workplace cohesion and productivity, but these practices may also reduce the stereotype incongruity women encounter when taking on managerial roles. Recognizing the broader inequality implications of these practices, policymakers and organizational leaders could align efforts to support and expand such initiatives within organizations so that both performance and equality benefit.

In the pages that follow, I summarize my program of research and key articles, followed by an overview of my teaching, course development, and service. I conclude the statement by outlining my future research plans. 

[bookmark: OLE_LINK249][bookmark: OLE_LINK250]JOB DESIGN AND INEQUALITY
I examine how evolving job design and workplace practices influence inequality across education, race, and gender. This includes changing expectations around job roles, the meaning of work, and the rise of remote work.

[bookmark: OLE_LINK20][bookmark: OLE_LINK34][bookmark: OLE_LINK7][bookmark: OLE_LINK69]Job Autonomy and Task Complexity
A rising trend in frontline jobs may help explain a puzzling but welcome decline in US wage inequality. Walmart’s frontline associates used to have highly specialized tasks, limited autonomy, and close supervision. About a decade ago, Walmart introduced a system called teaming, which gave associates more autonomy and decision-making power to manage their area as a “store within a store.” The company also created developmental opportunities, including Walmart Academies to teach best practices and on-the-job skill-building for associates. Alongside these changes, Walmart significantly increased wages and benefits for frontline associates, with many seeing up to a 50 percent increase.

[bookmark: OLE_LINK53]Labor sociologists have long been interested in wage inequality in the US. While wage inequality increased rapidly since the 1980s, this trend has plateaued over the past decade. This plateau is surprising because many factors driving inequality since the 1980s remain present. My coauthors, D. Nelson and N. Wilmers, and I investigated whether the increase in job autonomy and task complexity for frontline workers may help explain this recent decline in wage inequality.

In “Work Organization and High-Paying Jobs,” currently under revise and resubmit at American Journal of Sociology, we test this idea by matching the near-universe of U.S. job postings from 2007 to 2023 with labor market-wide administrative records from the Longitudinal Employer-Household Dynamics (LEHD), which provide detailed information on workers’ earnings. This approach allows us to examine the relationship between job design choices—such as job autonomy and task complexity—and worker outcomes at a granular occupation-firm level, while still achieving generalizability across occupations and industries.

Analyzing data from over 23,000 employers and half a million frontline workers, we find that blue-collar and service workers who are given more autonomy and assigned more complex tasks earn significantly higher wages. These role shifts account for a substantial portion of the recent wage growth among low-skilled workers. For example, a one-standard-deviation increase in job autonomy and task complexity is associated with a 7.5 percent increase in workers' starting wages, even after controlling for local labor market dynamics and human capital characteristics. This effect is particularly pronounced in non-managerial and frontline jobs, where introducing more complex tasks and granting greater autonomy can lead to wage increases of up to 11 percent. Over the study period from 2007 to 2023, these shifts in job autonomy and task complexity explain approximately 20–25 percent of the observed wage growth for low-skilled workers in the sample. This research shows how job design features can not only enhance productivity and innovation but also improve pay equity and economic mobility for frontline workers.

Collaborative Managerial Expectations
[bookmark: OLE_LINK47]The shifting role expectations of workers toward greater autonomy and complex tasks require a rethinking of how we conceptualize the role of managers. In my article, “The Changing Role of Managers,” published in American Journal of Sociology in 2023, I examine how these expectations have evolved over the past few decades. Managers are no longer primarily tasked with supervising; instead, they are increasingly expected to act as collaborators. Their roles have shifted from monitoring employees to developing talent, coordinating efforts, and providing support. Drawing on a broad dataset that includes millions of job postings, employee reviews, resumes, and historical newspapers, I find that employers increasingly emphasize collaborative skills over supervisory skills in managerial roles. These trends are evident across most industries, with particularly strong patterns in innovation-focused organizations. This study highlights the changing nature of managerial work, with today’s managers performing tasks that differ significantly from their counterparts a decade ago.

[bookmark: OLE_LINK79]A shift in managerial role expectations may help explain gender gaps in middle management. While women have entered middle management in greater numbers in recent decades, prior research primarily attributes this progress to organizational diversity efforts. In our paper, “Explaining the Rise of Women Managers” (currently under revise and resubmit at Strategic Management Journal), we argue that changing expectations for managers may also play a critical role. Traditionally, managerial roles expected dominance and assertiveness, which clashed with stereotypes of women as cooperative and nurturing. This mismatch created barriers to advancement. As managerial expectations have shifted toward collaboration, these barriers may have lessened, allowing more women to enter management roles.

