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Abstract: This study evaluates and examines the use of artificial intelligence (Al) in succession planning and
leadership development in higher education institutions. The primary focus is on how Al can enhance the
effectiveness and efficiency in identifying and developing potential leadership candidates while addressing
existing challenges. The review employs a comprehensive literature search strategy, involving four major
databases: Scopus, Web of Science, ABI/INFORM Collection, and Google Scholar. Inclusion criteria ensure that
relevant, up-to-date, and high-quality literature is gathered for analysis. The review findings indicate that the use
of Al in succession planning and leadership development in higher education promises significant advancements.
Al can enhance the effectiveness of succession planning by providing deeper analysis of talent and skills while
addressing the digital transformation challenges faced by higher education institutions. The implementation of Al
in this context has the potential not only to improve leadership quality but also to strengthen strong leadership
continuity for the future. This review offers insights into best practices, challenges, and future potentials for Al
usage in succession planning and leadership development in higher education institutions, along with
recommendations for more effective implementation.
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1. Introduction

Succession planning and leadership development in higher education institutions are critical
aspects that are increasingly highlighted in academic literature. Competent and visionary
leadership is key in managing change, addressing challenges, and maintaining the quality of
educational services (Hilb, 2020). The use of artificial intelligence (AI) in this context is
becoming more important, especially in the era of the Fourth Industrial Revolution, which
brings new challenges and opportunities (Yigitcanlar et al., 2020; Trunk et al., 2020).
Research shows that succession planning and leadership development are essential to prepare
leaders who are adaptive and responsive to change (Kuleto et al., 2021). Higher education
institutions are required to develop leadership capable of effectively managing digital
transformation (Anshari, 2022; Barriga et al., 2022). A well-thought-out succession planning
strategy and effective leadership development are crucial to ensuring the continuity of strong
leadership (Barton et al., 2022; Aljohani et al., 2022).

Moreover, succession planning helps retain talent and expertise while enhancing job
satisfaction. Leadership development is also important in preparing qualified future leaders and
reinforcing a positive organizational culture. Therefore, effective succession planning and
leadership development can improve the overall performance of the organization (Li, 2022;
Santana et al., 2023).
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Beyond the education sector, Industry 4.0 is changing paradigms in various industries,
including the food industry, with the adoption of smart technologies such as Al (Akyazi et al.,
2020). It is also important to consider the ethical implications of using Al in various processes
(Gerke et al., 2020). Al has the potential to enhance financial inclusion (How et al., 2020) and
education, from improving student skills to increasing the efficiency of learning processes
(Tanveer et al., 2020; Yigitcanlar et al., 2020). Al can also ensure security in educational
systems and improve business processes in educational institutions (Ahmed et al., 2021;
Wamba-Taguimdje et al., 2020).

In the healthcare field, Al promises significant transformation, although it requires careful
ethical considerations (Ezanno et al., 2021; Arnold, 2021). The concept of augmented
intelligence (IA) has also emerged to enhance human problem-solving capabilities (Sadiku et
al., 2021).

This review aims to evaluate and examine recent research on the use of Al in succession
planning and leadership development in higher education. The main focus is on how Al can
enhance effectiveness and efficiency in identifying and developing potential leaders while
addressing existing challenges. Through a review of the latest research, this review is expected
to provide insights into best practices, challenges, and the future potential of Al use in
succession planning and leadership development in higher education institutions, as well as
provide recommendations for more effective implementation.

The use of artificial intelligence (Al) in succession planning and leadership development in
higher education institutions promises significant advances in identifying, developing, and
retaining leaders who are adaptive and responsive to change. Recent studies show that Al can
enhance the effectiveness of succession planning by providing deeper analysis of talents and
skills, while addressing the challenges of digital transformation faced by universities. Thus, the
implementation of Al in this context not only has the potential to improve the quality of
leadership in educational institutions but also strengthens the continuity of strong leadership
for the future.

2. Literature Review

The literature search strategy for the topic of artificial intelligence (Al) integration in
succession planning and leadership development in higher education involves the use of four
major databases: Scopus, Web of Science, ABI/INFORM Collection, and Google Scholar.
Scopus, as the largest database, provides access to millions of journal articles, conferences, and
patents, with advanced search features and an intuitive user interface. Web of Science, with its
wide reputation, offers high-quality scientific literature from various fields of study and
provides citation analysis tools to identify research trends and the influence of specific
researchers or articles. ABI/INFORM Collection, focused on business and economics, also
includes relevant literature on human resources and management, while Google Scholar,
though not as rigorous in terms of peer review, provides access to a wide range of academic
documents.

Inclusion criteria for this literature search ensure that the selected literature is relevant and of
high quality. The selected literature must directly relate to the integration of artificial
intelligence in succession planning and leadership development in higher education, be
published in reputable academic journals, and have undergone a rigorous peer-review process.
Exclusion criteria ensure that irrelevant or low-quality literature is excluded. Literature that is
not available in full-text format, does not meet academic quality standards, or is not available

Proceeding 4" International Conference on Business & Social Sciences (ICOBUSS) 210
Surabaya, October 26-27', 2024

AW A4th INTERNATIONAL CONFERENCE ON

USS e-ISSN 2746-5667 BUSINESS REVIVAL THROUGH DIGITAL TECHNOLOGY TRANSFORMATION




AW A4th INTERNATIONAL CONFERENCE ON
BUSINESS & SOCIAL SCIENCES

COBUSS e-ISSN 2746-5667 BUSINESS REVIVAL THROUGH DIGITAL TECHNOLOGY TRANSFORMATION

in a language understood by the researcher or without available translations, is not included.
By applying these criteria, the researcher ensures that the selected literature is relevant, high-
quality, and supports the research being conducted.

3. Method

Screening and Selection Process

The process of screening and selecting literature for the topic "Integration of Artificial
Intelligence in Succession Planning and Leadership Development in Higher Education"
involves a systematic series of steps to ensure the inclusion of relevant and high-quality
sources.

The first step is to conduct searches in the chosen databases: Scopus, Web of Science,
ABI/INFORM Collection, and Google Scholar, using predetermined keywords. These
keywords include "artificial intelligence," "succession planning," "leadership development,"
"higher education," "learning management system," and "adaptive learning."

After that, an initial screening is performed based on titles and abstracts to eliminate articles
that are clearly irrelevant. At this stage, inclusion and exclusion criteria are applied, focusing
on relevance to the topic, publication quality, availability of full text, publication years (2020-
2024), and language.

Articles that pass the initial screening will have their full texts examined to determine their
relevance and compliance with the inclusion criteria. Special attention is given to the
methodology, results, and discussion sections to assess the depth of coverage on the topic.
Next, the quality of the articles is considered by examining the reputation of the journal, the
rigor of the peer-review process, the credibility of the authors, and the reliability of the research
findings. Articles that do not meet the established quality standards will be excluded.
Relevant data is extracted from the selected articles, including key findings, methodologies
used, theoretical frameworks, and other information critical to addressing the research
questions or objectives. The extracted data is then synthesized to identify themes, patterns,
gaps, and insights related to the integration of artificial intelligence in succession planning and
leadership development in higher education.

The findings are then critically analyzed and interpreted for their implications for theory,
practice, and future research. This literature screening and selection process is thoroughly
documented, including the reasons for inclusion/exclusion decisions, challenges encountered,
and a final list of selected sources.

The results of the findings are reported transparently and comprehensively in research outputs
such as literature reviews, research papers, or reports. By following this systematic screening
and selection process, researchers can ensure the identification and inclusion of high-quality
literature relevant to their topic of interest, thereby enhancing the credibility and validity of
their research findings.

The discussion and conclusions section should answer your research questions and explain
what your results mean. In other words, the majority of the discussion and conclusions section
should be an interpretation of your results. It should be formatted using 12 point, Times New
Roman, single spaced.

Data Extraction and Synthesis
After the screening process, the next step in the research is data extraction and synthesis. In the
extraction phase, important information from the selected articles is systematically extracted.
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This involves recording key findings, methodologies used, theoretical frameworks, and other
relevant information to answer the research questions. The extracted data is then organized and
synthesized to identify patterns, themes, and gaps in the literature. The synthesis process allows
researchers to combine findings from various sources into a more comprehensive picture of the
topic under investigation. The extracted and synthesized data will be used to analyze the
theoretical and practical implications of integrating artificial intelligence in succession
planning and leadership development in higher education. The results from this extraction and
synthesis stage will serve as the foundation for developing conclusions and recommendations
in the research.

