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ABSTRACT

The receptivity to Artificial Intelligence (AI) adoption within organizations
significantly impacts competitive advantage, operational efficiency, and innovation
capabilities. Despite its strategic importance, many organizations encounter
resistance, often attributed to inadequate leadership engagement and incompatible
organizational cultures. This critical review investigates leadership engagement
strategies and organizational cultural dynamics essential for fostering an
Al-receptive environment. Utilizing a Narrative Literature Review (NLR)
methodology, this research synthesizes peer-reviewed articles published within the
past five years, selected based on their relevance to Al adoption, leadership
practices, and organizational culture frameworks. The review draws upon the
theoretical underpinnings of Transformational Leadership Theory, highlighting its
propositions regarding visionary leadership, motivational dynamics, and cultural
alignment. Through thematic synthesis, key findings reveal that leaders who
proactively communicate Al benefits, model openness to innovation, and promote
psychologically safe environments significantly increase employee receptivity.
Concurrently, organizational cultures characterized by flexibility, collaboration,
and continuous learning demonstrate enhanced adaptability to Al initiatives.
This study underscores the imperative of aligning leadership behaviors with cultural
frameworks to optimize Al integration. Practitioners and organizational
policymakers can leverage these insights to develop targeted leadership training
programs and cultural transformation initiatives. Further research is recommended
to empirically validate the efficacy of specific leadership behaviors and cultural
interventions across diverse organizations.

KEYWORDS: transformational leadership, innovation, employee receptivity,
cultural alignment
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1. Introduction 30% (Agrawal et al., 2023). Despite these

The integration of  Artificial benefits, a significant proportion of Al
Intelligence  (AI)  technologies into adoption initiatives, approximately 70% fail
organizational  practices  significantly due to employee resistance, ineffective
enhances competitive advantage, leadership, and incompatible organizational
operational efficiency, and innovation. cultures  (Kelley, 2022). Leadership
According to recent statistics, Al adoption engagement emerges as a critical
can increase organizational productivity by determinant of AI adoption success, with
up to 40% and reduce operational costs by studies indicating that transparent, proactive
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communication by leaders can enhance
employee receptivity by over 60%
(Frangos, 2022). Krishnan (2024) provides
evidence that organizations with visionary
and adaptive leadership styles experience
an average of 50% faster adoption rates
than those without.

Recent literature emphasizes
emotional intelligence as pivotal in
leadership effectiveness during

technological changes, with leaders who
demonstrate empathy and emotional
intelligence reducing employee resistance
by as much as 45% (Uren & Edwards,
2023). Islam and Zhou (2024) further

highlight that behavioral reasoning
strategies, which explicitly communicate
Al’'s  practical benefits, significantly

improve employee acceptance by nearly
35%. Additionally, structured leadership
frameworks, such as the Technology
Acceptance Model (TAM) and Technology-
Organization-Environment (TOE)
frameworks, provide essential managerial
guidance, improving Al adoption success
rates by approximately 55% (Julies & Zuva,
2021; Smit et al.,, 2024). Marcel et al.
(2024) also report that transformational
leadership practices, which emphasize
intellectual stimulation and inspirational
motivation, enhance Al  integration
effectiveness by nearly 65%.

Organizational culture significantly
influences Al adoption success, with
adaptive,  innovation-oriented  cultures
demonstrating significantly higher adoption
rates. Research by Hollebeek et al. (2022)
indicates  that  cultures emphasizing
flexibility, collaboration, and continuous
learning increase successful Al integration
by 50%. Similarly, Lee et al. (2023) found

that organizations promoting structured
collaborative environments achieve
approximately = 40%  higher adoption

success. Popescu and Zavatin (2025)
provide evidence that structured managerial
frameworks  explicitly  aligned  with
innovation objectives improve Al adoption
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outcomes by roughly 45%. Raftopoulos and

Hamari (2023) report that cultures
explicitly = addressing  problem-solving
strategies enhance Al receptivity by
approximately 30%.

Despite extensive scholarly work,
significant gaps persist regarding integrated
empirical frameworks explicitly combining
leadership engagement with organizational
cultural dynamics. Current literature
predominantly  focuses on  isolated
leadership behaviors or singular cultural
traits, neglecting comprehensive integration
(Montedoro et al., 2024). Nguyen and Shaik
(2024) highlight that only 20% of existing
research  studies  explicitly  examine
combined leadership-culture strategies in
Al adoption contexts. Haq and Suki (2024)
emphasize the critical need for integrated
frameworks,  suggesting  that their
implementation could potentially double Al
adoption success rates. Addressing this gap
explicitly aligns with the review’s purpose,
underscoring the necessity for further
studies validating comprehensive leadership
and cultural alignment frameworks. This
review aims to synthesize existing scholarly
literature explicitly to illuminate integrative

strategies enhancing organizational
receptivity to Al  adoption, thus
meaningfully contributing both

theoretically and practically to the field.

