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Abstract 

In today’s fast-evolving digital era, artificial intelligence (AI) is no longer a distant concept-it is actively 

transforming the landscape of organizational behavior. From automating routine tasks to driving data-driven 

decision-making, AI is reshaping how people interact, collaborate, and perform within the workplace. As 

organizations race to adopt AI-driven solutions amidst a competitive and often overwhelming market, leaders 

face both tremendous opportunities and unprecedented challenges. On one hand, AI offers the promise of 

increased productivity, enhanced efficiency, breakthrough innovation, and accelerated growth. On the other, 

it brings complex issues such as ethical considerations, workforce displacement, skill gaps, and the need for 

adaptive leadership. Navigating this revolution requires a deep understanding of how AI influences human 

behavior in organizational settings. Leaders must balance technology with empathy, ensuring that AI 

complements human capabilities rather than replaces them. This paper explores the multifaceted impact of AI 

on organizational behavior, focusing on strategic adoption, cultural shifts, and human-centric leadership. It 

highlights real-world examples, insights, and frameworks that help organizations thrive in an AI-augmented 

environment. As we stand at the crossroads of technological disruption and human potential, the key lies in 

thoughtful integration-leveraging AI as a tool to empower, not overshadow, the human element. Help is indeed 

on the way, but it will come from informed, agile, and human-focused leadership that steers organizations 

through the AI revolution with clarity and purpose. 

Keywords: Artificial Intelligence (AI); Change Management; Digital Transformation; Human-Centric 

Leadership; Organizational Behavior; Work space Adaptation; 

 

1. Introduction  

Artificial Intelligence is not a tool to replace people, 

but to augment their potential. Artificial Intelligence 

(AI) is rapidly transforming the way businesses 

operate, driving significant changes in organizational 

processes, structures, and cultures. AI technologies, 

such as Machine Learning (ML), Natural Language 

Processing (NLP), and Robotic Process Automation 

(RPA), are being integrated into organizational 

frameworks to automate routine tasks, optimize 

decision-making, and improve overall efficiency. 

After the introduction of AI, organisation has 

changed its management, structure and the 

department work. 50% of companies globally have 

adopted AI in at least one business function, 

including general management roles such as strategy, 

operations, and HR management. 46% of general 

managers’ report using AI-powered predictive 

analytics tools to forecast demand, customer 

behavior, and business performance Infact, the 

communication and decision making system of 

organisation has entirely changed as the AI has 

smoothening these function.  However, the adoption 

of AI also brings about substantial shifts in how work 

is done, requiring companies to rethink their 

strategies and operations. This integration of AI is not 

just a technical change but a cultural one, demanding 

a shift in mindsets and skill sets across the workforce. 

As AI continues to play a larger role in shaping 
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business operations, organizations must focus on 

fostering innovation and continuous learning to stay 

competitive and adapt to the evolving business 

environment. At the same time, AI’s impact on 

organizational change is complex and diversified. 

The shift towards AI-driven systems requires more 

than just technical adoption; it also requires 

organizations to re-evaluate their processes, 

workforce capabilities, and decision-making 

structures. As AI automates routine tasks, employees 

must acquire new skills to work alongside these 

technologies. Additionally, new decision-making 

models emerge as AI tools provide insights that are 

more data-driven and predictive, often shifting the 

balance of power in decision-making. For AI to be 

successfully integrated, organizations need effective 

change management strategies to guide this transition 

and ensure that both employees and employers are 

equipped to navigate the changes. Emphasizing 

training, leadership alignment, and fostering a culture 

of adaptability will be critical for success. This paper 

explores the various aspects of AI-induced 

organizational change, including employee 

adaptation, cultural transformation, and the strategies 

needed to manage the disruptions that come with 

integrating AI technologies. Understanding these 

dynamics is essential for leaders and managers who 

wish to guide their organizations through this 

complex and ongoing transformation. [1] 

1.1. Objective of The Study 

 To analyze the impact of AI on organizational 

structure and decision-making processes. 

 To examine the relationship between AI 

integration in decision-making and 

employees' preparedness to adapt. 

 To identify key factors influencing AI 

adoption and resistance within organizations 

through statistical analysis. 

 To assess the challenges organizations, face 

in AI implementation, including resistance to 

change, data privacy concerns, and job 

security issues. 

