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Abstract

Artificial intelligence is one of the most important
factors in the transformation of modern
organizations, influencing the implementation of
management processes and the functioning of
employees in the workplace. This article aims to
analyse the role and impact of artificial intelligence
in selected areas of organizational management,
taking into account the employee perspective, as
well as to assess their attitudes and identify the
benefits and challenges resulting from implementing
Al-based solutions. The research employed a
diagnostic survey method using a proprietary
questionnaire, and the obtained data was statistically
analysed. The results indicate that employees
generally view the use of artificial intelligence in
management positively, recognising its potential to
increase  organisational efficiency, streamline
decision-making, and improve work quality. At the
same time, respondents emphasise the need to
develop digital competencies and adequately
prepare organisations for the implementation of new
technologies. The analysis also revealed a
correlation between selected socio-demographic
characteristics of respondents and their attitudes
toward artificial intelligence. The obtained results
contribute to research on the social determinants of
Al implementation and suggest practical directions
for managing the digital transformation process in
organizations.

Keywords: artificial intelligence, management,
employee attitudes, digital transformation, artificial
intelligence implementation

I.  Introduction

The dynamic development of digital
technologies, particularly artificial intelligence (Al),
is one of the most important factors determining
contemporary socio-economic transformations and
the functioning of organisations. The on-going
digitisation of business processes means that
solutions utilising machine learning algorithms,

natural language processing, and large dataset
analysis increasingly support planning, organising,
motivating, and controlling processes.
Consequently, Al is no longer merely a tool for
automating selected operational activities, but is
becoming a supporting element in decision-making
processes and building a competitive advantage for
modern organizations.

However, the growing scale of Al-based
solution implementation means that, in addition to
economic and organisational benefits, social issues
related to employee acceptance of new technologies
are becoming increasingly important. The literature
emphasizes that the effectiveness of Al
implementation depends not only on the
organization's level of technological advancement
but also on employee willingness to cooperate with
intelligent systems, the level of trust in new
solutions, and the perception of Al's impact on job
security, professional development, and job quality.
This means that the Al implementation process
should be analysed not only from a technological
perspective but also from an organisational and
social perspective.

Despite the growing number of publications
on the use of artificial intelligence in management,
there is still a dearth of research focusing on
employee perceptions of Al and identifying the
factors  determining their attitudes toward
implemented technologies. Existing studies have
largely focused on the economic efficiency and
technical aspects of Al implementation, while the
social  determinants of  successful  digital
transformation in organisations are relatively rarely
analysed. Filling this research gap is crucial for both
the development of management theory and the
practical operation of enterprises.

The aim of the research included in this
study is to analyse the role and impact of artificial
intelligence in selected areas of organisational
management, taking into account the perspectives of
employees, as well as to assess their attitudes and
identify the challenges and benefits resulting from
the implementation of Al in management processes.
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Achieving this goal required answering the
main research problem, formulated as the question:
What are employee attitudes and expectations
toward artificial intelligence in management? To
further refine the scope of analysis, the following
research questions were identified: How is artificial
intelligence perceived in management in a selected
industry? What is the impact of Al on selected areas
of management? How does Al influence the
attitudes of employees using  Al-related
applications? Do  employee attitudes and
expectations toward artificial intelligence in
management depend on their age and education?

To address the research questions, a research
strategy based on the diagnostic survey method was
employed. The primary research tool was a custom-
designed questionnaire addressed to employees
representing various age groups, education levels,
and job positions. The obtained empirical data was
statistically analysed using descriptive statistics and
correlation tests, enabling the assessment of the
impact of selected socio-demographic
characteristics of respondents on their attitudes
toward artificial intelligence. This research approach
allowed for a comprehensive assessment of the
social determinants of Al implementation and the
identification of factors determining the level of
acceptance of new technologies in the workplace.

The structure of the article is guided by the
adopted research objective. The first section
presents the theoretical foundations of artificial
intelligence in management and reviews the current
literature on the subject. This is followed by a
presentation of the research methodology,
characteristics of the research sample, and the data
analysis methods employed. The next section
discusses the empirical research results and their
interpretation, while the conclusion includes
synthetic conclusions, theoretical and practical
implications, limitations of the conducted research,
and directions for further analysis.

Employee attitudes towards artificial intelligence

In recent years, increasing attention has been
paid to the social aspects of Al implementation.
Research shows that the level of acceptance of new
technologies depends on many factors, such as age,
education level, professional experience, previous
Al use, digital literacy, organisational culture, and
trust in technology. According to the Microsoft
Work Trend Index [2024], over 75% of employees
use Al in their daily work, often on their own
initiative, regardless of formal organisational policy.
At the same time, employees expect greater support

from employers in terms of training and establishing
standards for responsible Al use.