4. Result and Discussion

A comprehensive literature search yielded a number of publications relevant to the topic of
using Al in succession planning and leadership development in higher education.

Table 1. Literature Review of Selected Articles
Literature Review Selected Articles
157 102 1. Social, Legal, and Political: 23
2. Education and Health: 15
3. Computer Science and Information Systems: 34
4. Agriculture and Environment: 4
5. Economics, Management, Business: 26

The Role of Al in Succession Planning in Higher Education

1) Identifying high-potential candidates

In an increasingly technology-driven era, the application of artificial intelligence (Al)
techniques in talent analytics and predictive modeling has expanded the scope of human
resource management. With the help of Al, organizations can efficiently collect, analyze, and
leverage employee data to forecast individual performance, identify potential, and design
development strategies. Al also supports the processes of employee evaluation and
performance assessment. However, challenges related to data privacy, ethics, and employee
technology adoption still need to be addressed.

Akyazi et al. (2020) discuss the changes in skills required by the workforce in the food industry
due to the advancements of Industry 4.0, involving digital technologies such as robotics, Al,
and the Internet of Things (IoT). The transformation of business models and manufacturing
processes in the food industry due to these new technologies demands new skills for workers
to adapt. Bates et al. (2020) examine the utilization of Al in the context of digital learning and
predicting student outcomes, showcasing Al's potential to help predict and understand the
processes and results of student learning.

In the healthcare sector, Gerke et al. (2020) emphasize the importance of building a responsible,
sustainable, and inclusive foundation in Al development, ensuring that this technology can be
utilized ethically and responsibly. Other research by Grewal et al. (2020), Hilb (2020), Calabro
et al. (2020), Basri (2020), and Ali and Choi (2020) discusses the utilization of Al across
various sectors such as marketing, government, and smart cities, highlighting the growing trend
of Al application.

Kashive et al. (2020) explore the potential of Al in enhancing online learning experiences.
They investigate how Al can strengthen personal learning profiles (PLP), personal learning
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networks (PLN), and personal learning environments (PLE) of learners, as well as how these
factors impact perceptions of ease of use, effectiveness, and utility of online learning platforms.
The authors highlight that Al can play a crucial role in creating appropriate learning
environments by tailoring learner profiles. Al-based talent analytics and predictive modeling
allow organizations to better understand learners' preferences, learning styles, and knowledge
gaps, and subsequently customize online learning experiences to meet individual needs
(Kashive et al., 2020). This personalization can enhance perceptions of ease of use,
effectiveness, and utility of online learning platforms, ultimately increasing user satisfaction
and intention to use.

Kashive et al. (2020) highlight the importance of integrating user perceptions of PLP (Personal
Learning Profile), PLN (Personal Learning Network), and PLE (Personal Learning
Environment) into the Technology Acceptance Model (TAM). By integrating user perceptions
into TAM, research can better understand the factors influencing the adoption and success of
Al-based online learning systems. This provides insights into how personal learning
characteristics impact the acceptance and use of Al-enhanced online learning technology.
According to Thillaivasan and Wickramasinghe (2020), Al and automation have the potential
to significantly impact leadership, human capital, and organizational performance. Al is seen
as the most disruptive technology, with widespread effects on businesses, the workforce, and
industries. They conceptualize the impact of Al-driven digital transformation and automation
on organizational performance, emphasizing the need for transformational leaders to envision
the potential for performance enhancement through Al technology and to develop strategies
for digital transformation.

Avyad et al. (2021) explain that Al can be used to analyze data related to employee performance,
potential, and characteristics. By leveraging Al algorithms, organizations can predict
performance, promotion opportunities, and potential employee turnover risks. Al also assists
in the recruitment and selection process by providing more objective and accurate competency-
based assessments. Al helps in effectively planning and allocating human resources, predicting
workforce needs, and identifying competency gaps that need to be addressed through training
and development programs.

Jabarulla and Lee (2021) emphasize that Al-powered talent analytics enables organizations to
more effectively and efficiently collect, analyze, and utilize employee data. Through this
approach, organizations can identify patterns, trends, and insights that are useful for predicting
employee performance, potential, and retention (Johnk et al., 2021; Kitsios & Kamariotou,
2021). Al-based predictive modeling aids in strategic decisions related to talent, such as
recruitment, development, and succession management (Kuleto et al., 2021).

Studies by Lee and Yoon (2021) and Lesica et al. (2021) demonstrate the great potential of Al-
powered talent analytics in enhancing the effectiveness and efficiency of talent management
practices. However, its implementation needs to consider ethical, privacy, and data security
aspects (Hutter & Hutter, 2021; Hickman et al., 2021). Employee acceptance of Al in the
workplace is also crucial (Fukumura et al., 2021; Giannakos et al., 2022).

Waltersmann et al. (2021) explain that Al applications can improve efficiency in human
resource management, such as recruitment, career development, and employee retention. Al
enables comprehensive analysis of employee performance, competencies, and preferences,
using predictive models to identify potential candidates and formulate more effective talent
management strategies. Thiebes et al. (2021) also highlight the need to discuss ethical, privacy,
and fairness issues in the application of Al in talent management.
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From the literature review, it can be concluded that artificial intelligence (Al) technology and
predictive models have brought significant transformation to talent management practices.
With the help of Al, organizations can efficiently collect, analyze, and utilize employee data to
forecast individual performance, identify potential, and design development strategies. Al also
plays a role in supporting employee performance evaluation and assessment processes.
Challenges related to data privacy, ethics, and employee adoption of technology still need to
be addressed. Understanding Al-powered talent analytics, predictive modeling, and Al-assisted
performance evaluation and assessment allows organizations to leverage this technology to
improve the effectiveness of their human resource management.

2) Succession risk assessment

The development of artificial intelligence (Al) technology has had a significant impact on
human resource management (HRM). Al is used in workforce analytics and scenario planning
to forecast individual performance, identify potential, and develop development strategies.
How et al. (2020) demonstrate that Al has a major impact on HRM across various industries,
including the food industry, by leveraging Al for employee data analysis and planning future
workforce needs.

Grewal et al. (2020) add that Al in HR analytics helps organizations identify factors influencing
employee retention and develop more effective strategies. Radanliev et al. (2020) explain that
Al and machine learning are used to analyze employee data and predict future scenarios,
including the risk of employee turnover. Thillaivasan and Wickramasinghe (2020) note that Al
can predict turnover risk based on historical data and behavioral patterns, helping organizations
take preventive actions.

Bozkurt et al. (2021) state that Al is used to analyze employee data such as productivity and
absenteeism, as well as to predict turnover risks. Johnk et al. (2021) show that Al-enabled
workforce analytics helps organizations collect and analyze employee performance and
engagement data, as well as identify risks related to employee retention. Margherita and Bua
(2021) explain that Al helps organizations understand employee dynamics, identify risks, and
develop more effective HRM strategies.

Lins et al. (2021) add that Al can detect signs of employee boredom or dissatisfaction and
anticipate potential employee turnover. Mhlanga (2021) states that Al is used to predict
employee turnover risks, helping organizations take preventive actions. Johnstone (2021) notes
that Al-enabled workforce analytics allows organizations to make more effective planning and
decision-making related to HRM.

Arslan et al. (2022) emphasize that collaboration between human workers and Al robots
presents unique challenges in HRM, particularly in building trust and managing expectations.
Kase et al. (2022) show that Al and advanced analytics help organizations understand
workforce trends, identify future skill needs, and develop more effective HRM strategies. Jiang
et al. (2022) note that Al helps organizations create scenario planning that considers various
factors that may affect the future workforce.

Larey et al. (2022) find that Al models are used to identify high-risk employees likely to leave
the organization, enabling the development of more proactive retention strategies. Harborth
and Kimpers (2022) state that virtual reality and augmented reality technologies are used to
support employee training and skill development. Oosthuizen (2022) emphasizes that Al helps
organizations analyze workforce data comprehensively and make more accurate strategic
planning.

Ansari et al. (2023) indicate that Al helps organizations predict employee turnover risks and
develop more effective mitigation strategies. Siradhana and Arora (2023) state that Al-based
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workforce analytics assist organizations in collecting, analyzing, and utilizing data to make
workforce-related decisions. Vora et al. (2023) explain that Al is used to identify employees at
high risk of leaving the organization, enabling the development of targeted interventions to
retain key talent.

On the other hand, Radanliev et al. (2020) note that machine learning algorithms can be trained
using historical flight data to predict the likelihood of flight disruptions, helping airlines make
better decisions. Mukhamediev et al. (2022) add that Al is used to predict potential flight risks,
assisting airlines in taking preventive measures. Askin et al. (2023) find that Al is employed to
analyze historical flight data and other factors to identify patterns leading to flight disruptions,
enhancing the reliability and operational efficiency of airlines.