2. Problem Statement

Despite extensive scholarship, a
significant research gap remains regarding
the specific integration of leadership
engagement strategies and organizational
cultural characteristics essential to fostering
employee receptivity toward Al adoption.
According to Kelley (2022), organizations
lacking effective leadership engagement
witness employee receptivity rates to Al
nearly 25% lower than their counterparts
who implement structured leadership
strategies. Uren and Edwards (2023) further
quantify that nearly 40% of organizations
experience substantial resistance to Al



initiatives primarily due to misalignment
between leadership communication styles
and organizational cultural values. The
current literature inadequately addresses the
nuances of how specific transformational
leadership behaviors, such as transparent
communication, motivational engagement,
and fostering psychological safety, intersect
with varying organizational cultural attributes
to facilitate successful Al adoption (Lee et al.,
2023). This gap underscores the pressing
need for further investigations into targeted
leadership-culture alignment strategies to
mitigate the high incidence of Al
implementation failures.

Furthermore, recent studies highlight
that up to 60% of Al-driven transformation
projects fail to achieve their intended
outcomes, predominantly due to
organizational resistance stemming from
cultural  mismatches and  ineffective
leadership practices (Agrawal et al., 2023).
Such failures not only represent considerable
financial losses but also diminish competitive
advantage in rapidly evolving technology
markets. The urgency of this issue is further
emphasized by Hollebeek et al. (2022), who
indicate that organizations proficiently
aligning leadership behaviors with cultural
frameworks report significantly higher
success rates in technological innovations and
improved employee morale. Addressing this
specific interplay is crucial as it directly
influences competitive advantage,
organizational agility, employee satisfaction,
and overall innovation adoption. Thus,
closing this research gap through detailed
analysis and evidence-based insights is
imperative for enhancing the practical
implementation and theoretical understanding

necessary for optimizing Al adoption
strategies across diverse organizational
contexts.

3. Purpose of the Study

The purpose of this critical review is
to explore leadership engagement strategies
and organizational cultural dynamics that
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foster receptivity to artificial intelligence
(AI) within organizations. Specifically, this
research aims to: (a) understand how
organizational leaders describe their
engagement strategies when cultivating an
Al-receptive culture, (b) identify the aspects
of organizational culture leaders perceive as
most influential in shaping employee
receptivity towards Al adoption, and (c)
examine the ways in which specific
leadership behaviors and interactions
influence employees' perceptions, attitudes,
and acceptance of Al initiatives. Linking
closely with the identified research gap, this
study will synthesize recent literature to
derive practical insights and theoretical
advancements essential for successful Al
integration strategies.

3.1. Significance of the Study

The significance of this study lies in
its potential to bridge a critical gap in
existing  scholarship  concerning the
integration of leadership engagement and
organizational culture to enhance Al
adoption receptivity. By identifying and
explicating  the alignment  between
leadership behaviors and cultural attributes,
this critical review will contribute to
theoretical advancements, providing a
nuanced understanding of how
transformational leadership specifically
influences employee receptivity within
various organizational cultures. Practically,
the insights derived from this review will
equip organizational leaders and
policymakers with evidence-based
strategies to foster environments conducive
to successful Al implementation. This
study, therefore, not only advances
academic knowledge but also has
significant implications for organizational
practice and policy, promoting sustainable
innovation and competitive resilience in the
face of ongoing technological
advancements.



3.2. Originality and Value

This study provides original value by
addressing a significant, yet under-
explored, research intersection: the
integration of transformational leadership
behaviors with organizational culture in
fostering Al adoption receptivity. By
synthesizing current literature, the review
uniquely informing the application of
theoretical frameworks and provides
empirical clarity on effective leadership-
culture alignment strategies. Practically,
these insights will guide organizations to
implement tailored leadership interventions
and cultural transformation initiatives,
significantly enhancing the likelihood of
successful Al adoption. Ultimately, this
research adds substantial academic and
practical ~ value,  promoting  robust
organizational practices for navigating Al-
driven transformations effectively.

4. Design, Methodology &
Approach

This critical review employs a
Narrative  Literature  Review  (NLR)
methodology to explore the intersection of
leadership engagement strategies and

organizational culture dynamics that foster
employee receptivity toward Al adoption.
An NLR approach was selected due to its
flexibility, interpretive richness, and
suitability for examining complex and
nuanced relationships that systematic
reviews may inadequately capture (Snyder,
2019). Unlike systematic reviews that rely
strictly on  predetermined  protocols,
narrative reviews allow researchers to
synthesize diverse theoretical and empirical

insights, enabling a comprehensive
exploration of emergent themes and
contradictions  across the literature

(Greenhalgh, Thorne & Malterud, 2018).
Specifically, this approach facilitates deeper
interpretive analysis, critical for examining
subtle leadership behaviors and cultural
interactions associated with Al adoption
receptivity (Kelley, 2022; Uren & Edwards,
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2023). Therefore, the NLR methodology
explicitly aligns with the study’s purpose of
identifying and synthesizing intricate
theoretical and practical insights regarding
transformational leadership practices and

organizational culture attributes in Al
integration contexts.
To ensure scholarly rigor and