Similar conclusions were presented in the
World Economic Forum's Future of Jobs Report
[Zahidi, 2025], according to which the development
of Al will increase the demand for digital,
analytical, and interpersonal skills, while reducing
the importance of routine administrative tasks. This
means that organisations' digital transformation will
increasingly depend on employees' willingness to
engage in continuous learning.

Research gap and own contribution of the study

The literature is relatively sparse in
empirical studies that simultaneously analyse: the
assessment of Al wuse in various areas of
management, the impact of employee experiences
with Al tools on their attitudes, and the relationship
between socio-demographic characteristics and the
level of AI acceptance. The presented article
addresses this research gap by comprehensively
analysing employee attitudes and expectations
toward Al, taking into account both organisational
and social aspects. The originality of this research
lies in the simultaneous combination of the
assessment of Al applications in selected areas of
management with an analysis of the impact of
respondents' age and education level on their
attitudes toward implementing new technologies.
The study combines perspectives on management,
organisationalbehaviour, and digital transformation,
allowing for a more comprehensive explanation of
the factors determining employee acceptance of Al.

The obtained results contribute both to the
development of management theory, expanding
knowledge about the social determinants of Al
implementation, and to the practice of managing
organisations. They indicate that the effectiveness of
digital transformation depends not only on the
quality of the implemented technologies, but above
all on the proper preparation of employees, the
development of their digital competencies, and
building trust in Al-based systems.

The conceptual model of the article was
based on the following determinants and
mechanisms:  individual  determinants:  age,
education, experience with Al (main type of work
performed); perceptual determinants: perceived
usefulness, ease of use, expected effectiveness,
social influence, organizational conditions; socio-
technical mechanisms: trust in Al, digital
competences, organizational culture, transparency,
human supervision; outcome: attitudes towards Al,
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expectations towards Al, readiness to use Al in
management.

“Some of the conceptual elements of this
study echo the author's earlier work. However, this
article introduces new data and an extended time
horizon”.

II.  Research methodology
2.1 Purpose, object, subject and research problems

The aim of the research included in this
study, understood as: explaining the phenomena
undertaken, identifying and formulating certain
regularities based on empirical analysis [Creswell,
2013, p. 136], is to analyze the role and impact of
artificial intelligence in selected areas of
organizational management, taking into account the
perspectives of employees, as well as to assess their
attitudes and identify the challenges and benefits
resulting from the implementation of Al in
management processes.

The research subject, i.e., an event,
phenomenon, or social process, or an organisational
structure, system, or institution [Karpowicz, 2022, p.
121], is employees employed in human resources
management, customer  service, Or  Crisis
management who use artificial intelligence
applications daily and work in Poland within the
Greater Poland Voivodeship. The subject is their
attitudes and expectations related to artificial
intelligence.

A research problem involves answering a
question or set of questions that are sought through
scientific research [Karpowicz, 2022, p. 239]. It can
be assumed that a research problem is a description
of the purpose or topic of research that should be
answered by conducting research [Jeszka, 2013, p.
32]. The main research problem in this article
concerns the answer to the following question: What
are the attitudes and expectations of employees

1) How is artificial intelligence perceived in
the management of a selected industry?

2) What is the impact of Al on selected areas
of management?

3) How does Al influence the attitudes of
employees using Al-related applications?

4) Do employees' attitudes and expectations
towards artificial intelligence in management
depend on their age and education?

2.2 Methods and tools

The main research method was a quantitative survey
method, which allowed for obtaining a large amount
of information from people who anonymously
answered questions contained in a questionnaire
developed based on a five-point Likert scale [Tarka,
2015, p. 290]. The information obtained must be
reliable, i.e., information that will contribute to
achieving credible results and, consequently, the
purpose of the research [Klimczyk-Bryk, 1996, p.
78]. The reliability of the results is significantly
influenced by the selection of the sample, the
organisation, and the scope of the research.

2.3 Sample selection, organization and scope of
research

The sample was purposive. Survey questionnaires
were sent via email to selected enterprises and
institutions in Greater Poland, including questions
about employee attitudes and expectations toward
artificial  intelligence in management. Only
organisations that had implemented artificial
intelligence in areas such as human resources
management, customer service, Or  crisis
management were eligible to participate in the
program. The number of such organisations
registered within the designated research area in
2022 was 491200 [GUS, 2023, p. 1]. The minimum
sample size was determined using the following

towards artificial intelligence in management? formula [Jabtoniska, Sobieraj, 2013, p. 35]:
Specific problems:

N N

Noin = 4-d2(N-1) = 1 0,0064(N—1)
z? + 3,8416
where:
N — population size (491,200),
Z = 1.96 — standard value for significance p = 0.05.
d — estimation error ( 4% ),
hence:
491200 491200
Noin = 14 0,0064-(491200-1) 819 =599
3,8416
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For further calculations, a minimum sample of 615 people whose survey questionnaires were completed

correctly was assumed
III.  Analysis Of Research Results
3.1 General analysis

The respondents were people dealing with
human resources management (36.68%), customer
service  management (34.97%) and crisis
management (28.35%), under 40 years of age
(58.72%), mostly with higher education (56.69%),
employed in organisations that implemented
artificial intelligence [Appendix No. 1].