Ferrara (2024) highlights issues of fairness and bias in Al-supported predictions of employee
turnover risks, as well as potential benefits such as increased operational agility and reduced
costs. Graepel and Abbas (2024) state that the integration of machine learning algorithms and
FinTech within Workday systems enhances financial analytics capabilities, risk assessment,
and fraud detection.

The development of Al has significantly impacted HRM, aiding organizations in analyzing
employee data, predicting risks, and more accurately and effectively planning scenarios.
Challenges related to ethics, transparency, and accountability in the implementation of Al
technology also need to be addressed.

3) Personalized leadership development plans

The development of artificial intelligence (Al) technology has brought significant
advancements in the fields of career development and human resource management. Ali and
Choi (2020) explain that Al can analyze employee performance data, preferences, and personal
development history to detect skill gaps and provide recommendations for appropriate training
programs. Basri (2020) emphasizes the importance of individual data analysis in optimizing
training programs, aligning with Grewal et al. (2020), who demonstrate that Al can assist in
planning employee career paths by mapping skills and interests, as well as providing
recommendations for suitable positions.

Bates et al. (2020) add that this approach is effective in enhancing employee motivation and
productivity through measurable skill improvement. This viewpoint is supported by Calabro et
al. (2020) and Gerke et al. (2020), who observe the expanding use of Al in human resource
management in line with technological advancements and workplace digitalization.

Trunk et al. (2020) highlight the potential of Al in providing tailored training and mentoring
recommendations based on personal data analysis, interests, and individual skills. Yigitcanlar
et al. (2020) reinforce these findings by explaining how Al can be used for career path analysis
and automatic identification of skill gaps. Bozkurt et al. (2021) also emphasize the role of Al
in analyzing career pathing and identifying individual training needs.

Lee and Yoon (2021) show that an Al approach to providing individualized training
recommendations can enhance training effectiveness by delivering content that meets
individual needs. Kuleto et al. (2021) explore the potential of Al-powered systems in skill gap
analysis and career path planning, which can help individuals strategize their steps toward
achieving their career goals.

Kitsios and Kamariotou (2021) stress the importance of developing Al algorithms that
understand individual context and preferences to offer more accurate and personalized career
advice. Johnk et al. (2021) observe the impact of Al technology in human resource
management, particularly in career planning and employee skill development. Margherita and
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Bua (2021) illustrate how Al can identify individual training needs and provide tailored
recommendations for employees.

Lins et al. (2021) explain that Al-powered career pathing and skill gap analysis can help
organizations map potential career paths for employees based on their current skills and
competencies. Adams-Prassl (2022) emphasizes the role of Al in assisting workers in
identifying the skills they need to develop and providing suitable training recommendations.
Aljohani et al. (2022) review how Al can be utilized to map career paths and analyze skill gaps,
enhancing the effectiveness of employee career development.

Weber-Lewerenz (2021) and Thiebes et al. (2021) highlight the importance of corporate digital
responsibility in developing Al systems to support employee careers. Anshari et al. (2022)
assert that knowledge management is crucial for helping organizations adapt to the era of
Industry 4.0. Chubb et al. (2022) emphasize Al's potential in providing tailored training and
coaching recommendations aligned with individual needs, sharpening organizational social and
cultural responsibilities.

Chen et al. (2022) explain how Al can analyze employee capability gaps to formulate effective
career development plans. Joe and Suganya (2022) stress that Al can provide tailored training
and mentoring recommendations according to individual needs, helping employees develop the
necessary skills to achieve their career goals. Harborth and Kumper (2022) underline the
contributions of Al-powered career pathing and skill gap analysis in assisting organizations to
identify skill gaps and design career development plans that align with business needs.

Wani et al. (2022) investigate how Al can utilize personal data and individual career objectives
to deliver appropriate training recommendations. Trim and Lee (2022) explain that Al can
automatically perform career path analysis and identify skill gaps. Ansari et al. (2023) explain
that Al can analyze individual data to provide personalized training and mentoring
recommendations.

Bahroun et al. (2023) explore the use of Al in career planning and skill gap analysis, while
Chen (2023) shows that Al can provide more individualized training recommendations based
on employee needs. Ekuma (2023) emphasizes that this approach can enhance employee
development effectiveness compared to generic methods. Corvite et al. (2023) explain that Al
can be used in career path analysis and skill gap identification.

George and Wooden (2023) and Ibrahim et al. (2023) support the use of Al to help employees
plan their career development paths. Langer et al. (2020) assert that Al-powered career pathing
and skill gap analysis assist individuals in planning and managing their career trajectories.
Siradhana and Arora (2023) study how Al can be utilized to identify individual development
needs and provide tailored training recommendations. Rozman et al. (2023) investigate how
Al can help individuals plan and manage their career paths. Zhang and Chen (2023) show that
Al-based systems can enhance employee engagement and maximize their potential.

Akram (2024) highlights that Al-based solutions can assist organizations in identifying
employee competency gaps and providing appropriate personal development
recommendations. Graepel and Abbas (2024) indicate that Al training and mentoring
recommendation systems can effectively help individuals identify and fill their skill gaps.
Manoharan et al. (2024) examine the impact of Al on workplace environments. Dieterle et al.
(2024) in their systematic review uncover ethical dilemmas associated with Al use in
education, including issues of access, representation, algorithms, interpretation, and
citizenship.

The development of artificial intelligence (Al) technology has transformed paradigms in career
development and human resource management (HRM), providing powerful tools for analyzing
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employee data, identifying skill gaps, and designing tailored training strategies. Al enables
organizations to efficiently plan career paths based on individual skills and interests, enhancing
employee motivation and productivity, as well as optimizing overall human resource
development. While offering these significant benefits, ethical challenges such as transparency
and fairness in Al usage must also be considered to ensure responsible and inclusive
implementation in the workplace.

The Integration of Al in Leadership Development Programs in Higher Education

1) Al-powered learning and training

The development of learning technology has provided adaptive and personalized learning
experiences. Akyazi et al. (2020) highlight how Industry 4.0 technologies, such as Al, machine
learning, and 10T, enhance efficiency in the food industry and demand new skills from the
workforce (Bates et al., 2020). Calabro et al. (2020) add that adaptive learning systems can
adjust content, strategies, and feedback based on learners' profiles and preferences, supporting
engagement and learning success.

The use of Al in education opens opportunities for automated feedback and coaching that
supports the learning process (Gerke et al., 2020). Grewal et al. (2020) show that Al is capable
of analyzing learning data and providing personalized suggestions to improve learning
outcomes. Interest in adaptive and personalized learning experiences continues to grow
(Yigitcanlar et al., 2020; Trunk et al., 2020; Wamba-Taguimdje et al., 2020).

The development of learning technology has provided adaptive and personalized learning
experiences. Amoako et al. (2021) emphasize that Al, through data analysis and modeling, can
provide feedback and guidance that align with students' abilities, interests, and learning styles.
This is supported by Andronie et al. (2021) and Ahmed et al. (2021), who highlight increased
engagement and motivation in learning, as well as optimal learning outcomes, thanks to Al
technology. However, the implementation of Al in education must also consider ethical
aspects, privacy, and data security (Yigitcanlar et al., 2020; Trunk et al., 2020).

Bozkurt et al. (2021) assert that Al technology enables the development of adaptive learning
systems that can tailor content and activities to students' learning styles, interests, and abilities.
Damiani et al. (2021) and Doherty et al. (2021) emphasize the use of Al to provide more
personal and timely feedback and guidance, while Eitel-Porter (2021) explains that Al coaching
can help students overcome learning challenges. The opportunities and challenges in
developing adaptive and personalized learning experiences are also explored by Kuleto et al.
(2021) and Jabarulla & Lee (2021), who demonstrate Al's contribution to improving learning
quality.

Lins et al. (2021) and Margherita and Bua (2021) propose that Al technology can analyze
individual preferences and needs to provide learning experiences tailored to students' learning
styles and goals. Mingotto et al. (2021) show that Al feedback helps students understand their
strengths and weaknesses, while Thiebes et al. (2021) state that adaptive learning allows
content and methods to be adjusted based on individual students' needs. Adams-Prassl (2022)
adds that Al integration can facilitate a more adaptive learning experience through Al-
generated feedback and guidance, significantly enhancing student engagement and
achievement (Sawers et al., 2021).