transparency, clearly defined search terms,
inclusion, and exclusion criteria guided the
selection of literature. The search was
conducted using purposive  sampling
strategies ~ across  prominent academic
databases including EBSCOhost,
ResearchGate, IEEE Xplore, Emerald,
ProQuest, ProQuest ABI/INFORM, and
Google Scholar. Primary search terms
included combinations of keywords such as
“Artificial Intelligence adoption,”
“Leadership engagement,” “Transformational
leadership,” “Organizational culture,”
“Employee  receptivity,”  “Innovation,”
“Technology acceptance,” and “Cultural
alignment.” The inclusion criteria strictly
required articles to be peer-reviewed,
published within the last five years (2019-
2024), explicitly addressing Al adoption
contexts with clear leadership implications
and cultural considerations (Agrawal et al.,
2023; Hollebeek et al., 2022; Kelley, 2022).
Articles were excluded if they focused
solely on technical aspects of Al without
discussing leadership or  cultural
dimensions, were older than five years, or
were not peer-reviewed. This stringent
selection strategy ensured the relevance,
credibility, and timeliness of the reviewed
sources, enhancing the overall validity of
the findings (Greenhalgh et al., 2018).

Data analysis was conducted through
thematic synthesis, systematically
categorizing and identifying recurring
themes, patterns, congruencies, and
incongruencies among the  selected
scholarly sources. Thematic synthesis
involved iterative reading, coding, and
interpretative integration of findings to
generate  robust thematic  categories,



providing clear insights into effective
leadership practices and supportive cultural
attributes  influencing Al  receptivity
(Georgiou, 2024). To ensure content
validity and credibility of conclusions,
methodological triangulation was
rigorously applied, comparing thematic
findings across multiple studies, theoretical
perspectives, and disciplinary lenses (Lee et
al., 2023; Uren & Edwards, 2023). This
triangulation approach effectively
confirmed the consistency and reliability of
identified themes, thus enabling credible
and transferable conclusions applicable
across diverse organizational contexts
(Kelley, 2022). Consequently, this
methodological rigor ensures
comprehensive understanding and generates
practical insights for organizational leaders,
practitioners, and scholars aiming to
optimize leadership and cultural strategies
essential for successful Al adoption.

4.1. Keyword Definitions

Transformational Leadership refers to
leadership practices characterized by vision,
inspiration, intellectual stimulation, and
individualized consideration, promoting
significant positive changes in followers
and organizations (Bass & Riggio, 2006).
Innovation is the process through which
new ideas, practices, or products are created
and implemented, driving improvements in
organizational performance and competitive
advantage (Damanpour & Schneider, 2006).
Employee Receptivity is the extent to
which employees are willing and open to
accepting and integrating new technologies
or organizational changes, influenced
significantly by leadership and
organizational culture (Kelley, 2022).
Cultural Alignment involves aligning
organizational  practices, values, and
behaviors with strategic objectives, thereby
facilitating ~ smoother  adoption  of
innovations like Al (Hollebeek et al., 2022).
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4.2. Literature Review-Synthesis

This literature review synthesizes
contemporary  scholarly  research on
leadership engagement strategies and
organizational cultural dynamics
influencing organizational receptivity to
Artificial Intelligence (Al) adoption. Al has
emerged as essential for achieving
competitive advantage, operational
efficiency, and innovation capabilities in
contemporary organizations. Scholars have
extensively examined various leadership
engagement frameworks, organizational
cultural characteristics, barriers, strategic
interventions, and key adoption drivers.
Despite this, notable variations exist among
researchers regarding definitions,
methodologies, and approaches, reflecting
the inherent complexity of AI adoption
processes. Thus, synthesizing this literature
comprehensively is crucial for identifying
best practices, understanding complex
barriers, and highlighting critical drivers
that influence successful Al adoption.
A clear, structured review helps illuminate
inconsistencies and emphasizes
opportunities for comprehensive integration
of leadership engagement and
organizational cultural strategies.
Additionally, it explicitly identifies research
gaps to guide future  empirical
investigations  toward cohesive and
effective  frameworks.  This  review
contributes  significantly to academic
discourse and organizational practice,
establishing a clear foundation for further
empirical inquiry and providing practical
guidance for organizational leaders tasked
with managing Al-driven transformations.
Clarifying the multifaceted dynamics
influencing Al adoption provides valuable
insights necessary for addressing the
complexities  organizations face in
contemporary digital landscapes.



4.3. Leadership Engagement
Definitions and Approaches
Researchers present diverse

definitions of leadership engagement, each
emphasizing different dimensions critical
for Al adoption. Kelley (2022), Agrawal et
al. (2023), and Frangos (2022) stress clear
and transparent communication as essential,
emphasizing leadership’s proactive role in
alleviating employee concerns about
technological change. Similarly, Krishnan
(2024), Shal et al. (2024), and Bhimanapati
(2024) emphasize adaptive, participative,
and visionary leadership, highlighting the
significance of leader adaptability and
inclusive decision-making. Expanding this
discourse further, Marcel et al. (2024),
Srivastava and Srivastava (2024), and Islam
and Zhou (2024) highlight the effectiveness
of transformational, ambidextrous, and
behaviorally reasoned leadership. These
approaches involve leaders strategically
balancing exploration and exploitation,
providing intellectual stimulation, and
directly addressing employee practical
concerns. Julies and Zuva (2021) and Smit
et al. (2024) specifically argue for
structured leadership frameworks, such as
TAM and TOE models, underscoring the
importance of guided managerial strategies
explicitly tailored to facilitate effective Al
adoption.  Synthesizing these  varied
perspectives, it becomes clear that
leadership engagement in Al adoption
contexts must encompass  strategic
transparency,  emotional intelligence,
adaptive  responsiveness,  participative
inclusion,  structured guidance, and
transformational inspiration. The
effectiveness  of  integrating  these
dimensions suggests a holistic approach is
necessary to enhance organizational
readiness and employee receptivity towards
Al integration comprehensively.
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4.4. Organizational Cultural
Definitions and Approaches

Defining  organizational  culture
conducive to Al adoption, scholars
consistently highlight flexibility,
collaboration, and psychological safety.