 To identify trends and correlations between 

AI adoption levels and workforce concerns 

regarding job security 

 change is complex and diversified 

1.2. Scope of The Study  
The scope of this study encompasses an in-depth 

examination of the impact of Artificial Intelligence 

(AI) on management practices, focusing on the 

opportunities, challenges, and ethical considerations.   

The study will identify effective strategies for AI 

implementation and change management, 

highlighting the competitive advantage of AI-driven 

transformation for organizations. The study will 

provide a comprehensive understanding of AI's 

impact on management practices, concentrating on 

predictive analytics, natural language processing 

(NLP), and machine learning technologies. The 

geographic study is defined as it will adopt a global 

focus, exploring regional differences in AI adoption. 

2. Literature Review 

Cummings & Worley (2014)-Organisational change 

Theories [1], Study is focused on comprehensive 

framework for understanding organizational change. 

This study emphasizes planned change processes, 

integrating various models like Lewin’s three-step 

model and Kotter’s eight-step approach. It highlights 

the importance of leadership, organizational culture, 

and systems thinking in managing change. The theory 

also addresses resistance to change and the need for 

alignment across the organization. Effective change 

requires continuous engagement, communication, 

and sustainability. Klaus Schwab (2016) -The Fourth 

Industrial Revolution [2], this study focused on how 

AI is a key driver of organizational change, 

transforming business models and operational 

processes. He discusses how AI enhances decision-

making, automates tasks, and enables personalized 

services, requiring businesses to adapt their strategies 

and leadership approaches. AI’s impact on workforce 

dynamics, with automation replacing certain jobs 

while creating new ones, is a critical consideration for 

organizational change. The book emphasizes the 

need for organizations to embrace AI for innovation 

while addressing ethical and social implications. 

Vidhi Jain (2019)-The impact of artificial intelligence 

in Business(volume6-Issue-2) [3].This study focused 

on how AI technology filling the gap of human’s 

skills lacking in the business. This study was 

concluding by saying that there is a significant impact 

of AI on economic growth of business, on cyber 
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security/privacy, and in bringing income equality. 

Thus AI holds the potential to create a better business 

model in the world. Artificial intelligence will 

continue to grow in the forthcoming and transform 

the picture of business. Therefore, both people and 

business are required to be prepared for the upcoming 

demands of technology by accepting the innovation 

to be successful in the future. R.K Sharma and 

S.Agarwal(2022)-Exploring AI’s Role in 

Transforming Business Models[4]. This research 

paper delves into how Artificial Intelligence (AI) is 

reshaping and transforming business models across 

industries. The authors explore the various ways AI 

technologies are being integrated into business 

strategies, driving innovation, and creating new value 

propositions for organizations. McKinsey Global 

Institute Report (2017)-The AI Revolution [5]. This 

report explores the potential of Artificial Intelligence 

(AI) and its impact on businesses, industries, and 

economies, providing an in-depth analysis of AI's 

current and future applications. It highlights how AI 

is shaping the future of work and driving profound 

organizational changes. AI will fundamentally alter 

how companies operate and structure themselves, 

necessitating organizational restructuring as AI tools 

are implemented to automate operations, optimize 

decision-making, and enhance customer experience. 

As a result, management roles will evolve, with 

managers needing new skill sets to manage AI 

technologies, ensure ethical usage, and lead AI-

powered transformations within their organizations. 

3. Statement of Problems 

The existence of AI in an organization can cause 

numerous problems, including lack of strategic 

integration, data privacy concerns, workforce 

displacement, bias and ethics issues, and 

technological disruption. Additionally, organizations 

may face dependence on AI systems, cybersecurity 

threats, inadequate training and upskilling, job 

insecurity and resistance to change, insufficient 

transparency and accountability, algorithmic 

decision-making biases, cultural and social 

implications, intellectual property protection issues, 

compliance and regulatory challenges, over-reliance 

on automation, human-AI collaboration challenges, 

data quality and management issues, AI model 

interpretability and explainability limitations, 

liability and responsibility concerns, and continuous 

monitoring and maintenance needs. Furthermore, AI 

adoption may also lead to talent acquisition and 

retention challenges, skills obsolescence, and 

difficulties in measuring AI-driven ROI. Effective AI 

governance, planning, and implementation are 

crucial to mitigate these risks and ensure successful 

integration. As,AI’s role in organisation has 

diversified and plays a major key factor ,it is 

necessary to state and analyse the problems and make 

a better solution to ensure the AI’s role in 

organisational change. [2] 

