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Abstract

This research examines strategies for leadership in the adoption of Al within multigenerational working
environments in China. Given the challenge presented by different generations in technology acceptance, a
qualitative multiple-case study method has been adopted for this research work in order to examine how
leadership, organizational culture, and trust influence the development of Al acceptance in two organizations:
one in manufacturing and one in financial services. These show sharp generational divides, with younger workers
embracing Al while older generations are more resistant, given fears about job security and technological
complexity. Some successful strategies of leadership for dealing with such gaps included customized training,
transparent communication, and intergenerational mentoring programs. The study points to adaptive and
transformational leadership, organizational trust, and ethical concerns as important features that shape Al
integration. Practical recommendations include proactive planning, personalized support, and fostering
collaboration. This research contributes to understanding leadership in technology-driven contexts, offering
insights for creating inclusive, Al-ready workplaces.
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I.  Introduction
Background of the Study

The increasing adoption of the artificial intelligence (Al) systems has impacted workplaces in every part
of the globe, including China. As a pioneer in Al research and implementation, China has witnessed unique
introduction and incorporation of Al in various sectors, including manufacturing and finance (Ding, 2018; Liu et
al., 2020; Lundvall & Rikap, 2022). Despite the benefits of incorporating Al into organizations, various challenges
have emerged (Ali et al., 2021). One such challenge is tensions between employees and organizational leadership
teams because of perceived attitude toward Al (Dwivedi et al., 2021). This challenge is common in fields with
workers from different generations, as generational viewpoints define how Al is embraced and implemented.

Studies by Feldstein (2019), Lauterbach (2019), and Roberts et al. (2023) confirm that in Chinese
organizations there are both proposers and opponents of Al integration. These two opposing groups differ in terms
of cultural, educational, and experiential differences (Liu et al., 2020). The younger generation of people who
have adopted the idea of a connected world easily accept Al as the advancement of technological production
(Bughin et al., 2017; Makridakis, 2017). They view it as a means of creating, automating, and selling in the global
environment. Conversely, older generations, often less exposed to the hi-tech devices and innovations of today’s
world, approach Al with suspicion and fear because of its potential threat to conventional working rhythms and
employment (Milkus, 2024). This difference calls for the need to have organizational leadership that
properly understands and manages the various generational relations.

The challenges for leadership in technologically enabled contexts are increasing. This implies that
conventional leadership approaches cannot explain the more nuanced requirements of technology adoption (Torre
& Sarti, 2020). Today, leaders have to be on the lookout for topics related to Al and organizational culture because
employees of any company may belong to any generation and may not necessarily be technologically savvy (De
Cremer, 2024). As such, the need to manage and oversee adoption of artificial intelligence in organizations is
quickly becoming an important requirement in the contemporary market place.

Problem Statement

The adoption of Al in Chinese organizations has brought about a major leadership challenge: the tension
between the easy converts and the laggards (Margetts & Dunleavy, 2024). This tension is not only technological
but essentially human, rooted in generational gaps, cultural values, and disparate levels of technological literacy
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(Clifford & Logan, 2024). Traditional models of leadership often lack the flexibility to cope with these tensions,
leading to workplace conflict and reduced organizational performance.

One of the most important dilemmas is the mismatch between conventional approaches to leadership
and what is required within Al-adaptive environments. While organizations are stable and predictable, these
leaders experience challenges while working in organizations that are unpredictable and constantly evolving
owing to technological advancements (Schoemaker et al., 2018). The use of Al has also caused conflicts between
people who are pro Al and those who are against it. For instance, some employees may avoid its use due to
inabilities in matters concerning the technology while others may fear job loss or reduction in their profession
value (Clifford & Logan, 2024). These are the challenges that need adaptable yet cordial and accommodating
leadership approaches.

This means that doing away with clear strategies for managing relationship conflicts that are prone to
arise in Al will be detrimental to the harmony and productivity of an organization (Asatiani et al., 2021). When
these are left unresolved, such conflicts can snowball into cases of employee demotivation, turnover, and
underachievement from the use of Artificial Intelligence. Thus, there is the need to identify how leadership can
mediate generation gaps and create trust to enhance a common purpose for adopting Al.

Research Aim and Objectives

The primary purpose of this study is to identify approaches for managing the conflict between the leaders
of Al adopters and non-adopters in organizations where technology plays a critical role in China. This study will
specifically focus on the issues arising from conflicts involving Artificial Intelligence and then try to capture the
best ways through which leaders can manage these issues and get the best outcome in the complexities staffs
when it comes to the acceptance of Al

Objectives of the study

1. Identify specific issues arising from conflicts involving Al in organizations with intergeneration employment.

2. Identify recommendations that may help in narrowing the gap regarding Al acceptance between the first group
and the second one.

3. Define the measures to improve organizational culture in regard to Al integration which have to avoid bias and
involve everyone.

Significance of the Study

This study holds paramount theoretical and practical importance. Theoretically, this research will
contribute to further understanding the concept of leadership in Al acceptance. Although much literature has been
carried out on technology acceptance models and leadership theories, how these two domains interact is relatively
unaddressed. Therefore, this study seeks to fill this gap and provide a foundation for future research in this area
by examining how leadership can influence Al acceptance in diverse workplaces.

In practice, the results are expected to be useful for those Chinese organizations facing challenges arising
from AI. As Al innovation continues to emanate from China, the success of organizations is not only dependent
on technological advances but also on how to manage the human side of Al integration. The research is intended
to provide leaders with actionable recommendations that will influence the cultivation of acceptance and
resolution of conflicts to resiliently build future-ready organizations.

The study also addresses the wider implications of Al for workplace culture. Usually, the integration of
Al requires a certain transformation in organizational values, norms, and practices. This transformation is done
with the help of leaders, because they influence this process to ensure that it is useful for the company’s business
strategy and beneficial for people. Thus, highlighting leadership’s function in cultural change, this study extends
the knowledge of Al application in organizational contexts.

II.  Literature Review
Theoretical Framework

The theoretical underpinning of this study will be based on two important areas: leadership theories and
the models of technology uptake. Both are vital in defining dynamics of leadership in organizations where
technology, especially artificial intelligence, plays a crucial role.