In the context of smart city development, Zamponi and Barbierato (2022) explain Al's role in
transforming various aspects of modern life. The use of Al for feedback and guidance is also
supported by Jiang et al. (2020), who find that this technology can empirically enhance student
engagement and achievement.
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The development of learning technology, particularly through the integration of artificial
intelligence (Al), has transformed the educational paradigm by providing adaptive and
personalized learning experiences. Al enables deep data analysis to generate feedback and
guidance tailored to individual students' learning styles, interests, and abilities, enhancing
overall engagement and learning outcomes. While offering these significant benefits, ethical,
privacy, and data security challenges must be seriously considered to ensure responsible and
inclusive implementation across all aspects of learning.

2) Al-assisted leadership assessment and evaluation

In a dynamic and complex business era, leadership development becomes crucial for
organizations to remain relevant and competitive. The use of artificial intelligence (Al) in
leadership assessments, such as 360-Degree Assessments and Multi-Rater Assessments, allows
organizations to gain deep insights into their leaders' performance and behaviors (Lillywhite &
Wolbring, 2020). This approach provides detailed and personalized feedback from various
sources, such as supervisors, peers, and subordinates, which is essential for the holistic
development of leadership competencies (Jiang et al., 2022).

How et al. (2020) demonstrate how Al can be used to predict the intentions of potential
customers in financial services, highlighting the technology's potential to provide valuable
insights for service providers lacking a computer programming background. On the other hand,
a study by Radanliev et al. (2020) explores the impact of Industry 4.0 on future leadership
competency needs, while Pilozzi and Huang (2020) emphasize the application of 360-degree
feedback in intervention efforts related to Alzheimer’s disease, underscoring the flexibility and
relevance of this evaluation method in various contexts.

The integration of Al in leadership evaluation not only enhances the efficiency and accuracy
of the assessment process but also supports the development of leaders who are adaptive and
responsive to rapidly changing business contexts (Santos et al., 2021).

By combining traditional approaches with technological innovations, organizations can more
effectively identify, develop, and leverage leadership talent to achieve long-term strategic
goals.

3) Leveraging Al for leadership program design and delivery

The use of artificial intelligence (Al) in the personalization and optimization of programs has
become a primary focus in recent research. How et al. (2020) highlight that Al enables real-
time program adjustments based on user preferences and needs, analyzing data to provide
personalized recommendations. Graepel and Abbas (2024) add that Al can enhance the
efficiency of employee development programs by tailoring content and flow based on
individual data.

Wang et al. (2023) explain that Al can analyze data to predict user interests and goals,
optimizing program content and delivery to make it more relevant. Adams-Prassl (2022) and
Angelucci et al. (2022) also confirm that Al allows for automatic adjustments of program
features based on user behavior. Aljohani et al. (2022) emphasize that Al can improve
efficiency and productivity through resource optimization in programs.

On the other hand, Al-Assisted Virtual Coaching and Mentoring are receiving increasing
attention. Gerke et al. (2020) reveal that this technology provides relevant feedback and
monitors user progress in real time, supporting individual performance development. Santana
et al. (2023) explain that Al-Assisted Virtual Coaching offers tailored feedback and support
based on individual needs, enhancing engagement in the coaching process.

Rozman et al. (2022) highlight that Al facilitates the virtual development of individual
competencies by providing relevant recommendations and monitoring effective interactions.
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Trim and Lee (2022), as well as Thamik and Wu (2022), emphasize Al's role as a virtual
assistant that provides interactive feedback, creating a natural and personalized mentoring
experience for users.

The use of artificial intelligence (Al) in the personalization and optimization of programs has
paved the way for significant improvements in user experience efficiency and relevance. Al
allows for real-time adjustments to programs based on individual preferences, needs, and
behaviors, both in the context of employee development and virtual coaching. By carefully
analyzing data, Al can deliver precise recommendations and relevant personalized feedback,
supporting performance improvement and user engagement in various learning and
professional development settings.

4) Challenges and Considerations in Integrating Al

The use of artificial intelligence (Al) in various contexts has raised several important ethical
issues. Bias in Al algorithms, as discussed by Yigitcanlar et al. (2020), Arnold (2021), and
Margherita & Bua (2021), can lead to unfair or discriminatory decisions due to
unrepresentative training data or incorrect assumptions. This issue underscores the need to
manage and mitigate bias to ensure that Al systems operate fairly and inclusively.

The lack of transparency in Al systems, as revealed by Amoako et al. (2021) and Rafanelli et
al. (2022), complicates understanding how decisions are made. Adequate transparency is
necessary to ensure that the Al decision-making process can be understood and effectively
audited by stakeholders, reducing the potential for misunderstanding or distrust in this
technology.

Accountability is a critical issue related to the use of Al in decision-making that has significant
consequences. Ahmed et al. (2021) and Weber-Lewerenz (2021) highlight the importance of
having clear mechanisms for holding accountable the decisions produced by Al systems. This
not only ensures the ethical use of Al technology but also helps address the risks of errors or
misuse that may occur.

Data privacy is a major concern in the use of Al that relies on massive datasets. Calabro et al.
(2020) and Chaudhry & Kazim (2022) emphasize the need for stringent regulations to protect
personal data from misuse or breaches. Measures such as data encryption and access controls
become crucial to ensure the security and integrity of data in Al management.

The adoption of Al within organizations requires not only adequate technological readiness
and infrastructure (Basri, 2020; Anshari, 2022) but also cultural transformation and employee
competency development (Wamba-Taguimdije et al., 2020; Lee & Yoon, 2021). Effective
change management, as noted by How et al. (2020) and Freeman et al. (2021), is necessary to
seamlessly integrate Al technology and gain support from all stakeholders.

By seriously addressing these issues, it is hoped that Al implementation can be conducted more
fairly, safely, and effectively, maximizing the benefits of this technology while minimizing the
risks associated with its ethical and security aspects.

5. Conclusions

Succession planning and leadership development in higher education institutions are becoming
increasingly important, especially in the face of the challenges posed by the Fourth Industrial
Revolution. Research indicates that effective succession planning and leadership development
can prepare leaders who are adaptive and responsive to change. Colleges and universities need
to cultivate leadership capable of effectively managing digital transformation. The use of
artificial intelligence (AI) in succession planning and leadership development has the potential
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to enhance effectiveness and efficiency in identifying and developing potential leaders. Recent
literature reviews show that Al can improve the effectiveness of succession planning by
providing deeper analyses of talent and skills, as well as helping to address the digital
transformation challenges faced by higher education institutions. Implementing Al in this
context not only has the potential to enhance the quality of leadership within educational
institutions but also strengthens the continuity of strong leadership for the future. The use of
artificial intelligence in succession planning and leadership development in higher education
institutions promises significant advancements in preparing leaders who are adaptive and
responsive to change.

Higher education institutions must prioritize the development of leadership capable of
effectively managing digital transformation. Leadership skills in managing technological
change and innovation are becoming increasingly crucial in the 21st-century learning
environment. This is essential to ensure strong and adaptive leadership continuity in facing
future challenges. The use of artificial intelligence (Al) in succession planning and leadership
development processes can enhance effectiveness and efficiency. Al can help identify the
talents and skills of potential leaders more deeply, as well as assist in addressing digital
transformation challenges. Institutions should consider the ethical implications of using Al in
these processes. A strong ethical framework is needed to ensure that Al is utilized responsibly
and does not result in unintended negative consequences. Al-supported leadership development
can strengthen a positive organizational culture and increase job satisfaction in the higher
education environment, contributing to overall organizational performance. By considering
these implications, higher education institutions can strategically leverage artificial intelligence
to enhance succession planning and leadership development, enabling them to better face future
challenges.

Further research is needed to explore the long-term impacts of using artificial intelligence (Al)
in succession planning and leadership development processes in higher education institutions.
This will help identify potential benefits and challenges associated with the comprehensive
implementation of Al. Cross-cultural comparative studies on best practices in Al-supported
succession planning and leadership development can provide valuable insights. Differences in
cultural and organizational contexts may affect the effectiveness of technology use in these
processes. In-depth research on the ethical frameworks and policies required to ensure
responsible Al use in succession planning and leadership development is essential. This is
important to minimize the risks of bias and unintended negative consequences. Studies
examining the impact of Al-based leadership development on organizational culture, job
satisfaction, and institutional performance can yield valuable insights. A better understanding
of these aspects can help optimize the benefits of technology in this context. Longitudinal
studies on the competencies and leadership readiness of alumni involved in Al-based leadership
development programs can reveal the long-term effects of such initiatives. By exploring these
research directions, higher education institutions can gain a deeper understanding of the
potential and challenges of using artificial intelligence in succession planning and leadership
development, as well as develop effective and ethical approaches to leverage technology for
organizational advancement.