4. Key Areas of AI Impact On Organization 

AI in Modern Organizations: Enhancing Decision-

Making, Efficiency, and Innovation 

4.1. Advanced Decision Making 

Now a days Ai technology has plays a Very important 

role in every organization. In every departments on 

organization have Ai to take plannings and decisions 

for their next steps. AI systems able to make strategy 

for more Ideas and decision-making by analysing 

vast amounts of information quickly, identifying 

trends, and offering actionable insights. This 

accelerates response times, improves accuracy, and 

enhances strategic planning, ultimately helping 

organizations make better, more informed choices. 

4.2. Increased Efficiency And Productivity 
Ai can increase efficiency and productivity?, Yes, It 

can do it. ,But how? ,. Because it have raw data and 

fined data. Raw data are inset by default. Then the 

fined data means those data that Ai collected form 

repetitive tasks across various departments, for 

example from customer service (through chatbots) to 

HR (with automated recruiting and onboarding). This 

efficiency allows employees to focus on higher-

value, creative, or complex tasks, increasing overall 

productivity and reducing operational costs. 

4.3. Support for Innovation and New Business 

Strategy 

AI plays a important key role in supporting 

innovation and creating new business strategy in 

modern organizations. By analysing large amounts of 

data from all various organization, AI helps 

companies identify new trends, understand customer 

preferences, and explore unused opportunities. Ai 
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also supports innovation by automating routine tasks, 

freeing up employees to focus on creative problem-

solving and strategic initiatives. [4] 

4.4. Recruiting Employees by AI 

Workforce transformation: An organization needs 

skilled employees so AI can help the employee to get 

updates and appointing skilled employees by 

analyzing their resume which is suitable for the role.It 

verifies their resume whether it is created by their 

own or using Ai. It can able to create job vacancies 

by introducing new roles and making demand for 

skilled employees. 

4.5. Improved Customer Experience 

AI can improve customer experience by storing the 

data of customers and identifying what he/she needs? 

so, it can predict the wants of customers and give a 

comfortable experience to them and gain customer 

satisfaction. Because ai watch the customer like, 

What product they seen everyday?, What product 

they interested to buy?, What their medical 

reports?..etc,. By collecting information(data)  for the 

customer and by using it like giving ads realeted to 

the customer searched or interested to buy, using 

medical report altert their health condition,helps to 

get incurence for bank. 

4.6. Enhanced Risk Management and Security 

This is  how orgainzation tackle the risk management 

and security by using ai. Driven threats Detection by 

using Ai systems analyze vast amounts of data to 

detect unusual patterns or behaviors that may indicate 

fraud, cyberattacks, or system powerlessness, 

Always analysing the networks, devices, and 

operations, ensuring faster responses to potential 

risks. AI predicts potential risks by analyzing 

historical data and trends, allowing organizations to 

address issues before they escalate. Advance data 

security by AI encrypts sensitive information, 

identifies unauthorized access attempts, and secures 

communication channels. Reducing minor mistake 

made by employee by accidently AI will find it 

immediately. 

5. Research Design 

5.1. Methodology of The Study 

Methodology refers to the structured approach used 

to conduct research, defining the techniques and 

procedures for data collection, measurement, and 

analysis. It ensures the study follows a systematic 

framework, maintaining reliability and validity in 

research outcomes. The Methodology includes the 

followings: 

 Selection of Sample 

 Collection of Data 

 Determining tools for Data collection 

 Analysis of data 

5.2. Selection of Sample  

Sample Selection is very important as it gives 

adequate information for the research. Sampling is a 

tool which helps to know the characteristics of the 

population. There are various methods of sampling. 