Empirically, we matched over 10 million job postings with annual administrative data from 15,000 firms in the Equal Employment Opportunity (EEO-1) database. Our analysis shows that firms emphasizing collaborative managerial traits are significantly more likely to have increased women representation in middle management. Specifically, firms where all managerial job postings included collaborative expectations had a nine percent higher proportion of women managers compared to firms where none of the postings emphasized collaboration. Even when controlling for firm size, workforce composition, and other demographic characteristics, the difference remains significant, with collaborative managerial expectations accounting for a 7–14 percent increase in women managers during the study period. These findings suggest that shifting managerial roles may help increase women’s representation in middle management.
[bookmark: OLE_LINK92]
[bookmark: OLE_LINK37][bookmark: OLE_LINK39]Prosocial Meaning on the Job
Employers are increasingly incorporating prosocial meaning into jobs, beyond just the functional tasks to be performed, even in roles not traditionally considered to require a connection to larger social purpose in order to attract talent. For example, financial analyst positions are advertised as contributing to sustainable investments; technology companies frame roles like software engineering around solving critical social issue; and retail companies highlight the community-oriented aspects of their operations. In “Values and Inequality: How Prosocial Pay Discounts Offset the College Pay Premium” (coauthored with N. Wilmers, American Sociological Review, 2022), we explore how prosocial job framing appeals to college-educated workers, who are often willing to accept lower pay in exchange for roles that align with their values. Drawing on data from nine million job postings and using a mixed-methods approach—including experiments, survey responses, and resume studies—we demonstrate that employers’ use of prosocial messaging reduces wage inequality by narrowing the college wage premium. Specifically, we find that prosocial job postings for roles requiring a college degree are associated with lower pay than similar roles without prosocial framing, while no such difference exists for roles not requiring a degree. This dynamic reduces the aggregate college wage premium by approximately 5 percent, as more college-educated workers opt for prosocially meaningful but lower-paying positions. Incorporating prosocial meaning into jobs is primarily intended to attract and motivate talent, but it also inadvertently reduces the college wage premium at a macro level.

Social Interaction on the Job
Another key dimension of evolving job design is the nature and frequency of social interactions. Increasingly, both managers and workers engage in higher levels of social interaction. This trend may help reduce racial inequality by fostering more inter-group contact, which, as Allport’s Contact Hypothesis suggests, can reduce racial bias under the right conditions.

In “A Fair Game? Racial Bias between NBA Coaches and Players,” published in Administrative Science Quarterly in 2017, I examined this hypothesis in the context of professional sports. Analyzing data from 2,360 NBA players and 163 coaches between 1950 and 2000, I found that players consistently received more playing time under same-race coaches, even with similar performance levels. However, as the duration of interaction between a coach and player increased, this racial bias diminished, disappearing entirely after three years of collaboration. Interestingly, when the same coach interacted with new players, the initial level of racial bias reappeared. This finding refines Allport’s hypothesis, suggesting that repeated interaction reduces bias toward specific individuals but does not generalize to out-group members as a whole. Applied to organizational settings, these findings imply that fostering regular, meaningful interaction between managers and employees—through team-based projects or mentorship programs—could help reduce racial bias by facilitating individualization. While this study does not directly measure job design and inequality, they suggest that certain job design features—such as increasing manager-worker interaction and leveraging performance incentives—may help reduce racial disparities in organizations.

Restructuring
In addition to job design features, many common organizational-level processes can also unintentionally help reduce workplace inequality. Mergers and acquisitions (M&As) are a particularly common organizational process that few would associate with reducing racial and gender inequality. In “Shaking Things Up: Disruptive Events and Inequality” (American Journal of Sociology, 2021), I suggest that post-acquisition restructurings can disrupt organizational inertia, breaking down entrenched hierarchies and long-standing routines that reinforce racial and gender gaps. Drawing on establishment-level data from 37,343 U.S. acquisitions between 1971 and 2015, alongside qualitative interviews with senior executives, I find that post-acquisition restructuring leads to a significant increase in the representation of women and racial minorities in management, as well as a reduction in occupational segregation.