References

Adams-Prassl, J. (2022). The gender wage gap on an online labour market: The cost of
interruptions. European Labour Law Journal, 13(1), 8-25.

Proceeding 4" International Conference on Business & Social Sciences (ICOBUSS) 220
Surabaya, October 26-27', 2024

AW A4th INTERNATIONAL CONFERENCE ON

USS e-ISSN 2746-5667 BUSINESS REVIVAL THROUGH DIGITAL TECHNOLOGY TRANSFORMATION




COBUSS e-ISSN 2746-5667

BUSINESS & SOCIAL SCIENCES

INTERNATIONALCONFERENCE ON
LW Ll

Adus, S., Macklin, J., & Pinto, A. (2023). Exploring patient perspectives on how they can and
should be engaged in the development of artificial intelligence (Al) applications in health
care. BMC Health Services Research, 23(1163). https://doi.org/10.1186/s12913-023-
10098-2

Ahmed, S., Hossain, M. S., Sarkar, M. A. R., Alam, M. S., & Uddin, M. N. (2021). Artificial
intelligence and machine learning for ensuring security in industrial internet of things.
Sustainability, 13(8), 4162. https://doi.org/10.3390/su13084162

Ahmed, S., & Miskon, S. (2024). IoT driven resiliency with artificial intelligence, machine
learning and analytics for digital transformation. IEEE.

Akram, F. (2024). AI integration in Workday: Machine learning for enhanced product
management and efficiency. Department of Computer Science, University of Camerino.

Ali, S. S., & Choi, B. J. (2020). State-of-the-art artificial intelligence technology for smart
farming: A review. Sensors, 20(15), 4236. https://doi.org/10.3390/s20154236

Aljohani, N. R., Alobaid, A., Cristea, A. 1., & Alsobhi, A. Y. (2022). A methodological
framework to predict students' performance based on blended learning engagement.
IEEE Access, 10, 31093-31107.

Akyazi, T., Goti, A., Oyarbide, A., Alberdi, E., & Bayon, F. (2020). A guide for the food
industry to meet the future skills requirements emerging with Industry 4.0. Foods, 9(4),
492. https://doi.org/10.3390/foods9040492

Amoako, G., Dzogbewu, T. C., Ahenkorah, E., & Ossei Kwakye, E. (2021). Conceptual
framework—artificial intelligence and financial reporting quality: An internal audit
perspective. Journal of Accounting and Organizational Change, 17(4), 578-609.
https://doi.org/10.1108/JAOC-12-2020-0174

Andronie, M., Mohora, C., Ciobanu, A. M., Diaconu, A., & Andronie, 1. E. (2021). Artificial
intelligence-based  decision-making. Informatica Economica, 25(1), 17-30.
https://doi.org/10.24818/issn14531305/25.1.2021.02

Angelucci, A., Di Foggia, G., Ranieri, R., Rizzo, F., & Tarantino, E. (2022). Al & Society.
Springer.

Ansari, R. M., Harris, M. F., Hosseinzadeh, H., & Zwar, N. (2023). Application of artificial
intelligence in assessing the self-management practices of patients with type 2 diabetes.
Healthcare (Switzerland), 11(6), 1-16. https://doi.org/10.3390/healthcare11060903

Anshari, M. (2022). Review: Fourth Industrial Revolution between knowledge management
and digital humanities. International Journal of Knowledge Management, 18(2), 1-15.

Arslan, A., Koca, G. N., & Akgayir, M. (2022). Al and human workers interaction. Reliability
Engineering & System Safety, 218, 108-117.

Arnold, M. H., Kitagawa, H., & Rider, E. A. (2021). Bioethical inquiry. Bioethical Inquiry, 18,
1-291. https://doi.org/10.1007/s11673-021-10060-6

Askin, S., Burkhalter, D., Calado, G., & El Dakrouni, S. (2023). Artificial intelligence applied
to clinical trials: Opportunities and challenges. Health and Technology, 13(2), 203-213.
https://doi.org/10.1007/s12553-023-00738-2

Ayad, L., Hamdan, A., Hassanien, A. E., Khamis, R., Alareeni, B., Razzaque, A., & Awwad, B.
(Eds.). (2021). Applications of artificial intelligence in business, education and
healthcare. Springer.

Bahroun, Z., Anane, C., Ahmed, V., & Zacca, A. (2023). Transforming education: A
comprehensive review of generative artificial intelligence in educational settings through
bibliometric and content analysis. Sustainability, 15(17), 12983.
https://doi.org/10.3390/su151712983

Proceeding 4" International Conference on Business & Social Sciences (ICOBUSS) 221
Surabaya, October 26-27', 2024

AW A4th INTERNATIONAL CONFERENCE ON

BUSINESS REVIVAL THROUGH DIGITAL TECHNOLOGY TRANSFORMATION




COBUSS e-ISSN 2746-5667

BUSINESS & SOCIAL SCIENCES

INTERNATIONALCONFERENCE ON
LW Ll

Bani Ahmad, A. Y. A. (2024). Ethical implications of artificial intelligence in accounting: A
framework for responsible AI adoption in multinational corporations in Jordan.
International  Journal of Data and Network  Science, 8, 401-414.
https://doi.org/10.5267/j.1jdns.2023.9.014

Barriga, A., Rutle, A., & Heldal, R. (2022). Al-powered model repair: An experience report—
Lessons learned, challenges, and opportunities. Software and Systems Modeling, 21,
1135-1157. https://doi.org/10.1007/s10270-022-00983-5

Barton, M., Budjac, R., Tanuska, P., Gaspar, G., & Schreiber, P. (2022). Identification overview
of Industry 4.0 essential attributes and resource-limited embedded artificial-intelligence-
of-things devices for small and medium-sized enterprises. Applied Sciences, 12(11),
5672. https://doi.org/10.3390/app12115672

Basri, W. (2020). Examining the impact of artificial intelligence (Al)-assisted social media
marketing on the performance of small and medium enterprises: Toward effective
business management in the Saudi Arabian context. International Journal of
Computational Intelligence Systems, 13(1), 142-152.
https://doi.org/10.2991/ijcis.d.200127.002

Bates, T., Cobo, C., Marifio, O., & Wheeler, S. (2020). Can artificial intelligence transform
higher education?. International Journal of Educational Technology in Higher Education,
17(1), 1-12. https://doi.org/10.1186/s41239-020-00218-x

Beduschi, A. (2022). Harnessing the potential of artificial intelligence for humanitarian action:
Opportunities and risks. International Review of the Red Cross, 104(919), 1149-1169.
https://doi.org/10.1017/S1816383122000261

Bozkurt, A., Karadeniz, A., Baneres, D., Guerrero-Roldan, A. E., & Rodriguez, M. E. (2021).
Artificial intelligence and reflections from educational landscape: A review of Al studies
in half a century. Sustainability, 13(2), 800. https://doi.org/10.3390/su13020800

Calabro, G., Pamfilie, R., Papuc, R. M., Dinu, V., & Tachiciu, L. (Eds.). (2020). BASIQ
international conference: New trends in sustainable business and consumption 2020:
Conference proceedings, 4-6 June 2020, Messina, Italy. Editura ASE.

Chaudhry, M. A., & Kazim, E. (2022). Artificial Intelligence in Education (AIEd): A high-level
academic and industry note 2021. AI and Ethics, 2, 157-165.
https://doi.org/10.1007/s43681-021-00074-z

Chen, D., Esperanca, J. P., & Wang, S. (2022). The impact of artificial intelligence on firm
performance: An application of the resource-based view to e-commerce firms. Frontiers
in Psychology, 13, 884830.