In this study Stratified random sampling is used to 

select 90 respondents. The study employs a structured 

questionnaire to systematically gather relevant data 

on the AI revolution, focusing on its impact, 

adoption, and challenges across various 

organizational roles. To ensure ease of access, a 

wider reach, and efficient data collection, the survey 

was conducted using Google Forms. This digital 

approach facilitates seamless participation while 

allowing for a diverse and representative sample. The 

target audience includes employees and managers 

from different organizational roles and AI adoption 

levels, enabling a comprehensive understanding of 

AI integration across industries. [4] 

6. Collection of Data 

 Data is one of the most important and vital aspects 

of any research studies. In this study, data is collected 

through two sources namely:  

 Primary Data  

 Secondary Data  

6.1. Primary Data 

 Primary data is the data collected directly from the 

respondents. This is first hand data collected from the 

original source. Primary data has not been published 

and is more reliable, authentic and objective. Primary 

data has not been changed or altered therefore its 

validity is greater than secondary data. Example: 

survey, questionnaire, interviews, and observation. 

6.2. Secondary Data  

Secondary data is a data that has been already 

collected and recorded by some researcher for their 

purpose, and that will be readily available. This data 

is more quickly obtainable than the primary data. It is 
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economical and time saving. Example: Published 

printed sources, Books, Journals, Magazines, and 

articles. 

7. Determining The Tools for Data Collection  

The process of gathering and analysing accurate data 

from various sources to find answers. To research 

problems is known as Data collection. In this study 

we prepared a questionnaire and collected through 

google form. 

8. Analysis of Data 

8.1. Statistical Diagrams and Tables 

Diagrams play an important role in statistical data 

presentation. It comprises graphs such as lines, bars, 

circles and charts. Every person can easily understand 

the data, when it is presented in a diagram. Even a 

layperson may understand the data if it is given 

diagrammatically so, that this tool is used to 

diagrammatical display of data. Tabulation means 

presentation of numerical data in columns and rows. 

Tables make the complex numerical data simpler and 

clear to understand. 

8.2.  Simple Percentage Analysis 
Percentage analysis refers to a rate, percentage that 

are used in making comparison between two or more 

series of data. Generally, percentage analysis is used 

when the responses fall in different categories such as 

female or male, literate or illiterate. The main purpose 

for using percentage analysis is that many statistics 

tools rely on percentage, and when data is converted 

to percentage it will be simple to understand and draw 

inference. It aids in the simplification of the data 

gathered through the questionnaire and interview 

schedule. 

8.3.   Correlation 

Correlation refers to the statistical relationships 

between two entities. It describes the degree to which 

two variables move in coordination with one another. 

If the two variables move in the same directions, they 

have positive correlation if they move in opposite 

directions then they have negative correlation. 

8.4. Limitations of The Study 

 Due to the large amount of data required, 

selecting a representative sample was 

challenging. 

 Identifying respondents with relevant AI 

experience made data collection more 

complex. 

 Some organizations were reluctant to share AI 

adoption details, limiting data access. 

 Participants' perceptions of AI, particularly 

job security concerns, may have influenced 

their responses. 

 AI adoption differs across industries, making 

it difficult to generalize findings. 

9. Conceptual Framework 

The conceptual framework of this study serves as a 

structural blueprint for understanding the impact of 

AI on organizational change. It outlines the key 

variables, their relationships, and the theoretical 

foundations guiding the research. With AI 

transforming decision-making, workflow 

automation, and workforce dynamics, this framework 

helps analyse how organizations adapt to these 

technological advancements. By examining AI 

integration in strategic, operational, and employee 

management functions, the framework identifies 

critical factors influencing adoption, resistance, and 

overall organizational performance. It also explores 

challenges such as data privacy concerns, job security 

fears, and workforce adaptability. The study applies 

established theories, such as the Technology 

Acceptance Model (TAM) and Lewin’s Change 

Management Model, to provide insights into how 

businesses navigate AI-driven transformations. 

This structured approach ensures a comprehensive 

analysis of AI’s role in reshaping organizational 

structures, decision-making, and employee 

preparedness, offering valuable insights for 

organizations aiming to implement AI effectively. 

9.1. Key Concepts  

 AI Integration in Organizations – The extent 

to which AI is implemented in strategic, 

operational, and employee management 

functions. 

 Organizational Structure Changes – How AI 

affects hierarchy, workflows, and decision-

making processes. 

 Employee Adaptation and Preparedness – 

The workforce's ability to adapt to AI-driven 

changes, including training and skill 

development. 