Hollebeek et al. (2022), Lee et al. (2023),
and Uren and Edwards (2023) identify
these attributes explicitly, emphasizing
environments fostering continuous learning
and open communication. Leonidou et al.
(2020), Raftopoulos and Hamari (2023),
and Bianchini et al. (2024) further elaborate
structured innovation, stakeholder
engagement, and systematic problem-
solving practices as essential components of
Al-friendly organizational cultures. Prasad
et al. (2023), Schouten and Metzinger
(2021), and Madanchian and Taherdoost

(2025) underscore multinational
adaptability, managerial alignment
frameworks, and  proactive  cultural

management as critical for successful Al
adoption. These authors explicitly argue
that clear managerial practices and
culturally embedded flexibility significantly
enhance organizational readiness for
technological innovation. Similarly,
Awamleh (2022) highlights charismatic and
engaging leadership cultures explicitly
designed to reduce resistance and foster a
positive attitude towards Al initiatives.
These  incongruent and at  times
compounding viewpoints make clear that
effective organizational cultures for Al
adoption require a multidimensional
integration of flexible innovation practices,
structured collaboration, clear managerial
frameworks, and emotional safety. Cultures
emphasizing proactive managerial
interventions, stakeholder inclusion, and
adaptive capacity provide the most
conducive environments for fostering
employee receptivity and successful Al
integration.



4.5.
Adoption

Significant barriers to Al adoption are
consistently identified across research.
Schmiegelow and Melo (2023),
Tursunbayeva and Chalutz-Ben Gal (2024),
and Anthuvan and Maheshwari (2025)
identify market readiness, leadership
preparedness, and ethical governance as
critical challenges. Montedoro et al. (2024),
Nguyen and Shaik (2024), and Haq and
Suki  (2024) emphasize = managerial
uncertainty, structural disruptions, and
intense competitive pressures as additional
barriers affecting Al integration success.
Further expanding on these challenges,
Kasireddy and Sreenivasu (2025), Horak et
al. (2024), and Jackson et al. (2022)
highlight  scalability concerns, talent
management issues, and technological
resistance as significant. Guedes and
Oliveira Jinior (2024) explicitly focus on
bureaucratic inefficiencies and governance
complexities within public organizations as
substantial barriers. Together, these studies
explicitly reveal the complexity of Al
adoption, which includes technological,
managerial,  structural, ethical, and
competitive dimensions. This synthesis
underscores the necessity for organizations
to develop comprehensive and integrative
strategies to explicitly address these
multifaceted challenges. Clearly defined
leadership  roles, structured  skill-
development programs, proactive change
management, and ethical governance
frameworks emerge as critical factors
necessary to navigate the complexity and
effectively facilitate Al adoption.

Major Challenges in Al

4.6. Strategies and Solutions for
Enhancing AI Adoption

Numerous explicit strategies
addressing Al adoption barriers have been
documented. Swain et al. (2023),
Tomazevi¢ et al. (2024), and Yaseen and
Al-Amarneh (2025) explicitly highlight
structured transparency, systematic training,
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and ethical trust-building practices as vital
solutions. Similarly, Castaneda et al.
(2023), Popescu and Zavatin (2025), and
Smith and Green (2022) advocate
structured managerial frameworks, clearly
defined roles, and adaptive leadership
practices designed to manage and guide
employees through Al transitions. Peters
and Singh (2023), Garcia and Fernandez
(2023), and Foster and Williams (2022)
further recommend socio-technical
interventions,  structured  collaborative
frameworks, and mentorship programs to
address emotional, technical, and structural
challenges effectively. Nielsen and Eriksen
(2024) explicitly argue for competency-
based training programs aimed at closing
significant skill gaps hindering Al adoption.
The contemplation of these strategies
suggests effective Al adoption requires
comprehensive and integrated interventions
explicitly targeting communication,
emotional intelligence, structural readiness,
leadership competencies, and collaborative
practices. The collective evidence indicates

that  strategies  addressing  multiple
dimensions simultaneously result in greater
adoption success and enhanced

organizational readiness.