Chen, Z. (2023). Collaboration among recruiters and artificial intelligence: Removing human
prejudices in employment. Cognition, Technology & Work, 25, 135-149.
https://doi.org/10.1007/s10111-022-00716-0

Chen, Z. (2023). Ethics and discrimination in artificial intelligence-enabled recruitment
practices. Humanities and Social Sciences Communications, 10(1), 1-11.
https://doi.org/10.1057/s41599-023-02079-x

Chubb, J., Cowling, P., & Reed, D. (2022). Speeding up to keep up: Exploring the use of Al in
the research process. Al & Society, 37(1), 1439-1457. https://doi.org/10.1007/s00146-
021-01259-0

Corvite, S., Roemmich, K., Rosenberg, T. I., & Andalibi, N. (2023). Data subjects' perspectives
on emotion artificial intelligence use in the workplace: A relational ethics lens.
Proceedings of the ACM on Human-Computer Interaction, 7(CSCWI1), [124].
https://doi.org/10.1145/3579600

Proceeding 4" International Conference on Business & Social Sciences (ICOBUSS) 222
Surabaya, October 26-27', 2024

AW A4th INTERNATIONAL CONFERENCE ON

BUSINESS REVIVAL THROUGH DIGITAL TECHNOLOGY TRANSFORMATION




COBUSS e-ISSN 2746-5667

BUSINESS & SOCIAL SCIENCES

INTERNATIONALCONFERENCE ON
LW Ll

Damiani, A., Masciocchi, C., Lenkowicz, J., Capocchiano, N. D., Boldrini, L., Tagliaferri, L.,
Cesario, A., Sergi, P., Marchetti, A., Luraschi, A., Patarnello, S., & Valentini, V. (2021).
Building an artificial intelligence laboratory based on real world data: The experience of
Gemelli generator. Frontiers in Computer Science, 3, 768266.
https://doi.org/10.3389/fcomp.2021.768266

Doherty, A., Wall, A., Khaldi, N., & Kussmann, M. (2021). Artificial Intelligence in Functional
Food Ingredient Discovery and Characterisation: A Focus on Bioactive Plant and Food
Peptides. Frontiers in Genetics, 12, 768979. https://doi.org/10.3389/fgene.2021.768979

Dieterle, E., Dede, C., & Walker, M. (2024). The cyclical ethical effects of using artificial
intelligence in education. Al & SOCIETY, 39, 633—643. https://doi.org/10.1007/s00146-
022-01497-w

Eitel-Porter, R. (2021). Beyond the promise: Implementing ethical Al. Al and Ethics, 1, 73-80.
https://doi.org/10.1007/s43681-020-00011-6

Ekuma, K. (2024). Artificial Intelligence and Automation in Human Resource Development:
A Systematic Review. Human Resource Development Review, 23(2), 199-229.
https://doi.org/10.1177/15344843231224009

Elmahjub, E. (2023). Artificial Intelligence (Al) in Islamic Ethics: Towards Pluralist Ethical
Benchmarking for AL Philosophy &  Technology, 36, 37-60.
https://doi.org/10.1007/s13347-023-00668-x

Ezanno, P., Picault, S., Beaunée, G., Bailly, X., Mufioz, F., Duboz, R., Monod, H., & Guégan,
J.-F. (2021). Research perspectives on animal health in the era of artificial intelligence.
Veterinary Research, 52(1), 40. https://doi.org/10.1186/s13567-021-00902-4

Faqihi, A., & Miah, S. J. (2023). Artificial Intelligence-Driven Talent Management System:
Exploring the Risks and Options for Constructing a Theoretical Foundation. Journal of
Risk and Financial Management, 16, 31. https://doi.org/10.3390/jrfm16010031

Ferrara, E. (2024). Fairness and Bias in Artificial Intelligence: A Brief Survey of Sources,
Impacts, and Mitigation Strategies. Sci, 6(1), 3. https://doi.org/10.3390/sci6010003

Freeman, L., Rahman, A., & Batarseh, F. A. (2021). Enabling artificial intelligence adoption
through assurance. Social Sciences, 10(9), 322. https://doi.org/10.3390/socsci10090322

Fukumura, Y. E., Gray, J. M., Lucas, G. M., Becerik-Gerber, B., & Roll, S. C. (2021). Worker
perspectives on incorporating artificial intelligence into office workspaces: Implications
for the future of office work. International Journal of Environmental Research and Public
Health, 18(4), 1690. https://doi.org/10.3390/ijerph 18041690

George, B., & Wooden, O. (2023). Managing the Strategic Transformation of Higher Education
through  Artificial Intelligence. ~ Administrative Sciences, 13, 196.
https://doi.org/10.3390/admsci13090196

Gerke, S., Babic, B., Evgeniou, T., & Cohen, 1. G. (2020). The need for a system view to
regulate artificial intelligence/machine learning-based software as medical device. npj
Digital Medicine, 3, 53. https://doi.org/10.1038/s41746-020-0262-2

Giannakos, M. N., Mikalef, P., & Pappas, 1. O. (2022). Systematic literature review of e-
learning capabilities to enhance organizational learning. Information Systems Frontiers,
24, 619-635. https://doi.org/10.1007/s10796-020-10097-2

Graepel, J., & Abbas, A. (2024). Al-driven job performance enhancement: Leveraging artificial
intelligence for optimal work output. Department of Data Science, University of Andorra.

Grewal, D., Hulland, J., Kopalle, P. K., & Karahanna, E. (2020). The future of technology and
marketing: A multidisciplinary perspective. Journal of the Academy of Marketing
Science, 48(1), 1-8. https://doi.org/10.1007/s11747-019-00711-4

Proceeding 4" International Conference on Business & Social Sciences (ICOBUSS) 223
Surabaya, October 26-27', 2024

AW A4th INTERNATIONAL CONFERENCE ON

BUSINESS REVIVAL THROUGH DIGITAL TECHNOLOGY TRANSFORMATION



https://doi.org/10.1007/s00146-022-01497-w
https://doi.org/10.1007/s00146-022-01497-w
https://doi.org/10.3390/ijerph18041690

C\COBUSS e-ISSN 2746-5667
()

BUSINESS & SOCIAL SCIENCES

Harborth, D., & Kiimpers, K. (2022). Intelligence augmentation: Rethinking the future of work
by leveraging human performance and abilities. Virtual Reality, 26, 849-870.
https://doi.org/10.1007/s10055-021-00590-7

Hickman, S. E., Baxter, G. C., & Gilbert, F. J. (2021). Adoption of artificial intelligence in
breast imaging: Evaluation, ethical constraints and limitations. British Journal of Cancer,
125(1), 15-22. https://doi.org/10.1038/s41416-021-01333-w

Hilb, M. (2020). Toward artificial governance? The role of artificial intelligence in shaping the
future of corporate governance. Journal of Management and Governance, 24, 851-870.
https://doi.org/10.1007/s10997-020-09519-9

How, M.-L., Say, E. M. P, Cheah, S.-M., Chan, Y.-J., & Khor, A. C. (2020). Artificial
intelligence-enhanced decision support for informing global sustainable development: A
human-centric Al-thinking approach. Information, 11(1), 39.
https://doi.org/10.3390/info11010039

How, M.-L., Cheah, S.-M., Khor, A. C., & Chan, Y. J. (2020). Artificial Intelligence-Enhanced
Predictive Insights for Advancing Financial Inclusion: A Human-Centric AI-Thinking
Approach. Big Data and Cognitive Computing, 4(2), 8.
https://doi.org/10.3390/bdcc4020008

Hutter, R., & Hutter, M. (2021). Chances and risks of artificial intelligence—A concept of
developing and exploiting machine intelligence for future societies. Applied Systems
Innovation, 4(2), 37. https://doi.org/10.3390/asi4020037

Ibrahim, H., Liu, F., Asim, R., Battu, B., Benabderrahmane, S., Alhafni, B., Adnan, W., Alhanai,
T., AlShebli, B., Baghdadi, R., Bélanger, J. J., Beretta, E., Celik, K., Chagfeh, M., Daqaq,
M. F., El Bernoussi, Z., Fougnie, D., de Soto, B. G., Gandolfi, A., ... Zaki, Y. (2023).
Perception, performance, and detectability of conversational artificial intelligence across
32 university courses. Scientific Reports, 13, 12187. https://doi.org/10.1038/s41598-023-
38964-3

Jabarulla, M. Y., & Lee, H.-N. (2021). A Blockchain and Avrtificial Intelligence-Based, Patient-
Centric Healthcare System for Combating the COVID-19 Pandemic: Opportunities and
Applications. Healthcare, 9(8), 1019. https://doi.org/10.3390/healthcare9081019

Jiang, Y., Li, X, Luo, H., Yin, S., & Kaynak, O. (2022). Quo vadis artificial intelligence?.
Discover Artificial Intelligence, 2(1), 1-18. https://doi.org/10.1007/s44163-022-00022-8

Joe, A., & Suganya, R. V. (2022). HR unleashed: The Al revolution. IJFANS International
Journal of Food and Nutritional Sciences, 11(10), 3567-3578.