To examine the use of Al in management,
employees of the surveyed companies were asked
about potential improvements in work efficiency in
the context of AI. The vast majority responded

Improving work efficiency

m definitely yes

myes

no

7.58

3.8

%

= no opinion

definitely no

”yes” and “definitely yes” (70%), but nearly 18% of
respondents had no opinion on this matter, and 12%
disagreed. However, job losses resulting from Al
implementation were noted by 42.43% of
respondents, while the remaining respondents were
unaware of this situation. The vast majority of
respondents agreed that Al had increased their
organizations' competitiveness (75.89%) — Figure 1.
The impact of Al on selected management
areas was analysed across the following three
themes: customer service quality, human resources
management, and rapid response to crisis situations.

Job losses

43.14

Increasing the competitiveness of
the organization

Figure 1.Artificial Intelligence in Management
Source: prepared based on Appendix No. 1

the first
about

context of
asked

the
were
improvements in customer service quality following

In
respondents

theme,
potential

the implementation of Al-based
applications.Similarly, in the area of facilitating
human resources management processes, 78.89% of
respondents noted such improvements, while only
21.11%, including those undecided, disagreed.
Meanwhile, 49.96% of respondents believe Al helps

in rapid response to crises, while 23.94% expressed
no opinion, and 26.1% did not notice a faster
response to crises — Figure 2.

The impact of Al on employee attitudes
towards Al in the surveyed organisations was
analyzed in the following three areas: increasing
their productivity, changing their own competences
and having the willingness to develop Al-related
skills.
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In the context of the first area, increasing respondents, with only 6.57% having no opinion,
one's own productivity, 51.94% of respondents and 13.28% not perceiving such a need. The vast
responded affirmatively, 21.89% had no opinion, majority of respondents expressed a willingness to
and as many as 26.17% disagreed. However, develop Al-related skills (86.3%) — Figure 3.

changing competencies concerned 80.15% of

Implementing AT has improved the Al facilitates human resources
quality of customer service % management processes
1.16 m definitely yes

74 myes

= no opinion

no

definitely no

62.86

Al helps in quick response to
crisis situations

Figure 2. The Impact of Al on Selected Management Areas
Source: Prepared by the author based on Appendix 1

Increasing your own productivity [ Changing your own competencies

m zdecydowanie tak
445

8,83 52,17

mtak

mnie mam zdania

nie

zdecydowanie nie

Be willing to develop AL
skills

DOI: 10.5281/zenodo.21884483 www.ijemh.com Page 180



International Journal of Engineering, Management and Humanities (IJEMH)
Volume 7, Issue 4, Jul.-Aug., 2026 pp: 176-190 ISSN: 2584-2145 www.ijemh.com

Figure 3. Employee Attitudes Toward Al
Source: Prepared based on Appendix 1

3.2 Statistical analysis

In the statistical analysis, the actual numbers
resulting from the completed questionnaires were
assumed [Appendix No. 1], and the theoretical
numbers were calculated based on the following
formula [Gren, 1978, p. 131]:

_ni'n}-
=

where 7 ;; n j— marginal numbers.

Test for qualitative variables y?2(Chi-square) was
performed according to the following formula
[Sobczyk, 2001, p. 214]:

The choice of an appropriate test to examine the
significance of differences (whether differences
between groups are real or merely due to chance)
depends on the type of wvariables and their
distribution, as well as the number of groups being
compared. These can be two-sample tests, such as
[Watroba, 2009, pp. 36-37]:

. Student's t-test for independent samples,

when comparing two separate groups,

e  Student's t-test for dependent samples (the

same group tested twice: before and after),

e Mann-Whitney U: t-test for independent

samples (used when the data do not follow a

normal distribution).
To test the significance of differences, the Student's
t-test for homogeneous variances was finally
adopted, and the value of the statistic was calculated
using the following formula [Gren, 1972, p. 66]:

X1~ X%

t =

n152+n,52 (1 i 1)
nitny—2 nq ny

where:
(%; — x,) — difference in mean values,
S2 ;52— sample variances,

n1-S24ny82 (1 1 . _ _
/M . (— + _)7 standard error of the difference (¥; — X5),
nitny—2 ny no

n 1, n »—sample size,(n, + n, — 2)degrees of freedom.

For non-homogeneous variances, the test takes the following form [Gren, 1972, p. 65]:

X1—X3 |

b
5% s%
21,°2
ng ny

52.52
S2+5s2

t = with G +

) * (ny + n, — 2)degrees of freedom.