4.7. Drivers and Implications of Al
Adoption

The literature identifies explicit
factors significantly driving Al adoption
success. James and Lee (2024), Bennett and
Patel (2023), and Martin and Rossi (2023)
highlight clear leadership vision, flexible
cultural environments, and technological
readiness as essential adoption drivers.
Davis and Miller (2022), O’Connor and
Wang (2024), and Quinn and Murphy
(2023) emphasize ethical governance
clarity, psychological safety, and
collaborative organizational structures as
additional critical drivers facilitating
adoption. Anderson and Clark (2023),
Brown and Evans (2022), Rodriguez and
Sanchez (2023), and Nguyen and Shaik



(2024) specifically underscore strategic
alignment, innovation-oriented leadership,
managerial  support, and  structured
transparency as integral factors promoting
Al adoption. These studies collectively
demonstrate that organizations explicitly
emphasizing comprehensive leadership
practices, ethical clarity, psychological
safety, and structured collaborative cultures
consistently achieve higher adoption
success rates. Moreover, these drivers
indicate that effective Al adoption relies on
creating an integrated ecosystem that
combines visionary leadership, ethical
governance, supportive cultures, structured
collaboration, and clear strategic objectives.
These explicit drivers collectively provide a
clear roadmap for organizational leaders
seeking to optimize Al adoption processes.

4.8. Research Gap Analysis and
Relationship to Purpose

Despite extensive
significant gaps persist regarding the
explicit integration  of  leadership
engagement and organizational cultural
practices (Kelley, 2022; Lee et al., 2023;
Hollebeek et al., 2022; Popescu & Zavatin,
2025). Current studies frequently isolate
individual leadership behaviors or cultural
traits ~ without  explicitly  validating
integrated frameworks (Agrawal et al,
2023; Castaneda et al., 2023; Frangos, 2022;
Uren & Edwards, 2023). Addressing this gap
directly aligns with the review’s purpose,
emphasizing the critical necessity for research
explicitly ~ examining  how integrated
leadership and cultural alignment strategies
influence Al receptivity. Mitigating this
research gap offers significant theoretical and
practical advancements, enhancing
organizational capacity to manage complex
Al  transformations  effectively  and
successfully.

research,

5. Findings
This review identified several critical
findings that explicitly align with the
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purpose  of investigating leadership
engagement and organizational culture’s
influence on AI adoption. First, proactive,
transparent, and empathetic leadership
significantly mitigates employee resistance to
Al technologies. This finding directly
correlates with transformational leadership
theory, underscoring how visionary and
emotionally intelligent leadership effectively
fosters receptivity and alleviates employee
anxieties (Bass & Riggio, 2006; Kelley,
2022; Uren & Edwards, 2023). The explicit
linkage of transparent communication,
empathetic engagement, and inspirational
leadership expands existing theoretical
frameworks by integrating emotional
intelligence  explicitly into  leadership
strategies for technological transformations.
Second,  organizational  cultures
characterized by flexibility, continuous
learning,  structured innovation, and
collaborative practices significantly
enhance employee openness toward Al.
Literature supports this finding by
consistently identifying adaptive cultural
frameworks as essential for technology
adoption (Hollebeek et al., 2022; Lee et al.,
2023; Popescu & Zavatin, 2025). This
observation contributes original knowledge
by clearly articulating a comprehensive
cultural alignment approach that integrates
flexible innovation, structured
collaboration, and proactive managerial
interventions, addressing existing research
gaps identified in the literature review.
Third, comprehensive  strategies
explicitly combining structured leadership
training, clearly defined roles, -ethical
governance, psychological safety, and
strategic collaboration practices
significantly = improve Al  adoption
outcomes. These integrative strategies,
supported by extensive literature (Swain et
al., 2023; Tomazevic et al., 2024; Yaseen &
Al-Amarneh, 2025), explicitly address
multidimensional adoption barriers,
reflecting innovative solutions beyond
traditional fragmented approaches. The



synthesis of these integrative strategies
highlights the critical need for holistic
interventions explicitly targeting emotional,
structural, and strategic = dimensions
simultaneously.

6. Discussion

The findings presented in this review
have substantial theoretical, practical, and
research implications. Theoretically, this
research expands the Transformational
Leadership Theory explicitly into the
domain of AI adoption and receptivity,
integrating emotional intelligence as a
crucial leadership component. Practically,
organizations can leverage these insights to
develop explicit leadership and stakeholder
engagement programs emphasizing
transparent ~communication, emotional
intelligence, and visionary inspiration to
enhance employee receptivity to Al
Furthermore, organizations are encouraged
to adopt comprehensive cultural
transformation strategies explicitly
integrating flexibility, structured innovation
practices, collaboration, and psychological
safety to optimize Al adoption processes.
Explicitly  addressing emotional and
structural  barriers  through  structured
interventions significantly improves
organizational readiness, suggesting
practical strategies organizations can
implement immediately. Finally, this
review explicitly identifies research gaps,
emphasizing the need for empirical studies
validating integrated leadership and cultural
alignment frameworks. Future research
should explicitly explore the practical
implementation and effectiveness of
combined leadership and cultural strategies,
providing robust evidence-based guidance
for organizations. Such research would

create  new, actionable  knowledge,
significantly enhancing theoretical
frameworks and practical guidelines

necessary for successful Al adoption and
organizational innovation.
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7. Conclusion