 AI Adoption and Resistance Factors – Key 
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factors influencing AI implementation, such 

as technological challenges, workforce 

resistance, and organizational readiness. 

 Challenges in AI Implementation – Issues 

such as resistance to change, data privacy 

concerns, and job security threats. 

9.2. Relationships Between Variables 

 AI adoption significantly influences 

organizational structure, leading to shifts in 

decision-making processes, workflow 

automation, and hierarchical adjustments. As 

AI systems optimize operations, 

organizations may experience a 

transformation in management roles, 

communication channels, and strategic 

planning. 

 AI-driven decision-making directly impacts 

employee preparedness and adaptability, 

requiring individuals to develop new skills 

and embrace technology-assisted processes. 

As AI tools take over routine and data-driven 

tasks, employees must transition toward roles 

that focus on strategic thinking, problem-

solving, and collaboration with AI systems. 

 The level of AI implementation determines 

the degree of resistance or acceptance among 

employees. Organizations with strong change 

management strategies and proper training 

programs often witness higher AI acceptance, 

whereas lack of awareness and fear of job 

displacement can lead to resistance. 

 Several factors act as moderators in AI 

adoption and organizational change, 

including data privacy concerns, job security 

fears, and the availability of training 

initiatives. Companies that prioritize 

transparency, ethical AI use, and skill 

development programs are more likely to 

ensure a smooth transition for their 

workforce. 

9.3. Benefits of AI Adoption in Organization 

 Increased Efficiency & Productivity - 

Automating routine tasks saves time and 

reduces human error. 

 Enhanced Decision-Making - AI-driven 

insights lead to more accurate and data-driven 

business strategies. 

 Cost Reduction - AI reduces operational costs 

by optimizing resource allocation. 

 Improved Customer Experience - AI-

powered chatbots and personalization 

enhance customer satisfaction. 

 Innovation & Competitive Advantage - 

Organizations leveraging AI gain an edge in 

technological advancements. 

 Better Risk Management - AI identifies 

potential risks and anomalies, improving 

security and compliance. 

9.4. Challenges in AI Implementation 

 Resistance to Change – Employee’s fear job 

displacement, leading to reluctance in AI 

adoption. 

 High Implementation Costs – Investment in 

AI infrastructure, tools, and employee 

training can be expensive. 

 Data Privacy & Security Concerns – Risk of 

data breaches, ethical concerns, and 

regulatory compliance issues. 

 Skill Gaps & Workforce Adaptability – 

Employees require training to effectively 

collaborate with AI systems. 

 Algorithmic Bias & Ethical AI Use – AI 

decision-making can be biased if not properly 

trained and monitored. 

 Integration with Existing Systems – AI must 

align with current business processes without 

disrupting operations. 

9.5. Human-AI Collaboration in 

Organizational Change 

 AI is not a replacement for human workers 

but a tool that enhances their abilities, 

improving efficiency and decision-making. 

 Augmented Intelligence focuses on 

combining human expertise with AI-driven 

insights to optimize business strategies. 

 AI helps automate repetitive tasks, allowing 

employees to focus on creativity, problem-

solving, and innovation. 

 Organizations must reskill employees to work 

alongside AI, ensuring smooth adaptation to 

AI-driven workflows. 
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 AI-driven decision-making improves 

accuracy in forecasting market trends, 

customer behaviour, and business 

performance. 

 Effective change management is required to 

reduce employee resistance to AI adoption 

and encourage collaboration. 

AI supports agile business models by 

streamlining operations, increasing 

productivity, and improving workplace 

efficiency. 

 Ethical AI use and governance are essential to 

ensure fairness, transparency, and responsible 

AI deployment in organizations. 

 The future of work depends on seamless 

Human-AI collaboration, enabling businesses 

to remain competitive and innovative. 

9.6. AI and Organizational Agility 

 AI adoption enables businesses to develop 

agile models, allowing them to quickly adapt 

to market shifts and industry trends. 

 AI-driven insights provide real-time data 

analysis, helping organizations make 

informed and flexible decisions. 

 Companies use AI to predict risks, optimize 

resources, and respond proactively to 

disruptions in business operations. 

 AI enhances operational efficiency by 

automating workflows, reducing delays, and 

improving overall productivity. 