To examine the quantitative interdependencies of given features, the linear correlation coefficient should be
calculated according to the following formula [Sleszynski, 2020, p. 70]:

2i=1(xe =0 - e — ¥)

r(X,Y) =

\/Z?:l(xt — %)% X (e — ¥)?

where:

n — feature values; X  y 1= 1, 2, ..., n;Xandy— arithmetic means of features X, Y.
The frequency distribution for the assessment of management effectiveness in the context of artificial
intelligence in relation to the age of the respondents up to 40 years and the improvement of management
effectiveness, job losses and increased competitiveness is presented in Table 1.
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Table 10rganisational management effectiveness in the context of artificial intelligence — actual numbers
Managemen | Age up to 40 Improving Age up to 40 Job losses Age up to Increasing
t efficiency years management years 40 years competitivene
in the efficiency ss
context of
artificial numb % numb % numb % numb % nu % numb %
intelligence er er er er mbe er
r

definitely 125 | 3% 183 | 2068 | 89 |20 116 | 1879 | 115 | P17 | 265 | 1
yes 4 2 6 4
yes 168 462'3 249 | 40.65 | 103 2%'4 145 | 23.64 | 129 3;'8 201 325'7
[have no |y o | q0s | 1749 | 79 [2YT ) | 273 | s | 170 7 | 126
opinion 6 5 9
no 16 4.36 51 8.32 41 12'3 104 16.92 | 33 | 9.26 47 7.58
ﬁgﬁ“‘tely 12 [338] 24 | 386 | 50 1%8 79 1292 | 19 [521| 24 | 3.84

Total: | 361 100 615 100 361 100 615 100 | 361 | 100 615 100

Source: own study based on Appendix No. 1

Theoretical numbers are listed in Table 2.

Table 20rganisational management effectiveness in the context of artificial intelligence — theoretical numbers

Effectiveness of Age up to Improving Age up to Age up to 40

organizational 40 years management 40 years years Increasing

management in the efficiency Job losses competitivene

context of artificial ss

intelligence

definitely yes 114 194 76 129 141 239

yes 154 263 91 156 121 209

I have no opinion 55 93 92 157 53 90

no 25 42 54 91 30 50

definitely not 13 23 48 82 16 27
Total: 361 615 361 615 361 615

Source: own study based on Table No. 1

The analysed impact of organisational
management effectiveness in the context of artificial
intelligence on the relationship between the age of
respondents under 40 and improved management
effectiveness demonstrates a statistically significant
relationship, as follows: p = 0.005 < 0.05, withy? =
14.84, which means that the age of respondents has
a statistically significant relationship with the

assessment of the impact of artificial intelligence on
management effectiveness. The chi-square test alone
does not indicate the direction or strength of this
relationship. These values are indicated by the

Pearson correlation coefficient:
25728

Roy=——o
Y 33647.7566

= 0.7646
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The factor R,,, = 0.7646indicates a strong positive
correlation between respondents aged up to 40 years
and improved management efficiency.

The analysed impact of organisational management
effectiveness in the context of artificial intelligence
on the relationship between the age of the
respondents under 40 and job losses shows a
statistically significant relationship, as: p = 0.0078 <
0.05, withy? = 13.85, which means that the age of
the respondents has a statistically significant
relationship with the assessment of the impact of
artificial intelligence on job losses. Pearson

correlation coefficient:
2456

Ryy = —=——- = 0.2846
X 8629.5053

The factorR,, = 0.2846indicates a weak positive
correlation between respondents aged up to 40 and
job losses.

The analysed impact of organizational management
effectiveness in the context of artificial intelligence
in the relationship between the age of the
respondents under 40 and the increase in the
competitiveness of the organization's operations
shows a statistically significant relationship, as: p =
0.0065 < 0.05, withy? = 14.27, which means that
the age of the respondents has a statistically
significant relationship with the assessment of the
impact of artificial intelligence on increasing
competitiveness. Pearson correlation coefficient:

19078 06312
XY 7 30223.2330

The factor R,, = 0.6312indicates a quite strong
positive correlation between respondents aged up to
40 and an increase in the competitiveness of the
organisation's operations.

The analysed impact of organizational management
effectiveness in the context of artificial intelligence
in the relationship between the age of respondents
over 40 years and the indication of job losses shows
a statistically significant relationship, as p = 0.0296
< 0.05, withy? = 10,74, which means that the age
of respondents (over 40 years) has a statistically
significant relationship with the assessment of the
impact of artificial intelligence on job losses.
Pearson correlation coefficient:

3192

Ry, =—=———=02
' 13522.5410 0-2360

The factorR,, = 0.2360indicates a rather weak

positive correlation between respondents aged over
40 and reporting job losses.