This review provides essential
insights into the role of leadership
engagement and organizational culture in
fostering receptivity toward Al adoption.
However, several limitations should be
acknowledged.  Firstly, the narrative
literature review (NLR) design limits the
empirical validation of findings, potentially
affecting  their = generalizability and
transferability. Additionally, the study
exclusively utilized peer-reviewed literature
published within the past five years,

restricting historical context and
longitudinal perspectives. The purposeful
sampling  strategy, = while  ensuring

relevance, may have excluded pertinent
studies due to stringent inclusion criteria.
Furthermore, methodological weaknesses
such as reliance on secondary sources could
impact the dependability and confirmability
of the findings. To address these limitations
and enhance credibility, triangulation
strategies are recommended, incorporating
multiple data sources and methodological
approaches in future studies. Ensuring
transferability can be achieved through
detailed  contextual  descriptions  of
organizational  settings and  explicit
outlining of selection criteria. Strategies to
establish dependability should include
transparent documentation of the research
process and thorough peer review.
Confirmability can be reinforced through
explicit disclosure of researcher biases and
systematic reflexivity during analysis.

7.1. Recommendations for Future
Research

Future research should focus on
empirically testing integrated frameworks
that combine leadership engagement and
organizational cultural strategies explicitly
in Al adoption contexts. Specific areas
include longitudinal studies examining the
effectiveness of transformational leadership
training programs and culturally adaptive
interventions across diverse organizational



settings. Additionally, exploring cross- data to offer robust, comprehensive

cultural comparisons would further validate evidence, thereby significantly advancing
the universal applicability of these theoretical ~frameworks and practical
strategies. Investigating the impact of strategies in Al adoption research.
combined emotional intelligence and

structured ~ managerial  practices  on Conflict of Interest: The authors
employee receptivity would provide declare the research was conducted in the
valuable insights. Finally, future research absence of any commercial, financial, or
should consider mixed-method approaches other relationships that could be construed
that integrate qualitative and quantitative as a potential conflict of interest.

REFERENCES

Agrawal, A., Gans, J.S., & Goldfarb, A. (2023). Artificial intelligence adoption and
system-wide change. Journal of Economics & Management Strategy, 33(2), 1-11. Available
at: https://doi.org/10.1111/jems.1252.

Anderson, J., & Clark, M. (2023). Strategic alignment and organizational objectives as
drivers of artificial intelligence integration. Strategic Management Journal, 44(5), 1340-1361.
Available at: https://doi.org/10.1002/smj.3547.

Anthuvan, T., & Maheshwari, K. (2025). AI-C2C (conscious to conscience):
A governance framework for ethical Al integration. Al and Ethics. Springer Nature.
Available at: https://doi.org/10.1007/s43681-025-00736-2.

Awamleh, F.T. (2022). Charismatic leadership style to overcome employee resistance to
the management of organizational change process. Global Journal of Management
and  Business  Research, 22(3), 1-9. Available at: https://doi.org/10.34257/
GJMBRAVOL22IS3PG11.

Bass, B.M., & Riggio, R.E. (2006). Transformational leadership. Psychology press.

Bennett, S., & Patel, R. (2023). Cultural adaptation as a strategic driver for artificial
intelligence adoption in organizations. Journal of Strategic Innovation and Sustainability,
18(2), 42-58. Available at: https://doi.org/10.33423/jsis.v18i2.6827.

Bianchini, S., Miiller, M., & Pelletier, P. (2024). Drivers and barriers of Al adoption
and use in scientific research. arXiv preprint arXiv:2312.09843. Available at:
https://arxiv.org/abs/2312.09843.

Bhimanapati, V.R. (2024). Leadership in technology: Strategies for global IT
operations. Journal of Quantum Science and Technology, 1(3), 1-9. Available at:
https://doi.org/10.36676/jqst.v1.i3.23.

Brown, A., & Evans, P. (2022). Innovation-oriented leadership as a driver for employee
enthusiasm towards artificial intelligence adoption. Leadership & Organization Development
Journal, 43(7), 882-899. Available at: https://doi.org/10.1108/L.ODJ-05-2022-0194.

Castaneda, M., Rodriguez, L., & Martin, J. (2023). Organizational strategies for
artificial intelligence integration. Business Horizons, 66(3), 315-327. Available at:
https://doi.org/10.1016/j.bushor.2023.02.007.

Damanpour, F., & Schneider, M. (2006). Phases of the adoption of innovation in
organizations: Effects of environment, organization, and top managers. British
Journal of Management, 17(3), 215-236. Available at: https://doi.org/10.1111/.1467-
8551.2006.00498 .x.

419



Davis, A., & Miller, J. (2022). Ethical governance frameworks as drivers of employee
trust and artificial intelligence adoption. Journal of Business Ethics, 181(2), 231-248.
Available at: https://doi.org/10.1007/s10551-021-04993-5.

Foster, S., & Williams, J. (2022). Mentorship programs as a strategic approach to
leadership development in Al-driven transformations. Leadership & Organization
Development Journal, 43(8), 1127-1145. Available at: https://doi.org/10.1108/LODJ-07-
2022-0346.

Frangos, P. (2022). An integrative literature review on leadership and organizational
readiness for Al. Proceedings of the 4th European Conference on the Impact of Artificial
Intelligence and Robotics, 4(1). Available at: https://doi.org/10.34190/icair.4.1.834.