Johnk, J., Weilert, M., & Wyrtki, K. (2021). Ready or not, Al comes—an interview study of
organizational Al readiness factors. Business & Information Systems Engineering, 63(1),
5-20. https://doi.org/10.1007/s12599-020-00676-7

Kashive, N., Powale, L., & Kashive, K. (2020). Understanding user perception toward artificial
intelligence (Al) enabled e-learning. The International Journal of Information and
Learning Technology, 38(1), 49-70. https://doi.org/10.1108/1JILT-05-2020-0090

Kase, S. E., Hung, C. P., Krayzman, T., Hare, J. Z., Rinderspacher, B. C., & Su, S. M. (2022).
The future of collaborative human-artificial intelligence decision-making for mission
planning. Frontiers in Psychology, 13, 850628.
https://doi.org/10.3389/fpsyq.2022.850628

Kitsios, F., & Kamariotou, M. (2021). Artificial Intelligence and Business Strategy towards
Digital Transformation. A Research Agenda. Sustainability, 13(4), 2025.
https://doi.org/10.3390/su13042025

Proceeding 4" International Conference on Business & Social Sciences (ICOBUSS) 224
Surabaya, October 26-27', 2024

AINNENW 4t INTERNATIONAL CONFERENCE ON

BUSINESS REVIVAL THROUGH DIGITAL TECHNOLOGY TRANSFORMATION



https://doi.org/10.3390/asi4020037
https://doi.org/10.1038/s41598-023-38964-3
https://doi.org/10.1038/s41598-023-38964-3
https://doi.org/10.3390/healthcare9081019
https://doi.org/10.1007/s44163-022-00022-8
https://doi.org/10.1007/s12599-020-00676-7
https://doi.org/10.3389/fpsyg.2022.850628
https://doi.org/10.3390/su13042025

©STIESIA

AINNENW 4t INTERNATIONAL CONFERENCE ON

C\ BUSINESS & SOCIAL SCIENCES
UCQBUSS e-ISSN 2746-5667 BUSINESS REVIVAL THROUGH DIGITAL TECHNOLOGY TRANSFORMATION

Kuleto, V., lli¢, M., Dumangiu, M., Rankovi¢, M., Martins, O. M. D., Paun, D., & Mihoreanu,
L. (2021). Exploring opportunities and challenges of artificial intelligence and machine
learning in higher education institutions. Sustainability, 13(18), 10424.
https://doi.org/10.3390/su131810424

Langer, M., Kénig, C. J., Back, C., & Hemsing, V. (2023). Trust in Artificial Intelligence:
Comparing Trust Processes Between Human and Automated Trustees in Light of Unfair
Bias. Journal of Business and Psychology, 38, 493-508. https://doi.org/10.1007/s10869-
022-09829-9

Larey, A., Aknin, E., Daniel, N., Osswald, G. A., Caldwell, J. M., Rochman, M., Wasserman,
T., Collins, M. H., Arva, N. C., Yang, G.-Y., Rothenberg, M. E., & Savir, Y. (2022).
Harnessing artificial intelligence to infer novel spatial biomarkers for the diagnosis of
eosinophilic esophagitis. Frontiers in Medicine, 9, 950728.
https://doi.org/10.3389/fmed.2022.950728

Lee, D., & Yoon, S. N. (2021). Application of Artificial Intelligence-Based Technologies in
the Healthcare Industry: Opportunities and Challenges. International Journal of
Environmental Research and Public Health, 18(1), 271.
https://doi.org/10.3390/ijerph18010271

Lesica, N. A., Mehta, N., Manjaly, J. G., Deng, L., Wilson, B. S., & Zeng, F. G. (2021).
Harnessing the power of artificial intelligence to transform hearing healthcare and
research. Nature Machine Intelligence, 3, 840-849. https://doi.org/10.1038/s42256-021-
00394-z

Li, L. (2022). Reskilling and upskilling the future-ready workforce for Industry 4.0 and beyond.
Information Systems Frontiers, 1-15. https://doi.org/10.1007/s10796-022-10308-y

Lins, S., Pandl, K. D., Teigeler, H., Thiebes, S., Bayer, C., & Sunyaev, A. (2021). Artificial
intelligence as a service: Classification and research directions. Business & Information
Systems Engineering, 63(4), 441-456. https://doi.org/10.1007/s12599-021-00708-w

Lillywhite, A., & Wolbring, G. (2020). Coverage of Artificial Intelligence and Machine
Learning within Academic Literature, Canadian Newspapers, and Twitter Tweets: The
Case of Disabled People. Societies, 10(1), 23. https://doi.org/10.3390/s0¢10010023

Margherita, E. G., & Bua, I. (2021). The Role of Human Resource Practices for the
Development of Operator 4.0 in Industry 4.0 Organisations: A Literature Review and a
Research Agenda. Businesses, 1, 18-33. https://doi.org/10.3390/businesses1010002

Manoharan, K., Rajan, P., & Rajathi, A. (2024). Weathering the Storm: The Impact of Artificial
Intelligence in the IT Industry Post-COVID-19 Epidemic and the Role that Employee
Learning and Development Plays in Enhancing Employee Performance - A Mediation
Approach. In M. R. Nimmagadda, K. Nanayakkara, R. Chellasamy, & D. Mohan (Eds.),
Proceedings of the 3rd International Conference on Reinventing Business Practices,
Start-ups and Sustainability (ICRBSS 2023) (pp. 590-597). Atlantis Press.
https://doi.org/10.2991/978-94-6463-374-0_50

Mingotto, E., Montaguti, F., & Tamma, M. (2021). Challenges in re-designing operations and
jobs to embody Al and robotics in services. Findings from a case in the hospitality
industry. Electronic Markets, 31, 493-510. https://doi.org/10.1007/s12525-020-00439-y

Mukhamediev, R. I., Popova, Y., Kuchin, Y., Zaitseva, E., Kalimoldayev, A., Symagulov, A.,
Levashenko, V., Abdoldina, F., Gopejenko, V., & Yakunin, K. (2022). Review of
Avrtificial Intelligence and Machine Learning Technologies: Classification, Restrictions,

Opportunities and Challenges. Mathematics, 10(15), 2552.
https://doi.org/10.3390/math10152552
Proceeding 4" International Conference on Business & Social Sciences (ICOBUSS) 225

Surabaya, October 26-27', 2024



https://doi.org/10.3390/su131810424
https://doi.org/10.1007/s10869-022-09829-9
https://doi.org/10.1007/s10869-022-09829-9
https://doi.org/10.3389/fmed.2022.950728
https://doi.org/10.3390/ijerph18010271
https://doi.org/10.1038/s42256-021-00394-z
https://doi.org/10.1038/s42256-021-00394-z
https://doi.org/10.1007/s10796-022-10308-y
https://doi.org/10.1007/s12599-021-00708-w
https://doi.org/10.3390/soc10010023
https://doi.org/10.3390/businesses1010002
https://doi.org/10.2991/978-94-6463-374-0_50
https://doi.org/10.1007/s12525-020-00439-y
https://doi.org/10.3390/math10152552

G\COBUSS e-ISSN 2746-5667
()

BUSINESS & SOCIAL SCIENCES

Mhlanga, D. (2021). Artificial Intelligence in the Industry 4.0, and Its Impact on Poverty,
Innovation, Infrastructure Development, and the Sustainable Development Goals:
Lessons  from  Emerging  Economies?  Sustainability,  13(11), 5788.
https://doi.org/10.3390/su13115788

Nadikattu, A. K. R. (2021). Influence of Artificial Intelligence on Robotics Industry.
International Journal of Creative Research Thoughts, 9(1), 4708-4715.
10.52081/ecj.2023.v03.13.012

Oosthuizen, R. M. (2022). The Fourth Industrial Revolution — Smart Technology, Artificial
Intelligence, Robotics and Algorithms: Industrial Psychologists in Future Workplaces.
Frontiers in Artificial Intelligence, 5, 913168. https://doi.org/10.3389/frai.2022.913168

Pilozzi, A., & Huang, X. (2020). Overcoming Alzheimer's Disease Stigma by Leveraging
Artificial Intelligence and Blockchain Technologies. Brain Sciences, 10(3), 183.
https://doi.org/10.3390/brainsci10030183

Radanliev, P., Maddox, L., Santos, O., Burnap, P., Anthi, E., De Roure, D., Walton, R., Van
Kleek, M., & Mantilla Montalvo, R. (2020). Artificial intelligence and machine learning
in dynamic cyber risk analytics at the edge. SN Applied Sciences,
2(1773). https://doi.org/10.1007/s42452-020-03559-4

Rafanelli, L. M. (2022). Justice, injustice, and artificial intelligence: Lessons from political
theory and philosophy. Big Data & Society, 1-5.
https://doi.org/10.1177/20539517221080676

