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Redefining Leadership Through Al
by Yi Chen | BComm (BUSI) '22, BSc (ENEL) '22

As Artiticial Intelligence (Al) is the primary digital
disruption in the current Fourth Industrial Revolution

(Schwab, 2017),
increosing|y rely on the guio|once of Al-based

experts in various professions
algorithms for high-stake decision-making (Shrestha
et al, 2019). For example, artitficial neural networks
(ANNs) are used in medicine for surgery allocation
(Bricefio et al, 2014). Additionally, algorithms are
used in human resource management for niring
decisions, including C-suite executives (Carmichael,
2015).
ANNSs and expert systems are also used in the

efforts to build a hybrid
credit

Artificial intelligence algorithms including
banking industry, in

inJre||igenJr system for ronking

(Bahrammirzaee et al, 2009).

In the last few decades, leadership scholars have
been frying tfo monitor the effects of digiio|izoiion
processes, where Al |o|oys an in’regro| part in it
(Cortellazzo et al, 2019).
debate has been focused on a leader’s ability to
the digital their

companies and, at the same time, inspire employees

Part of the academic

integrate transformation into
to embrace the cnonge, which is often perceived as
a threat to the current status quo. Despite the

increasing interest In discussing the relationship

between  digital  technology and leadership,
contributions have accumulated in a fragmented
fashion across various discip|ines. While  most

existing reviews and meta-analyses focus on studies
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from a speciicic field, such as compu’rer—numon
interaction (Wesche & Sonderegger, 2019) or
human factors (Oberer & Erkollar, 2018), this

article  will provide a comprehensive view by
ofiﬁering a systematization of the literature on Al
and |eoo|ersni|o Jrnrougn an in’rero|isci|o|inory lens. In
addition, recommendations concerning the future

of Al and leadership will be provided.

There are two main perspectives concerning the
role of Al and its effect on |eoo|ersni|o that exist
among scholars. The first perspective suggests that
while Al assumes more cognitive tasks, there is an
emerging "feeling" economy in which the “feeling”
tasks of jobs, such as communicating with others
and esiob|isning in’rerpersono| re|oiionsni|os, are
becoming more important for human workers than
the cogniftive nature of tasks of jobs (Huang et al,

2019). should think of Al

and human workers as a cohesive unit, transform

| eaders

jobs to be more |oeop|e—orien’reo|, and empnosize
the hiring of individuals with strong soft skills. The
other perspective, nowever, argues that leaders
should be more o|igi’ro||y iterate. Leaders should
understand Tecnno|ogy and augment some of their
core skills to navigate the o|igi’ro| world, while their
core |eoo|ersni|o skills (i.e, transtormative vision

and iorword—|ooking perspective) remain the



same (Kane et al, 2019). Additionally, the
rationale of this perspective is validated by the
joint study of MIT Sloan Management Review
and Deloitte.

So.. how can leaders capitalize on Al to optimize
their decision mgking? To answer this question,
one should first consider several factors. Machine
|egrning Al systems are designed to gccomp|isn
speciicic tasks (ie. predic’rion), by accessing and
gng|yzing enormous volumes of data and
providing in’re||igence so that humans can draw
insights to make quicker and much more efficient
decisions (Metcalf et al,, 2019).
Wesche and Sonderegger (2019) suggest that
computers have begun to dominate |egdersnip
functions, guiding and cornrngnding human
workers. Tney further suggest that computers not
only assist humans with specii(ic allocated tasks (as
in the past decades) but will also determine their
Working routine (i.e, guide them inrougn their dgy,
allocate  tasks, and influence the working
pace). However, it must be dcknow|edged
that computers are not icu||y cgpgb|e of
experiencing human emotions yer. Therefore,
leaders should ernp|oy proper judgmen’r when
making the high-stake decisions. When introducing
Al to orggnizo’riong| decision rngking, leaders
should also build internal cgpgbi|i’ries to decide on
the Inputs  to the g|gori’rnm, the g|goriinm
themselves, and the interpretation of predic’rions
(Shrestha et al, 2019). Finally, when making
decisions reggrding the tasks to be outsourced to
Al, leaders should consider not on|y the available
’recnno|ogicg| cgpdbi|iiies but also the human
participants, their interests, and methods to gain

their trust via poieniig| incentives.

Al and leadership have coexisted for years. For
this  mutual re|giionsnip to prosper in the
upcoming years, leaders must be Wi||ing to be
adaptive and build a dynamic skillset. Mike Walsh,
CEO of Tomorrow, suggested that leaders need
not on|y a deep undersignding of human
cornp|e><iiy (ie, how to motivate peop|e and
empcﬁhize with clients), but also a flair for
compu’rgiioncﬂ Jrninking and the gbi|i’ry to take a
structured gpprogcn to decision—mgking.
Unders’rdnding at a nign level how iecnno|ogy

does (gnd does noi) work will enable leaders to
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make informed decisions in fimes
of uncertainty. Leaders with an ggi|e mindset and

digi’rg| savvy will be able to pivot when necessary.

In summary, Al will best benefit those leaders who
study, understand, and use it. In the near future,
leaders will be expec’red to manage machine-
machine, human-human, and human-machine
teams. Only leaders who understand Al well will
successfu”y lead the company ’rnrougn periods of
’recnno|ogicg| disrupiion and increase the Digiig|
Quotient of the company (a sing|e meftric
of digital maturity of a company) (Catlin, Scanlan
& Willmott, 2015), and improve organizational

effectiveness and |ong—’rerm sus’rdindbihiy.