 Agile organizations leverage AI to streamline 

supply chains, improve customer 

experiences, and drive innovation. 

AI-powered predictive analytics help 

businesses anticipate market demands, 

competitor strategies, and consumer 

behavior. 

 Organizations embracing AI-driven agility 

gain a competitive edge by adapting faster to 

changing economic conditions. 

 AI fosters a culture of continuous learning 

and adaptability, ensuring employees and 

businesses evolve alongside technology. 

 The integration of AI in agile business models 

enhances resilience, scalability, and long-

term sustainability in a dynamic market. 

10. Analysis 

"The goal is to turn data into information, and 

information into insight." – Carly Fiorina The 

analysis chapter presents the results derived from the 

collected data and interprets their significance in 

relation to the research objectives. This section aims 

to systematically examine the data, identify patterns, 

and extract meaningful insights that contribute to 

addressing the research questions. Both qualitative 

and quantitative methods may be employed to 

analyse the findings, depending on the nature of the 

study. The chapter begins by outlining the analytical 

framework and techniques used for data processing. 

Descriptive and inferential statistical methods are 

applied for quantitative data, while thematic analysis 

or content analysis may be used for qualitative data. 

Key findings are presented with the aid of tables, 

charts, and figures to enhance clarity and 

comprehension. This chapter also discusses the 

implications of the results, highlighting how they 

align with or deviate from existing literature and 

theoretical frameworks. Any unexpected trends, 

correlations, or anomalies are also explored to 

provide a comprehensive understanding of the 

subject matter. The analysis serves as the foundation 

for the subsequent discussion and conclusion, where 

the findings are further contextualized within the 

broader research landscape. 

10.1. Diagrammatic Representation 

Diagrammatic representation refers to the visual 

presentation of data, concepts, or information using 

diagrams, charts, graphs, or illustrations. It helps in 

simplifying complex data, identifying patterns, and 

making comparisons in an easily understandable 

format. This method enhances clarity, facilitates 

quick comprehension, and aids in decision-making. 

Diagrams used 

 Bar Charts (Vertical and Horizontal) 

 Pie Charts 

 Line Graph 

10.2. Age of Respondents 
The age factor has a great impact on understanding 

the subject more effectively and precisely. It helps in 

determining what age group is the ideal target 

audience. Table 1 shows Age Responds 
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Table 1 Age Responds 

S.No Age 
No. of. 

Respondents 
 

1. 18-22 64 70.3% 

2. 23-26 14 15.4% 

3. 26-30 3 4.4% 

4. Above 30 9 9.9% 

 Total 90 100 

 

 

 

 

 
Figure 1 Age of the Respondents 

 

The survey results show that the majority of 

respondents (70.3%) are aged 18-22, followed by 

smaller groups in older age categories. This indicates 

that the findings mainly reflect the perspectives of 

younger individuals, who are likely more open to AI 

adoption but may have limited experience in 

decision-making. To gain a more comprehensive 

understanding of AI’s impact on organizational 

change, input from older age groups, including 

managers and senior employees, would be beneficial. 

Figure 1 shows Age of the Respondents 

10.3. Gender of The Respondents 

Gender has a vital role in selection of work. It 

provides information on the different roles of women 

and men at different levels in the AI adoption in the 

working place. 

 

 
Figure 2 Gender of the Respondents 

 

The survey results indicate a nearly equal gender 

distribution, with 50.5% male and 49.5% female 

respondents. This balanced representation ensures 

that insights on AI adoption and organizational 

change reflect perspectives from both genders, 

minimizing bias in the findings. It suggests that the 

research captures diverse viewpoints on how AI is 

influencing workplace dynamics across gender 

groups. Figure 2 shows Gender of the Respondents 

10.4. Most Used AI 

The bar chart compares four AI tools-ChatGPT, 

Gama, Co-pilot, and Gemini-based on their usage and 

popularity of the tools. ChatGPT is clearly the most 

used or preferred by the maximum respondents, as it 

has the longest bar. Gama comes next but with a 

much lower value. Copilot follows in third place with 

moderate use, while Gemini has the shortest bar, 

indicating the least preference. Overall, the chart 

shows ChatGPT is mostly used by the respondents. 