These gains are particularly pronounced when acquiring firms have stronger diversity practices and when acquired workplaces had greater inequality pre-acquisition. For example, after being acquired, an establishment with poor pre-existing diversity records saw a 14.9 percent increase in racial minority managers and a 4.2 percent increase in women managers. Based on our qualitative evidence, the mechanisms driving these changes include the removal of entrenched employees, greater scrutiny during restructuring processes, and the introduction of standardized and transparent HR practices. Notably, while restructuring reduces many lower-skilled jobs, it creates opportunities for women and racial minority candidates to advance into management roles. This study underscores how organizational restructuring—though not explicitly designed to address inequality—can serve as a pivotal moment for reducing racial and gender gaps.
[bookmark: OLE_LINK108]
[bookmark: OLE_LINK51][bookmark: OLE_LINK266][bookmark: OLE_LINK35][bookmark: OLE_LINK11]Job Qualities
Although my research reveals the often-overlooked ways in which organizational practices and processes—intended to improve management of the firm and organizational performance—may reduce inequality, organizational practices and job design choices could also unintentionally increase inequality. In two projects, I show how job qualities and remote work contribute to inequality. 

[bookmark: OLE_LINK58]The trends discussed above, such as giving workers more autonomy, providing learning opportunities, and asking managers to be more collaborative rather than dominant, reflect a broader improvement in job quality across many industries. However, these improvements could have important implications for inequality if they are distributed unevenly. In "Racial Inequality in Work Environments," published in American Sociological Review in 2023, I show that the distribution of such job quality varies significantly across racial groups. Black workers are far more likely than White workers to be employed in firms that emphasize supervision and limit worker autonomy. Using a unique dataset combining employee reviews from platforms like Indeed and Glassdoor with employee-level administrative data, I find that Black workers are disproportionately concentrated in firms that underscore managerial supervision and have lower-rated firm culture and poorer work-life balance. These disparities persist even after controlling for geography, occupation, and industry, suggesting that much of the inequality stems from sorting processes that direct Black workers to less favorable firms. Further analyses reveal that these disparities are exacerbated in regions with more conservative racial attitudes and higher levels of reported workplace discrimination, pointing to demand-side exclusionary practices as a significant driver of this gap. This study underscores how racial inequality extends beyond wage and occupational attainment to encompass less tangible but equally critical dimensions of job characteristics. Conceptualizing differing job design and job quality as a form of inequality introduces an essential, yet largely overlooked, dimension of workplace racial disparity. As this study shows, shifting role expectations—such as greater job autonomy and more collaborative managerial roles—can reduce the college wage premium and gender gap, but these changes are less common in firms employing Black workers, leading to a racially uneven decline in inequality.

[bookmark: OLE_LINK45][bookmark: OLE_LINK1]Remote Work
Remote work represents an extreme form of job autonomy. Advances in telecommunication technologies, coupled with the rapid shift to remote work during the COVID-19 pandemic, have highlighted its significance in job design. In "Remote Work and Skill Inequality: Large-Scale Cross-Country Evidence" (coauthored with S. Wang and Z. Liao, currently under revise and resubmit at Administrative Science Quarterly), we explore the implications of remote work for inequality. Our study demonstrates that remote work reshapes hiring practices by limiting face-to-face interaction and synchronous communication, which makes on-the-job training and support more difficult. At the same time, remote work broadens the labor pool, allowing employers to recruit from much wider geographic areas. These shifts drive employers to seek more skilled applicants, contributing to skill-biased inequality.

Analyzing over 50 million job postings from 28 European countries between 2018 and 2021, we find that remote positions have significantly higher skill requirements, including a 30 percent increase in the number of required skills and additional work experience. These findings are robust across models with strict fixed effects and an instrumental variable approach. We also conducted qualitative interviews and an online experiment, which reveal that remote work encourages employers to favor candidates with pre-existing skills, as providing on-the-job training in remote settings is significantly more challenging. Furthermore, remote jobs often attract a much larger pool of candidates, enabling employers to elevate hiring standards to manage application volume. Further analyses show that the elevated skill requirements for remote positions are most pronounced in occupations requiring intensive on-the-job training, where challenges related to mentoring, supervision, and the transfer of tacit knowledge are greatest. By increasing skill demands, remote work risks widening skill-biased inequality, as it could disadvantage workers with limited access to education and training opportunities. 