Leadership theories for management have undoubtedly evolved over the years from simple transactional
and transformational leadership to other complex forms including the adaptive and servant leadership (Gandolfi
et al., 2017; Hoch, 2018). Compared to transactional leadership that focuses on structure and organizational
rewards and punishments while legitimizing the reward, transformational leadership focuses on vision, appeals
to motives, and encourages heresy, getting people to generate new ideas that take them beyond expectations (Ma
& Jiang, 2018). In the context of the Al workplace, transformational leadership gives a much-required perspective
on how leaders motivate people to transform and adapt in incorporating innovation technology.
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Adaptive leadership is one of the most important frameworks in regard to Al adoption. Adaptive
leadership was developed by Heifetz and colleagues to include an emphasis on the capacity to confront technical
work and adaptive work for understanding the technical challenges and the fast-changing environment (Raei &
Rasmussen, 2021). Technical issues are those that can be fixed by applying known technical solution, and
adaptive issues are those that are resolved when people or the organization has to change their beliefs or behave
differently (Kirton, 2004). Al adoption presents both types of challenges: the technical skill that is required in
order to learn about this system of Al and to incorporate it into the organization; and the adaptive challenge, which
is the apprehension factor of employees collectively, their reluctance and eventual notion of becoming jobless
(Ghamghami, 2024). Adaptive leadership is therefore necessary to close the Al adoption divide between early
and late adopting organizations, engaging leaders to initiate conversations, cultivate trust, and learning together
in order to change the organization.

Other helpful meta theories for understanding the flow of Al implementation are technology acceptance
models (TAMs) that were initiated by Davis in 1989 (Davis et al., 1989). TAMs postulate that two important
factors contribute to technology adoption: as suggested by Davis et al. (1989), which are perceived usefulness
and perceived ease of use. All the aforementioned aspects determine a given individuals attitude towards the
technology and the likelihood of embracing the technology. Le et al., (2010) argue that, for examples, while
younger employees may understand more about technology and look at Al as convenient and easy to use ( Davis
etal., 1989). Some workers might feel threatened by Al or maybe don’t really need it and so they end up becoming
its enemy.

TAM was later complemented by UTAUT to explore the effects of facilitating conditions, social
influence, and performance expectancy on technology uptake (Dwivedi et al., 2019). Such factors explain why
leadership is crucial to create the environment for the society to be ready to embrace Al. From this perspective,
they have to ensure that people get what is required for embracing Al technologies in terms of resources and
training (Dwivedi et al., 2019). They also have to take into account social aspect, they have to create an
environment where Al will bring people together rather than make them split.

Generational Leadership

Generational leadership discusses the approach adopted by the leaders in creating a balance between the
physical, mental and work characteristics of the various generations within the workforce. These differences are
often amplified in technologically advanced organizations and particularly when implementing A.I. Workforce
diversity has become increasingly diverse across the generation in today’s organizations where people from baby
boomers, generation X, Y or the millennials and the generation Z are found. The each of these generations has its
own background experience that defines its attitude towards the technology and innovations.

Baby Boomers, born between 1946 and 1964, are generally characterized by a strong work ethic, loyalty
to employers, and face-to-face communication (Kalashnyk, 2023). Though they are mostly open to learning new
skills, they may struggle with the fast pace of technological change. They view Al as interference in traditional
workflows and a threat to job stability (Kalashnyk, 2023). Generation X, born between 1965 and 1980, is
generally pragmatic and independent. Their growth over the transition period of analogue into digital technologies
has ensured this generation is usually more open-minded than Baby Boomers but probably could still remain
sceptical to change if the rationale and outcomes are not obvious (Kalashnyk, 2023). By contrast, for Millennials,
between 1981 and 1996, and for Gen-Z, between 1997 and 2012, it had been a world dominated by advanced
digital technologies (Kalashnyk, 2023). Millennials are collaborative workers and are comfortable with
technology as an enabler of innovation and efficiency. Generation Z is the youngest, and its members have been
referred to as “digital natives.” They are innately comfortable with Al and other advanced technologies, seeing
them as part of their personal and professional lives (Kalashnyk, 2023). Their dependency on technology
sometimes tends to alienate them from older generations, who may not perceive their enthusiasm as being quite
respectful of traditional methodologies.

Leadership in the generationally diverse workplace requires a deeper understanding of these dynamics.
Leadership has to value the generational contributions while building a culture of mutual respect and collaboration
(George et al., 2024). In the context of Al adoption, this would mean addressing concerns among older employees
while leveraging enthusiasm and expertise among younger employees.

Al Implementation in Organizations

Artificial intelligence is becoming the cornerstone of organizational strategy, with huge potential to
reshape processes, enhance efficiency, and foster innovation. Organizations are adopting Al rapidly, especially
in countries like China, where both the government and the private sector invest hugely in Al research,
development, and implementation (Munkhsaikhan, 2024). However, this integration of Al into organizational
workflows does not come without challenges. Any successful implementation of Al requires a proper balance
between technological innovation and human adaptation.
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Most organizations that have implemented AI have gone through several stages: exploration,
experimentation, deployment, and scaling (Sjodin et al., 2021). During the phase of exploration, the organization
identifies many use cases where Al can be used, such as automating repetitive tasks, improving decision-making,
or analysing large datasets (Sjodin et al., 2021). The experimentation phase involves running pilot projects on
testing Al systems in controlled environments to make sure they are effective and scalable. Deployment involves
integrating Al systems into workflows, while scaling deals with the extension of their use throughout the
organization (Sjodin et al., 2021). Each one of these steps presents certain obstacles to be overcome in an
organization for the smooth functioning of Al projects. The primary challenge in implementing Al lies in the
requirement of reskilling and up skilling the workforce (Sjodin et al., 2021). Most Al technologies necessitate
workers to acquire new technical skills like data analysis and machine learning, and even soft skills such as
adaptability and problem-solving (Sjodin et al., 2021). It can be a far more uncomfortable experience for less
tech-savvy employees. Companies need to invest in training to bridge any skill gaps and arm their staff with the
capabilities they need to succeed in an Al-driven organization.

Another critical challenge is how Al systems integrate with an organization’s current infrastructure
(Benbya et al., 2020). Many organizations use legacy systems that are not compatible with newer Al technologies.
Transitioning these systems to Al-enabled workflows requires considerable investment in hardware, software,
and process redesign (Benbya et al., 2020). In fact, the success of this integration sometimes depends on the
ability of an organization to facilitate collaboration between the IT departments, data scientists, and the end users.

Resistance to Al adoption is another major obstacle. Employees may resist due to fear of losing jobs,
loss of autonomy, or perceived lack of transparency in Al decision-making (Widell & Ruff, 2024). Lack of
understanding of Al technologies and their potential benefits can feed these fears. For resistance to be overcome,
an organization has to communicate clearly that Al enhances human work, rather than replacing it (Widell &
Ruff, 2024). This includes demonstrating how Al can free employees from repetitive tasks, enabling them to
focus on higher-value activities.

Last but not least, the ethics of artificial intelligence adoption would be realized. These issues include
considerations on data privacy, bias in algorithms, and improper use of Al technologies (Huang et al., 2022).
Their clear prescriptions and governance frameworks will guide the organizations as to how these ethical concerns
are being overcome by their proposed Al initiative to ensure that this technology conforms to legal and societal
expectations.