Figure 3 shows AI Graph. 

https://irjaeh.com/
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Figure 3 AI Graph 

 

11. Analysis by Using Jamovie Software  

Jamie: A Tool for Analysing Reports Jamovie is a 

powerful yet user-friendly open-source statistical 

software designed for researchers, educators, and 

professionals who need to analyse data efficiently. It 

simplifies statistical computing with an intuitive 

spreadsheet-like interface, eliminating the need for 

coding while still offering advanced analytical 

capabilities. Built on the R programming language, 

Jamovi enables users to perform a wide range of 

statistical tests, from basic descriptive statistics to 

complex inferential analyses, including t-tests, 

ANOVA, chi-square tests, regression analysis, and 

factor analysis. It provides real-time output updates, 

allowing users to instantly visualize changes in their 

data and results. Additionally, Jamovi supports data 

visualization through various charts and graphs, 

helping users interpret trends and relationships more 

effectively. The software also integrates with R, 

making it highly extensible for those who require 

more advanced statistical modelling and machine 

learning applications. Available across multiple 

platforms, including Windows, Mac, Linux, and a 

cloud-based version, Jamovi ensures accessibility 

and flexibility for diverse research needs. Its ability 

to generate publication-ready reports in formats like 

Word, PDF, and Excel makes it a valuable tool for 

academic and professional settings. As a free 

alternative to proprietary software like SPSS, Jamovi 

is widely used in social sciences, business analytics, 

healthcare, and education, empowering users with 

reliable statistical tools without the cost or 

complexity of traditional programs, It includes: 

 Descriptive Statistics 

 t-Tests (One-sample, Independent, Paired) 

 Chi-Square Tests (Goodness-of-Fit, 

Independence) 

 ANOVA (One-way, Repeated Measures, 

Factorial) 

 Correlation (Pearson, Spearman) 

 Regression (Linear, Multiple, Logistic) 

 Mann-Whitney U Test 

 Kruskal-Wallis Test 

11.1. Objective1- Relationship Between AI 

Integration in Decision-Making Process 

 

Table 2 Source-Primary Data 

 Value df P 

X2 n 12 0.272 

N 90   

 

Null Hypothesis (H₀)-There is no significant 

relationship between AI integration in decision-

making and employees' preparedness to adapt to AI. 

Alternative Hypothesis (H1)- There is a significant 

relationship between AI integration in decision-

making and employees' preparedness to adapt to AI. 

From the table, Since the p-value (0.272) is greater 

than 0.05, we fail to reject the null hypothesis, 

meaning that no strong evidence suggests a 

significant relationship between AI integration in 

decision-making and there is no significant 

relationship between age group and AI perception in 

decision making process,the perception of 

respondents based on the age is not differs. 

11.2. Objective2: To Examine the 

Relationship Between AI Integration in 

Decision-Making and Employees' 

Preparedness to Adapt 

 

Table 3 Source: Primary Data 

 Value df p 

χ² NaNᵃ    0.20 

N 90     
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Null Hypothesis (H₀):There is no significant 

correlation between AI adoption levels and 

workforce concerns regarding job security. 

Alternative Hypothesis (H₁):There is a significant 

correlation between AI adoption levels and 

workforce concerns regarding job security. From the 

result, Since the p-value (0.20) is greater than the 

significance level (0.05), we fail to reject the null 

hypothesis, suggesting that employees who are very 

prepared for AI implementation do not necessarily 

have heightened concerns about job security. This 

indicates that greater AI readiness may help mitigate 

fears of job displacement, reinforcing the importance 

of AI training and workforce development in easing 

transitions. 

11.3. Objective3- Assess The Key Challenges 

Organizations Face in Implementing AI, 

Including Resistance To Change, Data 

Privacy Concerns, And Job Security 

Issues 

 

Table 4 Source: Primary Data 

Predictor Estimate SE t p 

Intercept 2.32266 0.259 8.9568 <.001 

Privacy 

Implicatio

n of AI 

-0.00597 0.109 0.0550 0.956 

 

Null Hypothesis (H₀): There is no significant impact 

of privacy concerns on resistance to AI 

implementation. Alternative Hypothesis (H₁): 

Privacy concerns significantly impact resistance to 

AI implementation. From the results, since the p-

value (0.956) is much greater than the significance 

level (0.05), we fail to reject the null hypothesis. This 

suggests that privacy concerns do not play a major 

role in AI resistance. Instead, other factors like a lack 

of skilled workforce and organizational culture may 

have a greater influence on resistance to AI adoption. 