DATASET CONTRIBUTION
[bookmark: OLE_LINK91]Early in my PhD program, I wanted study organizational inequality but struggled to access detailed organizational data. I ended up writing my dissertation using publicly available data from the NBA. It was only years later, after gaining access to administrative data on organizations, that I began to systematically study a broader range of organizations.

[bookmark: OLE_LINK40][bookmark: OLE_LINK38]Recognizing the importance of accessible data, I have recently been collaborating with two of my students to curate and publicly share a new database on workforce diversity. Studies on firm diversity and inequality often depend on datasets like the LEHD database or the EEO-1 database. While these datasets provide valuable insights into employers’ and workers’ demographics, access requires government approval, extensive paperwork, and long wait times. To improve accessibility, we recently developed an open database that captures the composition of different racial and gender groups at the organization-occupation-year level for over 20 million U.S. organizations. Using publicly available LinkedIn profiles, we estimated gender and Hispanic or Asian origin from names and identified White and Black individuals with computer vision applied to photos. We hope this new dataset will support scholars and students in studying race and gender dynamics in organizations.

Besides curating datasets, I also create new datasets to answer less conventional research questions. In "The Fragility of Artists’ Reputations from 1795 to 2020," published in Proceedings of the National Academy of Sciences, my coauthors and I digitized two centuries of historical newspapers, constructing a corpus of 32 billion words from 20 widely circulated newspapers in the United States. Using this corpus, we developed word embedding models for five-year intervals to analyze how media discourse over time conceptualizes key ideas and tracks reputational shifts. These models enabled us to study the reputations of over 3,300 artists—including painters, architects, composers, musicians, and writers—spanning 225 years. 

Our findings challenge the popular belief that artists’ reputations endure or improve after death. We show that most artists’ reputations peak just before their death and decline significantly afterward, losing nearly one standard deviation every century. Interestingly, this decline is steepest for artists who had the highest reputations during their lifetime. Two primary mechanisms—reduced visibility in media and shifting public tastes—explain much of this decline. For example, as aesthetic preferences evolve, an artist’s primary genre may fall out of favor, contributing to their diminished reputation. This work not only underscores the fragility of artistic reputations but also demonstrates the power of natural language processing and historical datasets to quantify shifts in collective memory over extended periods. 

[bookmark: OLE_LINK81][bookmark: OLE_LINK85][bookmark: OLE_LINK54]NEXT STEP
I am currently building on my current research agenda on job design and inequality while expanding in two key areas: examining performance-related outcomes and investigating the factors that drive organizations’ job design choices. My research will focus on two key questions: (1) How do different job design choices impact both firm performance and workplace inequality? and (2) What drives organizations to adopt certain job design choices over others? 

Performance-related Outcomes
First, while my past research primarily focuses on inequality outcomes, understanding how the same organizational processes and job design features affect performance and innovation is equally important. For organizational leaders, assessing the broader impact of these choices can help them make more informed decisions that balance efficiency and equity. Some job design choices may enhance both performance and equality, while others may improve one at the expense of the other—or even undermine both. A comprehensive understanding of these trade-offs is essential to guiding organizations toward optimal design choices that align with their goals.

In this vein, I am developing several papers on how job design choices—such as granting workers greater autonomy and career opportunities—affect productivity and innovation. One early example of this work is "The Value of Internal Career Ladders," coauthored with S. Wang and forthcoming at American Journal of Sociology, we explore how internal hiring ladders can enhance the productivity and innovation of patent inventors. Drawing on a novel dataset that combines LinkedIn profiles and U.S. Patent and Trademark Office records, we calculated internal and external hiring rates for each firm-occupation-year by aggregating career histories from millions of LinkedIn users. After validating this measure, we matched the data with inventors’ patent records, which enable us to assess their productivity and innovation outputs under varying levels of internal career ladders. Our analysis shows that inventors exhibit heightened productivity and generate more novel and original ideas when their firms offer greater internal promotion opportunities. Specifically, a one-standard-deviation increase in internal promotion rates is associated with a 10.2 percent increase in adjusted three-year patent citation counts, reflecting both higher quantity and quality of innovation. Notably, this effect is most pronounced for early- and mid-career inventors but diminishes for those nearing the end of their careers, for whom internal promotion prospects are less relevant. These findings suggest that a job’s future career prospect has important impact on workers’ productivity and innovation. 