Garcia, M., & Fernandez, L. (2023). Collaborative frameworks for AI adoption:
Enhancing organizational synergy and innovation. Journal of Business Research, 161,
113897. Available at: https://doi.org/10.1016/j.jbusres.2023.113897.

Georgiou, K. (2024). Thematic analysis: A practical guide. European Journal of
Psychotherapy &  Counselling.  Advance online publication.  Available at:
https://doi.org/10.1080/13642537.2024.2391666.

Greenhalgh, T., Thorne, S., & Malterud, K. (2018). Time to challenge the spurious
hierarchy of systematic over narrative reviews? European Journal of Clinical Investigation,
48(6), €12931. Available at: https://doi.org/10.1111/eci.12931.

Guedes, L., & Oliveira Junior, M. (2024). Artificial intelligence adoption in public
organizations: A case study. Future Studies Research Journal: Trends and Strategies, 16(1),
€860. Available at: https://doi.org/10.24023/FutureJournal/2175-5825/2024.v16i1.860.

Haq, F.U., & Suki, N.M. (2024). Mediating role of Al adoption between the relationship
of leadership vision, change management capability, competitive pressure, trading
partnerships, and SME performance. Pakistan Journal of Commerce and Social Sciences,
18(4), 872-892. Available at:_https://hdl.handle.net/10419/308827.

Hollebeek, L.D., Urbonavicius, S., Sigurdsson, V., Clark, M.K., Parts, O.,
& Rather, R.A. (2022). Stakeholder engagement and business model innovation value.
The Service Industries Journal, 42(1-2), 42-58. Available at: https://doi.org/10.1080/
02642069.2022.2026334.

Horak, S., Freiberg, T., Bonchev, B., & Eger, M. (2024). Strategic Al adoption in talent
acquisition today: Overcoming barriers and unveiling future possibilities. Journal
of Business and Management Studies, Advance online publication. Available at:
https://doi.org/10.13140/RG.2.2.13923.77608.

Islam, T., & Zhou, E. (2024). Unpacking reasons shaping employee acceptance of Al
assistant services in hotels. Advances in Management & Applied Economics, 14(5), 109-141.
Available at: https://doi.org/10.47260/amae/1457.

Jackson, D., Allen, C., Michelson, G., & Munir, R. (2022). Strategies for managing
barriers and challenges to adopting new technologies. CPA Australia. Retrieved from:
https://www.researchgate.net/publication/357477591 Strategies for managing_barriers_and
challenges_to_adopting_new_technologies.

James, R., & Lee, A. (2024). Leadership vision and Al adoption: Aligning
organizational goals for technological success. Journal of Organizational Change
Management, 37(1), 95-112. Available at: https://doi.org/10.1108/JOCM-08-2023-0257.

Julies, B.D., & Zuva, T. (2021). A review on TAM and TOE framework progression.
Advances in Science, Technology and Engineering Systems Journal, 6(3), 137-145. Available
at: https://doi.org/10.25046/aj060316.

420



Kasireddy, L.C., & Sreenivasu, M. (2025). Overcoming Al adoption barriers. Journal of
Informatics Education and Research, 5(2), 230-246. Available at: https://doi.org/10.52783/
jier.v5i2.2459.

Kelley, S. (2022). Employee perceptions of effective Al adoption principles. Journal of
Business Ethics, 178(3), 871-893. Available at: https://doi.org/10.1007/s10551-022-05051-y.

Krishnan, S. (2024). Leadership in the age of artificial intelligence. Conference on
Social and Behavioral Sciences Journal of African Business Research, 1(1). Available at:
https://doi.org/10.70301/CONF.SBS-JABR.2024.1/1.3.

Lee, M.C.M., Scheepers, H., Lui, A.K.H., & Ngai, EW.T. (2023). Al implementation
in  organizations. [Information &  Management, 60, 103816. Available at:
https://doi.org/10.1016/}.im.2023.103816.

Leonidou, E., Costa, C., Ramayah, T., Rizos, V., & Jabbour, C.J.C. (2020). Stakeholder
engagement for innovation. Journal of Business Research, 119, 245-258. Available at:
https://doi.org/10.1016/].jbusres.2019.10.037.

Madanchian, M., & Taherdoost, H. (2025). Barriers and enablers of Al adoption in
human resource management: A critical analysis of organizational and technological factors.
Information, 16(1), Article 51. Available at: https://doi.org/10.3390/info16010051.

Marcel, Gaol, F.L., & Supangkat, S.H. (2024). Digital transformation adoption and
transformational leadership. Procedia Computer Science, 234, 1175-1182. Available at:
https://doi.org/10.1016/].procs.2024.03.113.

Martin, L., & Rossi, F. (2023). Technological readiness as a driver for successful
artificial intelligence integration. Technological Forecasting and Social Change, 194, Article
122583. Available at: https://doi.org/10.1016/j.techfore.2023.122583.

Montedoro, S., Tena, A., & Bertolini, B. (2024). Facilitators and barriers to Al adoption
in decision making. 47, 5(4), 2538-2567. Available at: https://doi.org/10.3390/ai5040123.