Organizational Culture and Al

The integration of Al into organizations does not take place in a vacuum; rather, it both influences and
is influenced by the organizational culture. Organizational culture refers to a set of shared values, beliefs, and
norms that describe how people interact with each other and guide employees in doing their jobs (Bley et al.,
2022). Most of the time, Al technologies have challenged those cultural norms, which often require changing how
employees think about and approach technology.

Al adoption requires a culture of openness, adaptability, and innovation. Organizations with rigid,
hierarchical cultures may struggle to integrate Al effectively since employees in such environments are often
resistant to change (Bley et al., 2022). Conversely, organizations that foster a culture of experimentation and
continuous learning are better positioned to embrace Al, as their employees are more likely to view it as an
opportunity rather than a threat. Leaders play a crucial role in shaping this culture, setting the tone for how Al is
perceived and adopted across the organization.

This, in turn, means one of the main cultural changes in the process of adopting Al: from task-oriented
to value-oriented workflows. Organizational cultures are generally more task-oriented, focused on completing
tasks efficiently with defined roles and responsibilities (Maddula, 2018). But Al automatically accomplishes these
tasks and creates insights that mean that a shift in focus needs to occur from merely doing the task to creating
value with it. It requires employees to think more critically and creatively while using Al as a tool to reach
strategic goals.

Trust is another critical constituent of organizational culture in this age of AI. Most employees will not
accept Al if they do not trust either the technology itself or the intentions of the organization behind its
implementation (Bley et al., 2022). For transparency, building trust requires clarity over how Al systems work
and how they are actually used (Mishra, 2021; Bley et al., 2022). For example, organizations must explain the
algorithms of Al, decision-making processes, and data usage. Besides, making employees a part of developing
and deploying Al systems instils a sense of ownership and faith.

Al also influences the culture of organizations by way of changing communication and collaboration.
Al-powered tools such as chatbots, virtual assistants, and collaborative platforms can enhance communication
efficiency and enable remote or hybrid work models (Ashri, 2019). These tools also beg questions with regard to
the nature of workplace relationships and human interaction. Organizations must balance the benefits of
leveraging Al to boost efficiency with preserving the human connections that underpin organizational cohesion.
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Synthesis and Research Gap

The extant literature provides critical perspectives on the theoretical insights of leadership, generational
dynamics, Al adoption, and how organizational culture influences technology acceptance. From transformational
to adaptive leadership, these frameworks outline the leader’s role in guiding the organization through times of
change and resolving both technical and human issues. The TAM and UTAUT models are similarly instructive
in illustrating the way perceptions about usefulness, ease of use, and social influence will guide technology
acceptance (Tarhini, 2016; Alyoussef, 2022). However, a key limitation in the literature is that most studies have
not integrated these theoretical domains in understanding multigenerational workplaces adapting to Al.

Research by Stehnkuhl (2024) on generational leadership underlines the very different attitudes and
competencies of each generational cohort, from Baby Boomers to Generation Z. This and other similar studies
provide some guidelines on how to manage generational differences, but most do not address the particular
challenges posed by the adoption of Al, such as skill gaps and resistance based on fears of becoming obsolete.
Meanwhile, studies related to organizational culture like, Teixeira and Pacione (2024), focus on how adaptability
and trust contribute to innovation while hardly exploring how leaders might intervene in shaping cultural attitudes
towards Al in a generationally diverse environment.

Much Al implementation literature is focused on infrastructure and workforce training, barely
mentioning the human and cultural dimensions. There is also a gap in the literature when it comes to the
articulation of leadership strategies crucial for addressing some of the key gaps that allow generating a culture
ready for Al to all the generations.

These gaps will be addressed in this study by drawing on leadership theories, technology acceptance
models, generational perspectives, and organizational culture. Along this line, this research will provide applied
leadership solutions for engaging technology-induced conflict and enhancing Al uptake in multigenerational,
technology-integrated workplaces.

III. Methodology
Research Philosophy and Research Approach

The epistemology of this study is informed by a qualitative paradigm as appropriate for examining issues
of leadership, generational differences, and Al adoption in organizations. Dutroux and Joerin (2019) throw light
on the fact that qualitative research is the most appropriate in the researching of the complex, multifaceted issues
normally characterizing conflicts in multigenerational workplaces when deploying Al due to two reasons: firstly,
it is capable of offering a rich understanding, embracing depiction of human behaviour, perception, and
interaction.

This research adopts interpretivism as its philosophical evolution because this paradigm is particularly
interested in beliefs and meanings that the given people attach to their behaviours and communications
(Cuthbertson et al., 2020; Irshaidat, 2022). On this count, interpretivism can obtain the essences of leaders and
employees from the different generational generations with different values and attitudes to Al that must be
adopted in organizations. With this approach it will be easier to determine how the leadership strategies can close
the gaps and encourage an organization’s organizational culture for diversity and flexibility.

Case Study Design

This study adopts a multiple-case study design involving two organizations in China that have already
integrated Al technologies into their operations. The choice of two cases ensures that the comparative analysis of
leadership strategies and their outcomes is underscored with commonalities and differences. These two
organizations were selected based on the following criteria:

1.Industry Relevance: Both organizations operate in technology-driven industries where AI adoption is
considered crucial for sustaining competitive advantage.

2. Workforce diversity: The organizations have multigenerational workforces with a wide range of generational
cohorts, from Baby Boomers to Generation Z.

3. Leadership practices: The cases represent different leadership styles. This enables an exploration of how
various approaches to leadership will engage in the management of Al-related conflict.

The data collection methods used in these case studies includes semi-structured interviews, focus group
discussions, and document analysis.

1. Semi-structured Interviews: Leaders, managers, and employees from different generational cohorts were
interviewed to capture their perceptions of Al adoption and leadership strategies. Semi-structured interviews
allow flexibility in the exploration of emergent themes while ensuring that key research questions are addressed
(Blandford, 2013; McIntosh & Morse, 2015).