[bookmark: OLE_LINK25][bookmark: OLE_LINK3][bookmark: OLE_LINK64]What Shapes Job Design? 
I also plan to explore how broader social forces—such as societal norms and formal institutions—shape firms’ job design choices. I have often found it puzzling that firms facing similar external environments can adopt vastly different job design choices. Using large-scale job posting data, administrative records, and global survey data, I want to develop a more systematic framework for understanding how firms design jobs, why these choices vary, and how they influence both inequality and economic outcomes.

Existing theories do not fully explain variations in job and organizational design. For instance, neo-institutional theory suggests that firms conform to prevailing norms to gain legitimacy, sometimes decoupling formal policies from everyday practices. However, this perspective does not fully explain why firms within the same institutional environment adopt substantively different job design choices rather than simply engaging in symbolic compliance. Similarly, resource dependence theory emphasizes how external constraints—such as access to capital, labor markets, and regulatory pressures—shape organizational behavior. Yet, it does not adequately account for why firms operating under similar resource conditions make divergent job design decisions. My hunch is that many of these differences stem from managers’ culturally ingrained assumptions about ideal work structures and employee behavior, shaped by broader cultural and institutional forces. By examining how these forces interact with firms’ strategic considerations, my research aims to offer a more nuanced understanding of job design as both a social and economic phenomenon.

To this end, I have some papers exploring dynamics in this direction. For instance, one of my earlier papers demonstrates how formal institutions can impact societal norms, which in turn shape workplace inequality. In "Regulatory Spillover and Racial Inequality," published in Administrative Science Quarterly in 2022, I examine how state-level affirmative action bans, which legally apply only to the public sector, exert normative influence on private-sector firms, leading to slower growth in the representation of Black managers.

Using data from 11,311 firms and 34,353 establishments across the U.S. from 1985 to 2015, I employ a difference-in-differences approach to measure the impact of the bans. My identification strategy matches establishments in the same county and industry with similar characteristics but headquartered in different states, leveraging the staggered implementation of the bans. The results show that, following the adoption of an affirmative action ban in the headquarters state, private-sector firms experience a 50 percent slowdown in the growth rate of Black managers. For instance, over a 10-year period, the proportion of Black managers in these firms increased by only 0.8 percentage points, compared to 1.95 percentage points in similar firms headquartered in states without a ban. Interestingly, firms led by politically conservative CEOs experience an even greater reduction, while firms under federal contracts, which remain subject to affirmative action requirements, do not exhibit the same pattern. These findings suggest that executives’ personal preferences and regulatory obligations can mitigate the bans' normative influence. This study highlights how formal institutional changes, even those without direct legal jurisdiction, can shape societal norms and influence organizational behavior.

[bookmark: OLE_LINK100][bookmark: OLE_LINK86][bookmark: OLE_LINK4][bookmark: OLE_LINK27]In another project, “Trusting Talent: Cross-Country Differences in Hiring,” published in Administrative Science Quarterly in 2024, my coauthor S. Wang and I explore how a society’s generalized trust level influences employers’ human capital investment and hiring expectations. We argue that higher-trust societies encourage employers to emphasize workers’ potential and invest in their long-term growth. In contrast, lower-trust societies drive employers to prioritize job-ready candidates, reflecting a transactional view of the employer-employee relationship. To test this, we examined 50 million job postings from 28 EU countries and used country-to-country bilateral trust levels to predict hiring preferences of multinational firms. We find that higher trust levels are associated with significantly greater investment in human capital. For example, employers in high-trust contexts are more likely to prefer individuals’ foundational skills and potential, while those in low-trust contexts prioritize candidates with immediate job-specific skills. Additionally, workers in high-trust contexts tend to stay longer with the same employer and receive more employer-funded training. This study underscores the role of societal norms—such as generalized trust—in shaping firms' employee expectations and their willingness to invest in employees. 

Besides culture and norms, my coauthor and I are also investigating how interorganizational networks shape firms’ design choices. We are constructing a large-scale U.S. inter-firm network from 1900 to the present by linking director rosters, historical financials and annual reports, and “hidden” social ties such as elite club memberships. This dataset will allow us to trace how social capital—who knows whom, who sits with whom, and where influence flows—affects decisions about job structure, promotion systems, and investment in workers. By integrating these network measures with the cultural and institutional forces examined above, we aim to explain not only why organizations converge on certain design features but also when they diverge, and with what consequences for both inequality and performance.