The analysed impact of organisational management
effectiveness in the context of artificial intelligence
in the relationship between the age of respondents
over 40 years and increased market competitiveness
shows a statistically significant relationship, as p =
0.0028 < 0.05, withy? = 16,14, which means that
the age of respondents (over 40 years) has a
statistically  significant relationship with the
assessment of the impact of artificial intelligence on
increased competitiveness. Pearson correlation

coefficient:
12456

Ry, = =—=—=———=—==10.3600
Y 34596.6500

The factorR,, = 0.3600indicates a fairly good
positive correlation between respondents aged over
40 and increased competitiveness on the market.
The analysed impact of organisational management
effectiveness in the context of artificial intelligence
on the relationship between higher education of the
respondents and the improvement of management
effectiveness shows a statistically significant
relationship, as p = 0.0117 < 0.05, withy? = 12.91,
which means that the respondents' education has a
statistically  significant relationship with the
assessment of the impact of artificial intelligence on
management effectiveness. Pearson correlation
coefficient:
24174

=———  =(.7310
*¥ " 33068.8741

The factorR,, = 0.7310indicates a strong positive
correlation between respondents with higher
education and improved management efficiency.
The analysed impact of organisational management
effectiveness in the context of artificial intelligence
on the relationship between higher education of the
respondents and job losses shows a statistically
significant relationship, as p = 0.0174 < 0.05,
withy? = 11.99, which means that the respondents'
education has a statistically significant relationship
with the assessment of the impact of artificial
intelligence on job losses. Pearson correlation
coefficient:
1261

=-=—-—=0.1707
. 7386.5204

The factorRy, = 0.1707indicates a very weak
positive correlation between respondents with
higher education and job losses.

The analysed impact of organisational management
effectiveness in the context of artificial intelligence
on the relationship between the respondents' higher
education and the increase in the competitiveness of
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the organization's operations shows a statistically
significant relationship, as: p = 0.0115 < 0.05,
withy? = 12.95, which means that the respondents'
higher education has a statistically significant
relationship with the assessment of the impact of
artificial intelligence on increasing competitiveness.
Pearson correlation coefficient:
30347

Ry, = =——=—=—-=0.8816
' 34422.2667

The factorR,, = 0,8816indicates a very strong
positive correlation between respondents with
higher education and increased competitiveness of
the organisation's operations.

The analysed impact of organisational management
effectiveness in the context of artificial intelligence
on the relationship between the respondents' non-
tertiary education and the improvement of
management effectiveness shows a statistically
significant relationship, as p < 0.05, which y2 =
125.08,means that the respondents' non-tertiary
education has a statistically significant relationship
with the assessment of the impact of artificial
intelligence on the improvement of management
effectiveness. Pearson correlation coefficient:

R, = 3255 =0.1116
Y 7 29167.6251

The factorR,, = 0.1116indicates a very weak
correlation between respondents with education
other than higher education and improvement in
management efficiency.

The analysed impact of organisational management
effectiveness in the context of artificial intelligence
on the relationship between the respondents' non-
tertiary education and job losses shows a statistically
significant relationship, as: p = 0.0010 < 0.05,
withy? = 18.52, which means that the respondents'
non-tertiary education has a statistically significant
relationship with the assessment of the impact of
artificial intelligence on job losses. Pearson

correlation coefficient:
5568

' 13709.5104 0406

The factorR,, = 0.4061lindicates a fairly good
positive correlation between respondents with
education other than higher education and job
losses.

The analysed impact of organisational management
effectiveness in the context of artificial intelligence
in the relationship between the respondents' non-
tertiary education and the increased competitiveness
of the organisation's operations shows a statistically

significant relationship, as p < 0.05, which y? =
125.08, means that the respondents’ non-tertiary
education has a statistically significant relationship
with the assessment of the impact of artificial
intelligence on increased competitiveness. Pearson
correlation coefficient:

1333

=————=10.0391
' 34061.9543

The factorR,, = 0.0391lindicates a minimal
positive correlation between respondents with
education other than higher education and an
increase in the competitiveness of the organisation's
operations.

IV.  Summary of Research Results

The study was conducted on a sample of
615 respondents employed in organisations in the
Greater Poland Voivodeship region that utilize
artificial intelligence in the areas of human
resources management, customer service, and crisis
management. The majority of respondents were
under 40 years of age and had higher education.

The results indicate that the vast majority
of respondents positively assess the impact of
artificial intelligence on organizational operations.
At the same time, some respondents noted the
phenomenon of job losses resulting from Al
implementation, indicating that concerns about
technology replacing employees are not the
dominant view among those surveyed. From a
management science perspective, these results
indicate that employees perceive artificial
intelligence primarily as a tool supporting
organisational efficiency, rather than solely as a
factor leading to job automation. This confirms the
assumptions of digital transformation theory,
according to which Al is primarily a source of
productivity growth and competitive advantage for
enterprises.