2.Focus Group Discussions: Focus groups were conducted in order to enable employees to share experiences
and raise concerns regarding Al among themselves (Park et al., 2021). In this respect, discussions also offer
some insight into the dynamics at play and interaction across generational lines.
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3.Document Analysis: Organizational documents—policy manuals, training material, and internal
communications—were reviewed in understanding how leadership practices and cultural norms influence the
adoption of Al

Discussion of Other Qualitative Methods

Although the case study approach most suits the purpose of the present research, other qualitative
methodologies considered were ethnography, grounded theory, phenomenology, and narrative research. Each of
these methodologies holds particular strengths and limitations for influencing the adoption of the case study
approach in this study.

e Ethnography: It concerns the observing and making sense of cultural practices as occurring naturally
(Hammersley & Atkinson, 2019). It allows a very profound insight into the organization’s culture, yet requires
a time-consuming field immersion that had not been possible under the timely constraints imposed on this study
(Madden, 2022).

o Grouped Theory: The approach underlines the development of a new theory based on the data collected during
the course of the research (Charmaz & Belgrave, 2019). However, while appropriate for any under-researched
topic, the goal of applying prior leadership and technology acceptance theories limited the appropriateness of
the grounded theory approach.

o Phenomenology: This is a methodology aimed at determining the lived experiences and perceptions of subjects
(Neubauer et al., 2019). As much as this falls within the interpretivist philosophy in which this study is
conducted, it lacks the contextual focus for organizational dynamics analyses.

o Narrative Research: This examines the stories narrated by individuals about their experience (Ford, 2020).
Like phenomenology, while useful for capturing personal perspectives, it does not provide sufficient
organizational analysis required by this research.

Data Collection Methods

The principle of triangulation will make the study valid and its findings reliable since it considers more
sources and methods. The following are the data collection techniques that have been adopted:

Semi-structured interviews were done with 20 participants from both organizations, including senior
leaders, middle managers, and employees from different generational cohorts. The questions were designed to
delve into the participants’ attitudes toward Al, perceptions of leadership, and experiences with intergenerational
dynamics.

Focus group discussions (FGDs) were done with two focus groups in each organization, with 6 to 8
participants from different generational backgrounds. The FGDs were important in understanding collective
attitudes toward Al, perceiving the workplace culture, and giving recommendations to improve leadership
practices.

Documentation analysis for organizational documents, including plans on Al implementation, training
resources, and employee feedback reports that have been reviewed to contextualize and validate the findings from
interviews and focus groups.

Data Analysis

Data analysis was based on a thematic approach, identifying, analysing, and interpreting patterns or
themes within the data. Thematic analysis is best fitted for qualitative research since it allows complex and
context-specific issues while remaining grounded in participants’ perspectives.

The analysis was done in the following process:

® Data Familiarization: All interview transcripts, focus group notes, and documents were read through
thoroughly for an initial understanding of the data.

® Coding: Key phrases, ideas, and patterns were coded with the use of qualitative data analysis software such as
NVivo. Codes were then organized in categories that reflect the research questions and theoretical frameworks.

® Theme Development: As shown in Appendix 3, related codes were grouped into broader themes such as
“generational resistance to Al,” “leadership adaptability,” and “cultural barriers to Al adoption.” The themes
were iteratively analysed and refined to be coherent and relevant.

® Comparative Analysis: These themes were then aligned in both case studies to identify possible areas of
convergence in leadership initiatives, as well as employee perceptions and organizational consequences.

Ethical Considerations
All the ethical issues were satisfied in this study by protecting participant’s rights and assuring the
research processes’ integrity. The following ethical principles were met:
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® Informed Consent: Informed consent was taken from participants on the background of the study, its purpose,
methods of data collection, and any risks involved before data collection commences.

® Confidentiality: The privacy of participants was guaranteed through anonymization, and data was kept under
secure conditions.

® Non-coercion: The informants were told that it was voluntary participation; they may withdraw from the study
anytime without penalty.

® Cultural Sensitivity: The proposed research design and instruments were designed in such a manner as to
preserve the participants’ cultural normative and organizational values.

Limitations

Having analysed the methodology, it is possible to notice some aspects that have to be considered in
order to avoid some problems: First, the results may not be transferable to other organizational and cultural
settings of the investigated cases. Second, the employment of substantial qualitative data leads to the question of
subjectivity bias, though the efforts toward data source triangulation help to overcome this category. Lastly, due
to the focus of the study on leadership and generations, other factors that impact Al uptake, like economic factors
or regulatory restraint, are not visibly unpacked.

IV.  Findings And Discussion

Case Study Analysis

This section provides the results of the two cases undertaken to analyse leadership propositions and
generation relations in organizations amidst Al integration. The primary concerns of this analysis are the issues
and accomplishments observed in each of the organizations when integrating Al technologies into
multigenerational settings. The findings in this study are organized according to three core themes: variations in
generational acceptability of Al, how leaders handle conflict with Al, and organizational outcomes arising from
employing Al

Organization A: A Manufacturing Firm
Background and AI Implementation

As shown in Appendix 4, organization A is a company located in China earning mid revenues and
executing business in auto parts manufacturing. During the digital transformation endeavours, the company also
determined that it would incorporate Al-driven predictive maintenance to reduce operational disruption while
enhancing performance. The organization had workers from several generation types, including the baby
boomers, Gen X, millennials, and Gen Z. While the young workers embraced the idea of the Al project, the older
workers always had latent fear concerning the said project, which eventually led to tension at the workplace.

Generational Differences in AI Acceptance

There was a dramatic generational divide identified by the study among the employees concerning the
applicability of Al. Concerns that Baby Boomers had about the technology included job security as well as a fear
that their expertise would be replaced. Some had the impression that the job of an Al system was to take over
their positions, hence rendering the experience they had accumulated over many years useless. The Generation X
employees have mixed attitudes; some of them even attempt to follow procedures, yet the majority of them cannot
comprehend why the technology is important in business operations for their particular tasks.

Leadership Strategies and Challenges

The leadership team initially underestimated the resistance from older workers, focusing mainly on the
technical aspects of Al implementation. This misunderstanding made them lose the trust of their Baby Boomer
cohort and further aggravated the resistance. The leaders noticed a growing gap and decided to adopt an inclusive
approach; hence, they organized workshops with intergenerational discussion and understanding.

Examples of successful strategies include designing mentoring programs in which the younger
employees would be able to provide technical support to the older employees and vice versa. The older employees
shared their industry knowledge and problem-solving skills. This indeed helped improve the Al adoption rate but
also built stronger workplace relationships. Second, the leadership team held town hall meetings in order to hear
the concerns of the employees and better explain the organization’s Al strategy.

Outcomes and Lessons Learned

The Al initiative has really improved operational efficiency: the machine downtime was reduced by
30%, as shown in Appendix 2. However, the initial resistance from older employees highlighted the importance
of addressing human factors in technology adoption. A best practice that emerged is the mentoring program,
which showed how generational collaboration can go a long way in enhancing Al acceptance and organizational
cohesion.
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Organization B: A Financial Services Firm
Background and AI Implementation

As can be seen in Appendix 4, organization B is a large financial services firm based in Shanghai. It has
been at the forefront in introducing innovative approaches to service delivery. The organization rolled out an Al-
driven CRM to analyse client data for predictability of customer needs and personalized services. The workforce
composition was equally diverse, with employees spanning generations.