11.4. Objective4-To Assess the Challenges 

Organizations Face in AI 

Implementation, Including Resistance 

to Change, Data Privacy Concerns, And 

Job Security Issues 

Table 5 Primary Data 

  χ² df p ε² 

AGE 5.27 4 0.261 0.251 

 

Null Hypothesis (H₀): There is no significant 

association between age and the variable under study. 

  Alternative Hypothesis (H₁): There is a significant 

association between age and the variable under study. 

This table shows that The results indicate that age 

does not have a significant impact on the challenges 

organizations face in AI implementation, such as 

resistance to change, data privacy concerns, and job 

security issues. Since the p-value (0.261) is greater 

than the significance level (0.05), we fail to reject the 

null hypothesis. This suggests that AI-related 

challenges are not strongly linked to employees' age 

groups, meaning factors like organizational policies, 

skill levels, or job roles may be more influential in 

shaping AI resistance and concerns. 

11.5. Objective5- To Assess Challenges in Ai 

Adoption, Including Resistance, 

Privacy, And Job Security Concerns 

 

Table 6 Primary Data 

Predictor Estimate SE t p 

Privacy 

Implication 

of AI 

-0.00597 0.109 0.0550 0.956 

 

Null Hypothesis (H₀): The privacy implications of AI 

have no significant effect on the job security. 

Alternative Hypothesis (H₁): The privacy 

implications of AI have a significant effect on the job 

security. The p-value (0.956) is much greater than the 

standard significance level (0.05), indicating that the 

effect of privacy implications of AI is not statistically 

significant. Since p > 0.05, we fail to reject the null 

hypothesis, meaning there is no strong evidence to 

suggest that privacy concerns related to AI impact the 

dependent variable in this study. 

12. Finding 

12.1. AI Training and Skill Development 

Invest in AI training programs to address the lack of 

a skilled workforce.Providing employees with 

necessary AI skills ensures smoother implementation 

and reduces resistance. 

https://irjaeh.com/
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12.2. Employee Readiness and AI Integration 

 Leverage employees’ readiness for AI by 

actively integrating AI tools. 

 Encouraging employees to engage with AI 

technologies can enhance productivity and 

acceptance. 

 Practical AI Implementation 

 Focus on practical AI implementation rather 

than concerns like privacy or job security. 

 Prioritizing real-world applications of AI can 

drive efficiency without causing unnecessary 

fear. 

12.3. AI Policies and Transparency 

 Develop clear AI policies to build trust and 

transparency. 

 Well-defined policies help employees 

understand AI’s role and reduce uncertainty. 

 Employee Involvement in AI Decision-

Making 

 Involve employees in AI-driven decision-

making to boost acceptance. 

 Engaging employees in AI-related 

discussions fosters a sense of ownership and 

reduces resistance. 

13. Recommendations 

 Invest in AI training programs to address the 

lack of a skilled workforce. 

 Leverage employees’ readiness for AI by 

actively integrating AI tools. 

 Focus on practical AI implementation rather 

than concerns like privacy or job security. 

 Develop clear AI policies to build trust and 

transparency. 

 Involve employees in AI-driven decision-

making to boost acceptance 

Conclusion 

To navigate the AI revolution successfully, 

organizations must go beyond technological adoption 

and focus on employee empowerment, skill 

development, and transparent AI governance. 

Investing in AI training and workforce upskilling 

bridges the skills gap, ensuring employees can work 

alongside AI systems. Rather than seeing AI as a 

disruption, companies should integrate it to enhance 

decision-making, efficiency, and innovation. 

Transparency and inclusivity are key to overcoming 

resistance. Clear AI policies, ethical guidelines, and 

open communication build trust, reducing concerns 

about job security and privacy. Actively involving 

employees in AI-driven decision-making fosters 

collaboration and adaptability, turning AI adoption 

into an opportunity for growth. With a structured, 

employee-centric approach, businesses can drive 

innovation, stay competitive, and ensure long-term 

success. 
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