Analysis of specific areas of organisational
functioning revealed varying degrees of Al impact.
Al's impact on streamlining human resources
management processes, improving customer service
quality, and supporting crisis response was rated
highest, with a relatively high percentage of
undecided respondents and respondents denying
such impact. The greatest benefits from Al are
found in highly standardised and information-
processing  processes, such as  personnel
management and customer service. Crisis
management, which requires decision-making under
conditions of uncertainty and consideration of social
and situational factors, which are more difficult to
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fully automate, received much more moderate
ratings.

Research has shown a generally positive
employee attitude toward the use of Al. Over half of
respondents noted an increase in their own
productivity thanks to the use of Al. Particularly
high scores were recorded for the need to develop
competencies and willingness to further develop
knowledge related to Al. This demonstrates a high
level of acceptance of technological change and a
significant openness of employees to developing
digital skills. This is consistent with the concept of
lifelong learning, which assumes the need for
continuous improvement of skills in response to
dynamic technological changes.

Statistical analysis showed that
respondents' age significantly differentiated their
perception of the impact of artificial intelligence. In
the group of people under 40, statistically significant
correlations were found between age and the
assessment of improved management effectiveness,
and between the assessment of job losses and the
assessment of increased competitiveness. Pearson
correlation  coefficients indicated that the
relationship between younger age and the
assessment of improved management effectiveness
was strong and positive, the relationship with the
assessment of job losses was weakly positive, and
the relationship with the assessment of increased
competitiveness was quite strong and positive.

Significant statistical correlations were also
found among those over 40 regarding the perception
of job losses and increased competitiveness.
Interpretation of these results indicates that younger
employees are more optimistic about the use of Al
and more likely to perceive its potential to increase
organisational efficiency. Older respondents also
recognise the benefits of Al implementation, but
they are also more likely to perceive the potential
consequences of reduced employment. This
phenomenon is supported by the literature on the
acceptance of new technologies, which indicates
that age is a significant factor determining the level
of adaptation to digital change.

The study also demonstrated a significant
impact of education level on the assessment of Al
use. Individuals with higher education were more
likely to cite improved management efficiency,
increased organisational competitiveness, and the
impact of Al on employment changes. Correlation
coefficient analysis revealed:

e a strong positive correlation between higher
education and the assessment of improved
management efficiency,

e a very weak positive correlation with the
assessment of job losses,

e a very strong positive correlation between
higher education and the assessment of the
increase in the competitiveness of the
organisation.

This means that better-educated individuals
are much more likely to perceive the strategic
benefits of implementing artificial intelligence. It
can be assumed that a higher level of education
fosters a better understanding of the mechanisms
behind digital technologies and a greater awareness
of their business potential.

Research  indicates  that  artificial
intelligence is perceived primarily as a factor that
increases  organisational efficiency, improves
management quality, and strengthens enterprise
competitiveness. Simultaneously, Al
implementation forces the development of new
employee competencies, which is reflected in
respondents' high willingness to upgrade their
qualifications. Statistical analysis confirmed that
both age and education level are significant
determinants of attitudes toward Al. Younger and
better-educated respondents are more likely to
perceive the positive effects of Al implementation
and demonstrate a higher level of acceptance of
technological change. Concerns about job cuts
remain, but their intensity is significantly less
pronounced than the belief in the organisational
benefits of AI. The research indicates that the
surveyed population demonstrates a high level of
readiness to function in a work environment based
on Al solutions, which is a significant premise for
the further digitization of management processes
and the development of employee competencies
toward effective collaboration between humans and
Al technologies.

V.Discussion

The survey results indicate that the
majority of surveyed employees positively assess
the impact of artificial intelligence on organizational
functioning, particularly in terms of improving
management efficiency, customer service quality,
and increasing business competitiveness. At the
same time, they recognize the need to develop new
digital competencies and express moderate concerns
about the potential for employment reductions.
These results are consistent with the findings of
numerous previous domestic and international
studies.
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Similar conclusions were presented by E.
Brynjolfsson and A. McAfee [2014, pp. 162-163],
who demonstrated that implementing artificial
intelligence  primarily leads to  increased
organisational productivity and improved decision-
making processes. These authors also noted that,
contrary to popular fears, not all automation results
in employment reductions, but merely changes in
the nature of work performed. The results of their
own research, in which the majority of respondents
perceive improved management efficiency while
simultaneously having a moderate level of concern
about job loss, are consistent with these findings.

Similar results were also obtained by T.H.
Davenport and J. Kirby [2016, pp. 107-108], who
showed that artificial intelligence most often
supports employees, not replaces them completely.
Organisations achieve the greatest benefits when Al
serves as a tool supporting human decisions. In our
own research, more than half of the respondents
noticed an increase in their own productivity and
declared a willingness to develop Al-related
competencies, which confirmed the observations of
T.H. Davenport and J. Kirby.