Generational Differences in AI Acceptance

The new CRM system received mixed responses regarding its adoption across generational cohorts. For
instance, Baby Boomers were concerned about the security of the data and the complexity of the system, feeling
that it would add to their work instead of simplifying it. Employees in Generation X also showed a generally more
positive attitude toward the new system but with the need for comprehensive training. Employees of Millennial
and Generation Z instantly appreciated the CRM and, as such, developed their trainings and explorations through
the self-discovery approaches/tools, not forgetting to recommend subsequent enhancement.

Leadership Strategies and Challenges

There was an early identification of potential generational conflict by the leadership of Organization B
in the course of implementation. In the process of the CRM implementation, the international task force consisted
of people from different age groups to make sure that all the perspectives were considered. Through this particular
task force, people in the company were able to give feedback on their issues and changes they wish to see at the
workplace.

Training constituted another major consideration of the leadership strategy. The company developed
training interventions that were specific to each generational cohort, taking into consideration learning
preferences. For instance, earlier generations got instructions for each training step and individual coaching, while
Millennials and Gen Z were trained using games and situations fitting to their age and way of perceiving
knowledge. The leadership also harnessed social pressure by creating an Al ambassadors’ list of employees
knowledgeable in IT to persuade their counterparts about the usefulness of the CRM system and to assist them.

Outcomes and Lessons Learned

This CRM implementation raised the customer satisfaction ratings by 25% in the first half of the current
fiscal year. The levels of self-organizing also rose with employee engagement improved due to cross-generational
task forces and training programs. It did, though, identify that on-going engagement and communication are
needed to maintain Al engagement across the generational groups.

Comparative Analysis of the Two Organizations

Some of the key differences identified between the two organizations regarding Al implementation were
mainly due to generational differences and leadership style and conflict management approach. Consequently, it
has been identified that Organization A relied heavily on both formal and informal mentoring programs to reduce
the generation gap, while Organization B achieved notable results by implementing the concept of organization-
specific trainings allied with cross-generational working.

The first is that the leadership intervention by the two organizations differs in terms of time. While
Organization A was simply responsive and adjusted its plan as soon as some employees started reacting
negatively, Organization B at least attempted to prevent a conflict from arising by trying to act before a conflict
arises during implementation. Assuming this is the case, this means that one needs to be prepared on how best to
address the various issues of Al.

Gulati’s case also supports the fact that leadership plays an influential role in promoting culture that
supports Al at the workplace. The theme of clear communication and training approaches that are specific and
sustained, coupled with other collaborative actions, has been revealed to be critical features of strategies that
leadership teams have used in their organizations. Moreover, the studies show the advantage of using generational
diversity as an asset and not a weakness. This will foster new developments and the creation of wealth through
youth and older adults working hand in hand.

Emerging Themes from the Analysis

The case studies have delivered a number of key themes in relation to the research objectives:

® Trust: With trust playing a major factor in Al adoption, trust in their leaders and their motives increases the
propensity of employees towards embracing Al This should be boosted by clear communications in the
eventuality of building up the trust level.

® Generational Strengths: Every generation contributed something different to the process of artificial
intelligence implementation. The Baby Boomers brought in industry experiences and ideas, while the younger
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generation brought efficiency and creativity along with them. Such leadership approaches that associated these
groups were very effective.

® Adaptation Competency: Organizational leadership that possesses elements such as flexibility, employee
sensitization, and openness to learning is likely to deal with these Al conflicts. Adaptive features observed
included employees’ voices that were taken and interventions done more for acceptance and collaboration.

Discussion

The two case studies of Organization A and Organization B reveal some significant lessons about
leadership approaches, culture, and generation that determine the kind and manner of Al businesses that are
implemented. The next part of this discussion situates these results in the existing literature in the areas of
leadership, technology acceptance, and organizational behaviour. These include the application of guidelines to
practice in managing Al-related conflicts as well as the development of an appropriate culture in organizations.
Apart from its application and relevance to practice, it also brings to the mix theoretical contributions to the
equality narrative.

Leadership Strategies for AI Adoption

Thus, two organizations proved that leadership has a crucial part in how the generations are managed
and how Al is accepted. While the approaches described are different by the time of their application and chosen
tactics, some general notions reflecting current leadership theories, such as adaptive leadership and
transformational leadership, are inherent to both.

At Organization A, the reactive initiation of the mentoring programs highlighted the developmental
aspect of leadership where leaders responded to the emerging issues with specific interventions. This corresponds
to Heifetz’s framework of technical and adaptive challenges whereby clients are able to maintain collaborative
learning processes to address human challenges. In a manner, the mentoring program meant younger employees
provided technical knowledge to the older employees while in return receiving institutional knowledge and
industry experience from their counterparts. Besides increasing Al implementation rates among the employees,
this form of learning helped with the relationships in the workplace, as it corroborated with the values of
togetherness underpinning the concept of adaptive leadership.

On the other hand, Organization B demonstrates transformational leadership in its proactive leadership
approach, the creation of the cross-generational task force, in particular. The leaders fostered an ideal vision on
the usage of Al and also ensured that diverse generational cohorts participated in decision-making. This approach
empowered employees and aligned with the four dimensions of transformational leadership: inspiration,
motivation, stimulation of thought, and personal attention. In Organization B, the leadership was always focused
on the peculiarities and interests of each group of the employees by incorporating specific training sessions that
increase the participation of such employees in the utilization of Al technology through boosting their confidence.

The analysis carried out based on the comparative model has revealed the fact that adaptive and
transformational forms of leadership are indeed efficient, though everything depends on time and conditions. The
proactive strategies, as illustrated by Organization A, K. Locke, minimize resistance only after the conflicts of
interest are evident, whereas the reactive strategies, like those demonstrated by Organization B, are proactive in
the sense that they help to maintain trust before it becomes an issue. This echoes the process of thinking and
strategizing that should be inherent in leadership practices on the use of technology.

Generational Dynamics in AI Adoption

The case studies support the importance of generational differences as a very valid factor in the
acceptance of technology, which has been stressed in the literature. Commonly, the reaction of Baby Boomer and
Generation X employees is still reserved; the priorities that were highlighted are job security and the level of Al
system complexity. It was seen that millennial and Generation Z employees were enthusiastic and accepting of
change and saw Al as an opportunity for improvement and career advancement. Such assertions are not far from
the truth based on generational leadership research, which demonstrates a significant generational gap in views
on technology and change.