[bookmark: OLE_LINK61][bookmark: OLE_LINK89][bookmark: OLE_LINK93]TEACHING AND COURSE DEVELOPMENT
[bookmark: OLE_LINK94][bookmark: OLE_LINK95]During my time at HBS, I taught the core leadership first year MBA students. My average rating over the years was 6.4 out of 7—well above the school average—and I was subsequently invited to teach in several executive programs.

At Kellogg, I’m excited to revive “Leading at Scale: Power, Design, and Influence in Organizations” (MORS-453). I’ve finished rebuilding the course and syllabus—complete with new cases and hands-on exercises—and I’m looking forward to teaching two sections this winter. 

I developed several teaching cases at Harvard Business School to bring organizational examples into the classroom that complement my research findings. These cases center on work arrangements, job design, and workplace inequality, highlighting both the benefits and risks of granting employees greater autonomy and developmental opportunities. My goal is to help students rigorously assess trade-offs in organizational design and their consequences.

One example is “Growing Pains at Coohom,” coauthored with T. Mayo. The case examines a Chinese software company that minimizes hierarchy by encouraging employee nicknames and using a skip-level promotion system, thereby granting substantial autonomy and decision authority. Sustaining these choices requires a strong, distinctive culture—and creates challenges, from integrating mid-career hires to managing client interactions. The case can be used to teach organizational design, human capital management, and scaling, and it has been part of the LEAD curriculum since 2021 as well as multiple executive programs.

In a second case, “Trust and Family at Fuwei: A Confucian Approach to Organizational Design,” my coauthors and I examine a Chinese advertising and marketing firm that embeds human capital development in its job and organizational design. Unlike Coohom’s Silicon Valley–inspired culture, Fuwei centers traditional Confucian values—treating employees like family and offering generous benefits. A distinctive practice is providing sizable annual cash bonuses to employees’ parents as part of a filial-piety program. The case is suitable for teaching organizational design, human capital management, and cross-country differences.

[bookmark: OLE_LINK19]A third case, “Christina Bwana: Cultural Transformation at Ubongo,” examines organizational design and intergroup dynamics at Ubongo, a Tanzanian producer of educational entertainment. The firm prizes creativity, bottom-up feedback, and continuous learning, yet these design choices create new strains: to open up promotion opportunities, Ubongo added layers of management—at times leaving managers with a single direct report—and latent tensions have emerged among local Tanzanians, local Kenyans, and Western-educated staff. We use this case to surface trade-offs in organizational design and to teach how to lead and integrate a diverse workforce.

Finally, I coauthored a technical teaching note with A. Feldberg and T. Mayo, “A Framework for Understanding Racial Disadvantage within Organizations,” which synthesizes research across the social sciences for an MBA audience. The note distills the primary mechanisms behind workplace racial inequality and offers practical steps organizations can take to address it. It has been included in HBS’s core curriculum as optional reading since 2021.

SERVICE
I very much enjoy mentoring doctoral students. At HBS, I served as primary advisor to Yoon Jae Shin, now a third-year PhD student, and I continue to mentor him closely after my move to Kellogg. I also serve on dissertation committees at Harvard and other institutions. Beyond PhD students, I have mentored many pre-doctoral students and introduced them to social science research. Over the years, I have recommended more than 20 students to PhD programs, and most are thriving in their doctoral studies.

My service to the field has primarily involved reviewing for journals. Over the years, I have reviewed for many journals in our field, including Administrative Science Quarterly, American Journal of Sociology, American Sociological Review, Organization Science, Management Science, Strategic Management Journal, and PNAS. Currently, I serve as a consulting editor for the American Journal of Sociology and am a board member of Organization Science.

Finally, I have also been involved in nonprofit work. Due to my own debilitating eye condition, I am particularly aware of the challenges faced by employees with disabilities and am committed to supporting them. In recent years, I have been providing financial support and career advice to several blind and nearly blind workers in my hometown in China.

CONCLUSION
Reflecting on my path, I’m grateful to do work I care about. The opportunities I’ve had—in research, in the classroom, and through collaborations with exceptional colleagues and students—have shaped my perspective and my career. Looking ahead, I’m excited to deepen my research on organizations and inequality while continuing to teach and mentor the next generation of organizational leaders.
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