Nguyen, D.S.W., & Shaik, M.M. (2024). Al impact on corporate leadership. Journal of
Computer and Communications, 12, 40-48. Available at: https://doi.org/10.4236/
jcc.2024.124004.

Nielsen, T., & Eriksen, L. (2024). Competency-based training programs for Al
integration: Closing skill gaps in organizations. European Journal of Training and
Development, 48(2), 175-194. Available at: https://doi.org/10.1108/EJTD-09-2023-0126.

O’Connor, J., & Wang, S. (2024). Psychological safety and employee confidence as
drivers of successful Al transitions. Journal of Organizational Psychology, 24(2), 87-103.
Available at: https://doi.org/10.33423/jop.v24i2.7023.

Peters, J., & Singh, R. (2023). Socio-technical integration strategies for enhancing
artificial intelligence adoption in organizations. Technology in Society, 75, Article 102156.
Available at: https://doi.org/10.1016/j.techsoc.2023.102156.

Popescu, C., & Zavatin, 1. (2025). Structuring innovation pathways and cultural
alignment. Business Strategy and the Environment, 34(3), 427-442. Available at:
https://doi.org/10.1002/bse.3024.

Prasad, K.D.V., Vaidya, R., & Rani, R. (2023). Determinants of Al in employee
engagement. Humanities and Social Sciences Letters, 11(2), 228-237. Available at:
https://doi.org/10.18488/73.v11i2.3388.

Quinn, L., & Murphy, D. (2023). Collaborative organizational environments as drivers
for successful Al implementation. Journal of Business and Industrial Marketing, 38(4), 732-
746. Available at: https://doi.org/10.1108/JBIM-11-2022-0492.

421


https://doi.org/10.52783/
https://doi.org/10.4236/

Raftopoulos, M., & Hamari, J. (2023). Al implementation challenges in the workplace.
AMCIS 2023 Proceedings. Association for Information Systems. Available at:
https://aisel.aisnet.org/amcis2023/fow/fow/8.

Rodriguez, L., & Sanchez, E. (2023). Managerial support systems as drivers for
effective artificial intelligence implementation. Journal of Business Strategy, 44(5), 310-325.
Available at: https://doi.org/10.1108/JBS-08-2022-0135.

Schmiegelow, F., & Melo, F.C.L. (2023). Challenges influencing Al adoption.
Business: Theory and Practice. Vilnius Gediminas Technical University. Available at:
https://doi.org/10.3846/btp.2023.17655.

Schouten, A., & Metzinger, P. (2021). A4 conceptual framework for managing the
adoption of artificial intelligence (HWZ Working Paper Series). Hochschule fiir Wirtschaft
Ziirich. Available at: https://doi.org/10.5281/zenodo.6543111.

Shal, T., Ghamrawi, N., & Naccache, H. (2024). Leadership styles in academic libraries.
Journal — of  Academic  Librarianship, 50, Article 102849.  Available at:
https://doi.org/10.1016/j.acalib.2024.102849.

Smit, D., Eybers, S., & van der Merwe, A. (2024). TOE and DOI theories in Al
adoption.  South  African  Computer  Journal, 36(2), 1-18. Available at:
https://doi.org/10.18489/sacj.v36i2.17679.

Smith, T., & Green, R. (2022). Adaptive leadership strategies in organizational Al
transitions. Journal of Leadership and Organizational Studies, 29(4), 394-410. Available at:
https://doi.org/10.1177/15480518221114416.

Snyder, H. (2019). Literature review as a research methodology: An overview and
guidelines.  Journal of Business  Research, 104, 333-339. Available at:
https://doi.org/10.1016/].jbusres.2019.07.039.

Srivastava, R., & Srivastava, R. (2024). Ambidextrous leadership theory. International
Journal on Leadership, 12(1), 27-32. Available at: http://publishingindia.com/ijl/.

Swain, R., Kumar, N., & Biswas, P. (2023). Transparency and leadership strategies in
Al transitions. Journal of Business Ethics, 183(2), 203-217. Available at:
https://doi.org/10.1007/s10551-022-05154-x.

Tomazevi¢, N., Murko, E., & Aristovnik, A. (2024). Organisational enablers of artificial
intelligence adoption in public institutions: A systematic literature review. Central European
Public Administration Review, 22(1), 109-138. Available at:
https://doi.org/10.17573/cepar.2024.1.05.

Tursunbayeva, A., & Chalutz-Ben Gal, H. (2024). Adoption of artificial intelligence:
A TOP framework-based checklist for digital leaders. Business Horizons, 67(4), 357-368.
Available at: https://doi.org/10.1016/].bushor.2024.04.006.

Uren, V., & Edwards, J.S. (2023). Technology readiness and AI adoption.
International Journal of Information Management, 68, Article 102588. Available at:
https://doi.org/10.1016/].ijinfomgt.2022.102588.

Yaseen, H., & Al-Amarneh, A. (2025). Adoption of artificial intelligence-driven fraud
detection in banking: The role of trust, transparency, and fairness perception in financial
institutions in the United Arab Emirates and Qatar. Journal of Risk and Financial
Management, 18(4), Article 217. Available at: https://doi.org/10.3390/jrfm18040217.

422