However, these results also question categorizations of generational behaviour in a binary way. Attitudes
toward Al within each of the cohorts were found to vary depending on individual characteristics. For example,
some respondents from the Baby Boomers generation within Organization B expressed willingness to train and
embrace change when provided enough assistance, unlike a group of the Millennials within Organization A who
complained about the absence of a clear framework of implementation to the change. These fluctuations lead to
the conclusion that, although it is helpful to speak of generational trends, it is also necessary to adapt leadership
style to specific tendencies of each generation.

Despite the problems that intergenerational initiatives may encounter, successes of such activities as
mentoring and cross-generation task groups prove that the idea of multiple generations in an organization should
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be a benefit rather than an obstacle. These activities fostered respect depending on each other as well as
cooperation, which enabled the employees to appreciate the efforts of each set of co-workers. This is supported
by literature on inclusive leadership practices that lead to organizational culture that encourages and accepts the
input of minorities within some delimited decision-making processes.

Organizational Culture and Trust

The research work therefore reveals trust as one of the most critical factors in the adoption of artificial
intelligence. Consequently, employees in both organizations thought positively of Al technology if they had
confidence in the leadership and the organization behind it. Pervasive communication, consistency, and
participation processes were found to be directly supportive of trust, as supported by prior studies on the topic of
organizational culture and change.

In Organization A, there was an issue of lack of adequate communication about the new Al project right
from the onset, meaning that older employees felt they were going to be displaced by the new technology. The
introduction of town halls and open forums assisted in the build-up of the trust gap based on the fact that employee
fear had to be addressed through communication. Even before, Organization B was avoiding resistance through
their sustained and proactive Al engagement, including feedback meetings on a daily basis as well as the selection
of ‘Al champions.’.

These results are consistent with theories of psychological safety, whereby ideas grow when employees
can express attitudes and test new technologies with various applications without fearing adverse consequences.
Decision-makers can foster this kind of culture by being understanding of these concerns, listening to people’s
anxieties, and being very transparent about how Al adoption is a positive force and why and how it will impact
people across the organization.

The findings also point to the role of organizational culture in influencing employee attitude toward Al:
Regarding organizational culture, the study found that the more novice-oriented and innovative top-down
corporate cultures were all in a better state to implement Al technologies compared to rigid pyramidal cultures.
This is supported by literature on organizational adaptability where cultural fit of technology activities has been
posited as a necessity. Sustainability of a positive organizational culture thus has to be deliberately groomed by
leaders regarding the corporate values of openness, cooperation, and learning.

Ethical Considerations in AI Implementation

Ethical concerns thus emerged as one of the threads that recurred throughout the two case studies,
especially at Organization B, where issues of data privacy, especially when using machine learning, were
mentioned. These also in turn also relate to socially contentious discussions about Al and ethics that include
matters concerning privacy, transparency, and bias.

Such results suggest that ethical issue management is one way of rebuilding trust. What leaders have to
ensure is that once an Al system is created and once it is deployed, it is done in a way that is least biased and most
importantly ethical. Annual checks to identify and reduce numerous biases in algorithms, precise explanations of
choices made with the help of Al, and constant promotion of active discussion concerning ethical aspects of Al
by employees.

Solving such problems implies that an organization will show proper precaution concerning the
utilization of Al to boost the employees’ trust in the technology. It also has a homophone of ethical leadership—
that is, because of the ethical considerations of integrity, accountability, and stakeholders when addressing ethical
issues.

Implications for Leadership and Practice

These case study findings carry some practical implications for leadership in Al-driven workplaces:

® Proactive Planning: Leaders should plan in advance to counter the resistance to Al at an early stage through
open communication, inclusive decision-making, and tailored interventions.

® Tailored Training: The training programs need to be done according to the different needs of a multi-
generational workforce so that every employee feels well prepared for using the Al technologies.

® Shared Efforts: Intergenerational collaboration through mentorship, task forces, and various other
mechanisms needs to be earnestly pursued to exploit cohort strengths.

® Cultural Fit: Organizational culture needs to be aligned with technological projects in such a way that
promotes openness, trust, and lifelong learning.

® Ethics Awareness: Ethical considerations should form an intrinsic part of Al implementation strategies
because technologies need to be responsibly deployed in a manner characterized by transparency.
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Theoretical Contributions

The contribution of this study to literature on leadership, technology acceptance, and organizational
behaviour underlines the meeting point of these areas within the Al adoption context. Furthermore, the extension
of extant theories can explain the way in which adaptive and transformational leadership can be developed in
accordance with specific challenges thrown by multigenerational working environments. All this aims at fostering
the attitudes toward Al within individuals through enhanced trust, cooperation, and ethical concerns.

V.  Summary And Recommendations
Research Summary

The integration of Al into organizations is beset with immense opportunities and challenges in
multigenerational work environments. This research has explored leadership approaches, generational dynamics,
and organizational culture in the management of the complexities arising from Al adoption within Chinese
organizations. The outcomes of the case studies from both the manufacturing firm and the financial services
company show the significant role that leadership can play in ensuring inclusiveness, trust, and cooperation
during the process of implementing Al.

Generational differences certainly seemed to be one of the prime drivers for the acceptance of Al:
Younger, enthusiastic, and more able to adapt, while the older group was sceptical of and resisted Al. Their level
of success would, therefore, depend upon how the leaders could handle generational gaps through tailored training
programs, mentorship drives, and frankness of communication. Whether the culture of an organization is
enabling, flexible, and innovative, or bureaucratic, hierarchical, and rigid, will also play a part in determining.

The findings of this study support both adaptive and transformational leadership theories: a leader’s need
to balance technical with human considerations. Leaders can narrow the gaps in acceptance and help make the
workplace inclusive with innovation through addressing employee concerns and encouraging collaboration, thus
incorporating organizational values into technological projects.

Practical Recommendations
The following recommendations will further help in guiding leaders and organizations effectively to
manage Al-related challenges:

Encourage Transparent Communication

Communication by the leadership should be open and transparent right from the inception of the Al
implementation process. Employees need to be informed about the purpose, benefits, and implications of the Al
initiatives. Town hall meetings, newsletters, and interactive forums can help in allaying fears, removing
misconceptions, and engendering trust. Updates regarding Al projects, including progress, challenges, and
successes, should be furnished by the leadership to maintain employee engagement and confidence.

Provide Customized Training Programs

Training programs need to be tailor-made for multigenerational workforces. For Baby Boomers and
Generation X employees, training should be about simplifying technical concepts and hands-on support, either
through one-on-one coaching or workshops. For Millennials and Generation Z employees, interactive and
gamified training modules will increase engagement and learning. Ongoing training should be inculcated to keep
employees updated with advancements and long-term proficiency.