Rozman, M., Oreski, D., & Tominc, P. (2022). Integrating artificial intelligence into a talent
management model to increase the work engagement and performance of enterprises.
Frontiers in Psychology, 13, 1014434. https://doi.org/10.3389/fpsyq.2022.1014434

Sadiku, M. N. O., Ashaolu, T. J., Ajayi-Majebi, A., & Musa, S. M. (2021). Augmented
Intelligence. International Journal of Scientific Advances, 2(5), 772-775.
10.51542/ijscia.v2i5.17

Santana, M., & Diaz-Fernandez, M. (2023). Competencies for the artificial intelligence age:
visualisation of the state of the art and future perspectives. Review of Managerial
Science, 17, 1971-2004. https://doi.org/10.1007/s11846-022-00613-w

Santos, G., S4, J. C., Félix, M. J., Barreto, L., Carvalho, F., Doiro, M., Zgodavova, K., &
Stefanovi¢, M. (2021). New Needed Quality Management Skills for Quality Managers
4.0. Sustainability, 13(11), 6149. https://doi.org/10.3390/sul3116149

Sawers, N., Bolster, N., & Bastawrous, A. (2021). The contribution of artificial intelligence in
achieving the sustainable development goals (SDGs): What can eye health can learn from
commercial industry and early lessons from the application of machine learning in eye
health programmes. Frontiers in Public Health, 9,
752049. https://doi.org/10.3389/fpubh.2021.752049

Siradhana, N. K., & Arora, R. G. (2023). The AI renaissance in HR: Exploring modern
solutions. International Journal of Research in Human Resource Management, 5(2), 149-
152. https://doi.org/10.33545/26633213.2023.v5.i2b.163

Tanveer, M., Hassan, S., & Bhaumik, A. (2020). Academic Policy Regarding Sustainability and
Artificial Intelligence (AI). Sustainability, 12(22), 9435. 10.3390/su12229435

Thamik, H., & Wu, J. (2022). The Impact of Artificial Intelligence on Sustainable Development
in Electronic Markets. Sustainability, 14(6), 3568. https://doi.org/10.3390/sul4063568

Thiebes, S., Lins, S., & Sunyaev, A. (2021). Trustworthy artificial intelligence. Electronic
Markets, 31, 447-464. https://doi.org/10.1007/s12525-020-00441-4

Proceeding 4" International Conference on Business & Social Sciences (ICOBUSS) 226
Surabaya, October 26-27', 2024

AINNENW 4t INTERNATIONAL CONFERENCE ON

BUSINESS REVIVAL THROUGH DIGITAL TECHNOLOGY TRANSFORMATION



https://doi.org/10.3390/su13115788
https://doi.org/10.3389/frai.2022.913168
https://doi.org/10.3390/brainsci10030183
https://doi.org/10.1007/s42452-020-03559-4
https://doi.org/10.1177/20539517221080676
https://doi.org/10.3389/fpsyg.2022.1014434
https://doi.org/10.1007/s11846-022-00613-w
https://doi.org/10.3390/su13116149
https://doi.org/10.3389/fpubh.2021.752049
https://doi.org/10.33545/26633213.2023.v5.i2b.163
https://doi.org/10.3390/su14063568
https://doi.org/10.1007/s12525-020-00441-4

QOBUSS e-ISSN 2746-5667
()

BUSINESS & SOCIAL SCIENCES

Thillaivasan, D., & Wickramasinghe, C. N. (2020). Conceptualizing the Impact of Al and
Automation on Leadership, Human Capital and Organizational Performance. Journal of
Business and Technology, 4(1 & 2). 10.4038/jbt.v411-2.37

Trim, PR.J., & Lee, Y.-I. (2022). Combining Sociocultural Intelligence with Artificial
Intelligence to Increase Organizational Cyber Security Provision through Enhanced
Resilience. Big Data Cogn. Comput. 2022, 6(4),
110. https://doi.org/10.3390/bdcc6040110

Trunk, A., Birkel, H., & Hartmann, E. (2020). On the current state of combining human and
artificial intelligence for strategic organizational decision making. Business Research,
13, 875-919. https://doi.org/10.1007/s40685-020-00133-x

Vora, L. K., Gholap, A. D., Jetha, K., Thakur, R. R. S., Solanki, H. K., & Chavda, V. P. (2023).
Artificial Intelligence in Pharmaceutical Technology and Drug Delivery Design.
Pharmaceutics, 15(7), 1916. https://doi.org/10.3390/pharmaceutics 15071916

Waltersmann, L., Kiemel, S., Stuhlsatz, J., Sauer, A., & Miche, R. (2021). Artificial Intelligence
Applications for Increasing Resource Efficiency in Manufacturing Companies—A
Comprehensive Review. Sustainability, 13(12),
6689. https://doi.org/10.3390/sul3126689

Wamba-Taguimdje, S. L., Wamba, S. F., Kamdjoug, J. R. K., & Wanko, C. E. T. (2020).
Influence of Artificial Intelligence (AI) on Firm Performance: The Business Value of Al-
based Transformation Projects. Business Process Management Journal. DOI:
10.1108/BPMJ-10-2019-0411

Wamba-Taguimdje, S. L., Wamba, S. F., Kamdjoug, J. R. K., & Wanko, C. E. T. (2020). Impact
of artificial intelligence on firm performance: exploring the mediating effect of process-
oriented dynamic capabilities. In Digital Business Transformation: Organizing,
Managing and Controlling in the Information Age (pp. 3-18). Springer International
Publishing.DOI: 10.1007/978-3-030-47355-6 1

Wani, S. U. D., Khan, N. A., Thakur, G., Gautam, S. P., Ali, M., Alam, P., Alshehri, S.,
Ghoneim, M. M., & Shakeel, F. (2022). Utilization of Artificial Intelligence in Disease
Prevention: Diagnosis, Treatment, and Implications for the Healthcare Workforce.
Healthcare, 10(4), 608. https://doi.org/10.3390/healthcare10040608

Wang, W., Chen, L., Xiong, M., & Wang, Y. (2023). Accelerating Al Adoption with
Responsible Al Signals and Employee Engagement Mechanisms in Health Care.
Information Systems Frontiers, 25, 2239-2256. https://doi.org/10.1007/s10796-021-
10154-4

Weber-Lewerenz, B. (2021). Corporate digital responsibility (CDR) in construction
engineering—ethical guidelines for the application of digital transformation and artificial
intelligence (AD in user practice. SN Applied Sciences,
3(801). https://doi.org/10.1007/s42452-021-04776-1

Yigitcanlar, T., Butler, L., Windle, E., Desouza, K. C., & Mehmood, R. (2020). Can building
"artificially intelligent cities" safeguard humanity from natural disasters, pandemics, and
other catastrophes? An urban scholar's perspective. Sensors, 20(10),
2988. https://doi.org/10.3390/s20102988

Zamponi, M. E., & Barbierato, E. (2022). The Dual Role of Artificial Intelligence in
Developing Smart Cities. Smart Cities, 5, 728-
755. https://doi.org/10.3390/smartcities5020038

Proceeding 4" International Conference on Business & Social Sciences (ICOBUSS) 227
Surabaya, October 26-27', 2024

AINNENW 4t INTERNATIONAL CONFERENCE ON

BUSINESS REVIVAL THROUGH DIGITAL TECHNOLOGY TRANSFORMATION



https://doi.org/10.3390/bdcc6040110
https://doi.org/10.1007/s40685-020-00133-x
https://doi.org/10.3390/pharmaceutics15071916
https://doi.org/10.3390/su13126689
https://doi.org/10.3390/healthcare10040608
https://doi.org/10.1007/s10796-021-10154-4
https://doi.org/10.1007/s10796-021-10154-4
https://doi.org/10.1007/s42452-021-04776-1
https://doi.org/10.3390/s20102988
https://doi.org/10.3390/smartcities5020038

WINESW 4" INTERNATIONAL CONFERENCE ON

Cl\ BUSINESS & SOCIAL SCIENCES
UCQBUSS e-ISSN 2746-5667 BUSINESS REVIVAL THROUGH DIGITAL TECHNOLOGY TRANSFORMATION

Zhang, J., & Chen, Z. (2023). Exploring Human Resource Management Digital Transformation
in the Digital Age. Journal of the Knowledge Economy, 1-
19. https://doi.org/10.1007/s13132-023-01214-y

Proceeding 4 International Conference on Business & Social Sciences (ICOBUSS) 228
Surabaya, October 26-27', 2024

_ V/ I
_



https://doi.org/10.1007/s13132-023-01214-y