The results of our own research also
correspond with the analyses by A. Agrawal, J.
Gans, and A. Goldfarb [2018, p. 49], who
demonstrated that the greatest value of Al is
increasing the accuracy of forecasts and the quality
of managerial decisions, which translates into higher
organizational efficiency. The results of our own
research confirm this relationship, as the vast
majority of respondents indicated an increase in the
competitiveness of enterprises using Al solutions.

The need to develop digital competencies is
highlighted by [K.F. Lee, Ch. Qiufan, 2021, pp.
309-311]. The authors emphasise that the
development of artificial intelligence will require
employees to  continuously improve their
qualifications and engage in lifelong learning.
Similarly, in our own research, the vast majority of
respondents declared their willingness to develop
Al-related skills.

Similar observations were presented by S.
Russell [2019, pp. 191-192], who pointed out that
the success of Al implementation depends not only
on the quality of the technology but also on the level
of employee acceptance, as well as on the
organisation's proper preparation for change. The
results of our own research indicate greater
acceptance of Al among younger and better
educated people and also confirm the importance of

In the Polish literature, similar results were
presented by G. Mazurek [2019, p. 89]. This author
demonstrated that implementing digital technologies
increases organisational efficiency, but requires the
simultaneous development of employee
competencies and appropriate change management.
Our own research confirmed these results, as
respondents  simultaneously = recognized  the
organizational benefits of Al and indicated the need
to acquire new skills.

In this study, the vast majority of
respondents believed that AI increases the
competitiveness of organisations, which confirms
the observations of K. Schwab [2016, pp. 52-53],
who emphasised that artificial intelligence is
becoming one of the main factors in building the
competitive advantage of enterprises, at the same
time changing the structure of competencies
required from employees.

The obtained results are largely consistent
with the current state of knowledge. Both our own
research and the cited publications indicate that
artificial intelligence is perceived primarily as a tool
for increasing organisational efficiency and
improving the quality of management processes. At
the same time, implementing Al requires the
continuous development of employee competencies
and appropriate organisational change management.
The differences primarily concern the degree of
perception of threats related to job reductions, which
in our own research proved significantly lower than
anticipated in earlier discussions regarding job
automation.

VI.  Conclusion

The research conducted enabled the
achievement of the study's stated goal: to analyze
the role and impact of artificial intelligence in
selected areas of organizational management, taking
into account the employee perspective, assess their
attitudes, and identify the benefits and challenges
resulting from implementing Al-based solutions in
management processes. The results confirm that the
development of Al technology is a key determinant
of contemporary organisational transformation,
influencing both the implementation of management
processes and employee perception of technological
change. At the same time, the research indicates that
the effectiveness of Al implementation is not solely
determined by the technological advancement of the
solutions used, but also depends significantly on the
social and organisational conditions of their

social factors in the implementation of new implementation, including user  acceptance,
technologies.
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organisational culture, and companies' readiness to
manage change.

Regarding the main research question, it
can be stated that employee attitudes and
expectations towards artificial intelligence in
management vary, but the dominant trend is a
positive assessment of Al's potential as a tool
supporting organisational functioning. Respondents
primarily point to the potential for increasing the
efficiency of management processes, improving the
quality of  decision-making, streamlining
organisational communication, and automating
routine tasks. At the same time, threats related to the
possibility of reduced employment, increased
dependence on technology, and the need to
constantly adapt professional competencies to
dynamic technological changes are also perceived.
This means that employee acceptance of artificial
intelligence is not unconditional, but rather the
result of a balance between the perceived benefits
and the potential costs of implementing new
technologies.

The solution to the first detailed problem
allows us to conclude that artificial intelligence is
perceived as a crucial element in the development of
modern organizations and a factor increasing their
competitiveness. The dominant opinion among the
surveyed group was that the use of Al should
complement human competencies, not replace them.
This result is consistent with the human-centric
approach prevalent in the literature, according to
which the effectiveness of Al implementation
depends on maintaining complementarity between
the potential of technology and employee
competencies.

Analysis of the second research problem
revealed that the impact of artificial intelligence is
not uniform across all analysed management areas.
Respondents attributed the greatest importance to
the use of Al in human resources management and
customer service, where machine learning-based
technologies enable process automation, increased
operational efficiency, and improved service quality.
Relatively lower ratings were given to the use of Al
in crisis management, indicating that in situations
characterised by high levels of uncertainty,
experience, intuition, and human decision-making
are still highly valued. These results confirm that the
effectiveness of Al implementation depends on the
specific nature of organisational processes and their
degree of automation.

In response to the third research question, it
is important to emphasise that the use of Al-based
applications influences employee attitudes toward

new technologies. Those experienced in using Al
tools are more likely to declare a higher level of
acceptance for their use and perceive greater
potential for supporting management processes.
This result may indicate the significant role of
technological experience in reducing uncertainty
and building trust in Al-based solutions. At the same
time, it highlights the need for educational activities
and the development of employee digital
competencies as a fundamental prerequisite for an
organisation's effective digital transformation.