Encourage Intergenerational Collaboration

Leaders should facilitate intergenerational collaboration through the provision of mentoring programs
and cross-generational teams. Such mentoring initiatives where younger employees share technical expertise with
older colleagues and vice versa tend to foster mutual respect and knowledge exchange. Cross-generational teams
can also enhance creativity and problem-solving by leveraging the diverse perspectives and strengths of each
cohort.

Develop a Culture of Inclusion and Trust

This will mean that the culture of organizations should align with openness, adaptability, and innovation.
It is something leaders should welcome through proactive behaviour in inclusivity so every employee will feel
important and their word is heard in decision-making. Inspire trust by example, listen to employees’ problems,
and include them in Al initiatives. Leaders must encourage employees to speak up, be innovative, and test new
Al technologies without apprehension of being judged or failing.
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Address Ethical Concerns

Leaders will need to address ethical considerations such as data privacy, algorithmic bias, and
transparency to build trust in Al It is worth noting that organizations should establish ethical guidelines and
governance frameworks that ensure responsible use of Al. Regular auditing for biases in Al systems and clear
explanation of the decision-making process of Al will help in better understanding and gaining employee trust.

Theoretical Contributions

This research paper enriches the literature relating to leadership, technology acceptance, and
organizational behaviour by offering nuanced insight into how leadership strategies might redress generational
divides in the adoption of Al. It also extends the adaptive and transformational leadership theories by elaborating
on their application to a multigenerational and technology-driven setting. This study also fills various lacunae in
the literature relating to technology acceptance models through insights about generational dynamics and
organizational culture.

This research also points out the importance of trust, collaboration, and ethical considerations in shaping
employees’ attitudes toward Al. Synthesizing these themes, the study provides an all-encompassing framework
for managing Al-related challenges in diverse workplaces.

Limitations and Future Research

Although this study has also brought in some valuable insights, it does have its limiting factors. First,
the results are drawn from two case studies in Chinese organizations, hence limiting the generalization for other
cultural or organizational contexts. In the future, research can go on to include organizations not only from
different industries and regions but also facilitate the comparison of leadership strategies across different
environments.

Second, reliance on qualitative data introduces the potential for subjectivity, despite efforts to ensure
validity and reliability through triangulation. Further studies might use mixed-methods approaches, blending
qualitative insights with quantitative data to better understand the dynamics of Al adoption.

The study focuses mostly on leadership and generational dynamics while paying less attention to the
external factors such as economic conditions or regulatory frameworks. Future research could, therefore, look
into how these cross-cutting external factors combine with organizational strategies to realize the adoption of Al.

References

[1]. Ali, M. H., Hamdan, A., & Alareeni, B. (2021). The Implementation Of Artificial Intelligence In Organizations’ Systems:
Opportunities And Challenges. The Importance Of New Technologies And Entrepreneurship In Business Development: In The
Context Of Economic Diversity In Developing Countries: The Impact Of New Technologies And Entrepreneurship On Business
Development, 153-163.

[2]. Alyoussef, I. Y. (2022). Acceptance Of A Flipped Classroom To Improve University Students’ Learning: An Empirical Study On
The TAM Model And The Unified Theory Of Acceptance And Use Of Technology (UTAUT). Heliyon, 8(12).

[3] Asatiani, A., Malo, P., Nagbel, P. R., Penttinen, E., Rinta-Kahila, T., & Salovaara, A. (2021). Sociotechnical Envelopment Of
Artificial Intelligence: An Approach To Organizational Deployment Of Inscrutable Artificial Intelligence Systems. Journal Of The
Association For Information Systems, 22(2), 325-352.

[4]. Ashri, R. (2019). The Al-Powered Workplace: How Atrtificial Intelligence, Data, And Messaging Platforms Are Defining The Future
Of Work. Apress.Torre, T., & Sarti, D. (2020). The “Way” Toward E-Leadership: Some Evidence From The Field. Frontiers In
Psychology, 11, 554253.

[5]- Benbya, H., Davenport, T. H., & Pachidi, S. (2020). Artificial Intelligence In Organizations: Current State And Future
Opportunities. MIS Quarterly Executive, 19(4).

[6]. Blandford, A. E. (2013). Semi-Structured Qualitative Studies. Interaction Design Foundation.

[7]. Bley, K., Fredriksen, S. F. B., Skjervik, M. E., & Pappas, 1. O. (2022, September). The Role Of Organizational Culture On Artificial
Intelligence Capabilities And Organizational Performance. In Conference On E-Business, E-Services And E-Society (Pp. 13-24).
Cham: Springer International Publishing.

1 Bughin, J., Hazan, E., Sree Ramaswamy, P., DC, W., & Chu, M. (2017). Artificial Intelligence The Next Digital Frontier.

1. Charmaz, K., & Belgrave, L. L. (2019). Thinking About Data With Grounded Theory. Qualitative Inquiry, 25(8), 743-753.

0].  Clifford, P., & Logan, C. (2024). China’s Logistics: From Laggard To Innovator. Taylor & Francis.

1].  Cuthbertson, L. M., Robb, Y. A., & Blair, S. (2020). Theory And Application Of Research Principles And Philosophical

Underpinning For A Study Utilising Interpretative Phenomenological Analysis. Radiography, 26(2), E94-E102.

[12].  Davis, F. D., Bagozzi, R. P., & Warshaw, P. R. (1989). Technology Acceptance Model. J] Manag Sci, 35(8), 982-1003.

[13].  De Cremer, D. (2024). The Al-Savvy Leader: Nine Ways To Take Back Control And Make Al Work. Harvard Business Press.

[14].  Ding, J. (2018). Deciphering China’s Al Dream. Future Of Humanity Institute Technical Report.

[15]. Dwivedi, Y. K., Hughes, L., Ismagilova, E., Aarts, G., Coombs, C., Crick, T., ... & Williams, M. D. (2021). Artificial Intelligence
(AI): Multidisciplinary Perspectives On Emerging Challenges, Opportunities, And Agenda For Research, Practice And
Policy. International Journal Of Information Management, 57, 101994.

[16]. Dwivedi, Y. K., Rana, N. P., Jeyaraj, A., Clement, M., & Williams, M. D. (2019). Re-Examining The Unified Theory Of Acceptance
And Use Of Technology (UTAUT): Towards A Revised Theoretical Model. Information Systems Frontiers, 21, 719-734.

[17].  Feldstein, S. (2019). The Road To Digital Unfreedom: How Aurtificial Intelligence Is Reshaping Repression. Journal Of
Democracy, 30(1), 40-52.

[18].  Ford, E. (2020). Tell Me Your Story: Narrative Inquiry In LIS Research. College & Research Libraries.

DOI: 10.9790/487X-2804023850 www.iosrjournals.org 49 | Page



Leadership Across Generations In The Age Of Al...... ...

[19]. Gandolfi, F., Stone, S., & Deno, F. (2017). Servant Leadership: An Ancient Style With 21st Century Relevance. Revista De
Management Comparat International, 18(4), 350-361.

[20].  George, A. S., Baskar, T., & Srikaanth, P. B. (2024). Bridging The Generational Divide: Fostering Intergenerational Collaboration
And Innovation In The Modern Workplace. Partners Universal International Innovation Journal, 2(3), 198-217.

[21].  Ghamghami, C. (2024). Dominant Employee Threat Perceptions And Al Adoption Risks Across Departments (Doctoral Dissertation,
Saint Mary’s College Of California).

[22]. Hammersley, M., & Atkinson, P. (2019). Ethnography: Principles In Practice. Routledge.

[23].  Hoch, J. E., Bommer, W. H., Dulebohn, J. H., & Wu, D. (2018). Do Ethical, Authentic, And Servant Leadership Explain Variance
Above And Beyond Transformational Leadership? A Meta-Analysis. Journal Of Management, 44(2), 501-529.

[24]. Huang, C., Zhang, Z., Mao, B., & Yao, X. (2022). An Overview Of Artificial Intelligence Ethics. IEEE Transactions On Artificial
Intelligence, 4(4), 799-819.

[25].  Irshaidat, R. (2022). Interpretivism Vs. Positivism In Political Marketing Research. Journal Of Political Marketing, 21(2), 126-160.

[26]. Kalashnyk, Y. (2023). Comparing Generational Differences In Perceptions Of Al-Mediated Communication In The
Workplace (Bachelor’s Thesis).

[27].  Kirton, M. J. (2004). Adaption-Innovation: In The Context Of Diversity And Change. Routledge.

[28].  Lauterbach, A. (2019). Artificial Intelligence And Policy: Quo Vadis?. Digital Policy, Regulation And Governance, 21(3), 238-263.

[29].  Liu, J., Chang, H., Forrest, J. Y. L., & Yang, B. (2020). Influence Of Artificial Intelligence On Technological Innovation: Evidence
From The Panel Data Of China’s Manufacturing Sectors. Technological Forecasting And Social Change, 158, 120142.

[30]. Lundvall, B. A., & Rikap, C. (2022). China’s Catching-Up In Artificial Intelligence Seen As A Co-Evolution Of Corporate And
National Innovation Systems. Research Policy, 51(1), 104395.

[31]. Ma, X., & Jiang, W. (2018). Transformational Leadership, Transactional Leadership, And Employee Creativity In Entrepreneurial
Firms. The Journal Of Applied Behavioral Science, 54(3), 302-324.

[32]. Madden, R. (2022). Being Ethnographic: A Guide To The Theory And Practice Of Ethnography.

[33]. Maddula, S. S. (2018). The Impact Of AI And Reciprocal Symmetry On Organizational Culture And Leadership In The Digital
Economy. Engineering International, 6(2), 201-210.

[34]. Makridakis, S. (2017). The Forthcoming Artificial Intelligence (AI) Revolution: Its Impact On Society And Firms. Futures, 90, 46-
60.

[35]. Margetts, H., & Dunleavy, P. (2024). The Political Economy Of Digital Government: How Silicon Valley Firms Drove Conversion
To Data Science And Artificial Intelligence In Public Management. Public Money & Management, 1-11.

[36].  Mcintosh, M. J., & Morse, J. M. (2015). Situating And Constructing Diversity In Semi-Structured Interviews. Global Qualitative
Nursing Research, 2, 2333393615597674.

[37]. Milkus, K. (2024). Influence Of Perception An Employee Has On Artificial Intelligence To Its Adoption In The Workplace (Doctoral
Dissertation, Vilniaus Universitetas. ).

[38].  Mishra, S. (2021). The Age Of Explainable Al: Improving Trust And Transparency In Al Models. Journal Of Al-Assisted Scientific
Discovery, 1(2), 212-235.

[39]. Munkhsaikhan, B. E. (2024). Soes In China And AI Development: Legal Constraints For Foreign Investments Towards China’s
Digital Transformation. Open Journal Of Social Sciences, 12(12), 146-157.

[40]. Neubauer, B. E., Witkop, C. T., & Varpio, L. (2019). How Phenomenology Can Help Us Learn From The Experiences Of
Others. Perspectives On Medical Education, 8, 90-97.

[41].  Park, H., Ahn, D., Hosanagar, K., & Lee, J. (2021, May). Human-AlI Interaction In Human Resource Management: Understanding
Why Employees Resist Algorithmic Evaluation At Workplaces And How To Mitigate Burdens. In Proceedings Of The 2021 CHI
Conference On Human Factors In Computing Systems (Pp. 1-15).

[42].  Plakoyiannaki, E., Wei, T., & Prashantham, S. (2019). Rethinking Qualitative Scholarship In Emerging Markets: Researching,
Theorizing, And Reporting. Management And Organization Review, 15(2), 217-234.

[43]. Raei, M., & Rasmussen, H. T. (2021). Adaptive Leadership In A Global Economy. Routledge.

[44].  Roberts, H., Cowls, J., Hine, E., Morley, J., Wang, V., Taddeo, M., & Floridi, L. (2023). Governing Artificial Intelligence In China
And The European Union: Comparing Aims And Promoting Ethical Outcomes. The Information Society, 39(2), 79-97.

[45].  Schoemaker, P. J., Heaton, S., & Teece, D. (2018). Innovation, Dynamic Capabilities, And Leadership. California Management
Review, 61(1), 15-42.

[46].  Sjodin, D., Parida, V., Palmié, M., & Wincent, J. (2021). How Al Capabilities Enable Business Model Innovation: Scaling Al
Through Co-Evolutionary Processes And Feedback Loops. Journal Of Business Research, 134, 574-587.

[47].  Stehnkuhl, M. A. S. (2024). Generational Differences Regarding Intrapersonal Competencies-Development Of A Competency Model
For Leaders To Enhance Employee Experience (Master’s Thesis, Universidade NOVA De Lisboa (Portugal)).

[48].  Tarhini, A., El-Masri, M., Ali, M., & Serrano, A. (2016). Extending The UTAUT Model To Understand The Customers’ Acceptance
And Use Of Internet Banking In Lebanon: A Structural Equation Modeling Approach. Information Technology & People, 29(4),
830-849.

[49].  Teixeira, N., & Pacione, M. (2024). Implications Of Artificial Intelligence On Leadership In Complex Organizations: An Exploration
Of The Near Future.

[50].  Widell, O., & Ruff, A. A. (2024). From Resistance To Adoption.

DOI: 10.9790/487X-2804023850 www.iosrjournals.org 50 | Page