Analysis of the fourth research question
confirmed that attitudes toward artificial intelligence
remain diverse based on selected socio-demographic
characteristics of respondents. Statistical analyses
revealed a correlation between age and education
level and the assessment of selected aspects of Al
use. Younger respondents and those with higher
levels of education were more likely to recognise
the potential of artificial intelligence in increasing
organisational efficiency and supporting
management processes, while older respondents
were more cautious in assessing the consequences of
implementing new technologies, especially in the
context of employment security. The results
demonstrate that effective Al implementation
requires considering the diverse needs and
expectations of individual employee groups and
implementing management actions tailored to their
competencies and level of technology acceptance.

From a cognitive perspective, the
conducted research contributes to the growing field
of research on the social determinants of Al
implementation in management. Previous studies
have focused primarily on the technological and
economic aspects of Al implementation, yet
relatively little attention has been paid to employee
perceptions of these changes and the factors
determining their willingness to cooperate with
intelligent systems. The obtained results confirm
that the Al implementation process should be
analysed from an interdisciplinary perspective,
taking into account technological, organizational,
and psychosocial determinants.

The methodological implications of the
conducted research are also significant. The use of
surveys and statistical analyses enabled a
multidimensional assessment of employee attitudes
towards artificial intelligence and the identification
of relationships  between  socio-demographic
variables and the assessment of Al's use in
management. At the same time, the obtained results
should be interpreted taking into account the study's
limitations resulting from the sample selection, the
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cross-sectional nature of the analyses, and the focus
on a selected group of respondents. Future research
would warrant longitudinal studies that allow for the
observation of changes in employee attitudes over
time, expanding the scope of analysis to include
representatives of various economic sectors, and
utilizing mixed methods, combining quantitative
research with in-depth qualitative interviews. This
would allow for a more comprehensive explanation
of the mechanisms behind Al technology acceptance
and the identification of factors determining the
effectiveness of its implementation in organisations.

From an application perspective, the
obtained  results indicate  that  effective
implementation of artificial intelligence requires a
comprehensive  change  management  policy
encompassing the development of employee digital
competencies, transparent communication  of
implementation goals, building trust in new
technologies, and creating an organizational culture
that fosters innovation and organizational learning.
Therefore, it can be concluded that the competitive
advantage of organisationsutilising  artificial
intelligence will increasingly stem not only from
access to advanced technological solutions but,
above all, from the ability to effectively integrate Al
potential with human capital. It is precisely the
organization's ability to harmoniously combine
technological intelligence with the competencies,
experience, and creativity of its employees that will
constitute one of the most important success factors
for enterprises operating in the digital economy.
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LP. QUESTION VARIABLE SURVEYED
Numbe %
r
(615)

human resources management 226 36.68
1. Main type of work performed -

customer service management 215 34.97

crisis management 174 28.35
2. Age up to 40 years old 361 58.72

over 40 years old 254 41.28
3. Education higher 349 56.69

other 266 43.31
4. Has artificial intelligence been implemented in yes 615 100

the company?
no 0 0

Artificial intelligence in management

definitely yes 183 29.68
Artificial intelligence (Al) improves the
efficiency of organizational management yes 249 40.65
I have no opinion 108 17.49
no 51 8.32
definitely not 24 3.86
definitely yes 116 18.79
Artificial intelligence has led to job losses yes 145 23.64
I have no opinion 171 27.73
no 104 16.92
definitely not 79 12.92
definitely yes 265 43.14
Al has increased the competitiveness of yes 201 32.75
organizations I have no opinion 78 12.69
no 47 7.58
definitely not 24 3.84

The impact of Al on selected areas of management

definitely yes 387 62.86

yes 145 23.55
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Implementing Al improves the quality of I have no opinion 53 8.69
customer service o - 374
definitely not 7 1.16
definitely yes 242 39.43
Al facilitates human resources management yes 243 39.46
processes I have no opinion 65 10.52
no 41 6.62
definitely not 24 3.97
definitely yes 96 15.67
Al helps in quick response to crisis situations yes 211 34.29
I have no opinion 147 23.94
no 108 17.48
definitely not 53 8.62
Employee attitudes towards Al
definitely yes 160 26.03
Al increases my productivity yes 159 25.91
I have no opinion 135 21.89
no 101 16.43
definitely not 60 9.74
definitely yes 322 52.17
My competencies had to change yes 172 27.98
I have no opinion 40 6.57
no 54 8.83
definitely not 27 4.45
definitely yes 381 61.93
I am ready to develop my Al skills yes 150 24.37
I have no opinion 40 6.49
no 26 4.27
definitely not 18 2.94
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