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Abstract: This study investigates the artificial intelligence (AI) adoption drivers and the mediating effects of trust and 
how the latter influence human resources management (HRM) of the banking sector in Saudi Arabia. A survey-based 
questionnaire was employed to collect data from 261 practitioners and professionals working in different banks in Saudi 
Arabia. Partial least squares structural equation modelling (PLS-SEM) was used to analyze data. Significant and positive 
effects of perceived usefulness and trust on artificial intelligence adoption in human resource management are highlighted 
by the results. In addition, the indirect effects of trust between perceived usefulness and AI adoption in human resource 
management were also found to be significant. 
 
1 Introduction 

In the age of globalization and fast technological 
advancement, organizations have prioritized human 
resources as a way to obtain a competitive advantage and 
long-term sustainability [1,2]. By way of these systems, 
many businesses have refocused their attention on adopting 
new technologies to enhance their performance [3] and 
aligned their strategies to enhance overall performance as 
a consequence of the increasing adoption of those technical 
tools, such as human resources information system (HRIS) 
and artificial intelligence (AI) applications [4,5]. 
Accordingly, HRIS has ostensibly evolved into artificial 
intelligence, enabling organizations to significantly 
improve their performance and productivity, perform 
specified human resources functions, analyze data and 
assist human resources departments to focus on their 
primary responsibilities. The adoption of AI in an 
organization claims that patterns of HR practice, rather 
than single actions, are required to meet organizational 
goals [6]. Nonetheless, AI has recently gained a reputation 
as a more strategic tool, linked with organizational values, 
goals and visions [7,8]. Additionally, several studies have 
addressed AI in HRM from different perspectives, 
specifically the qualitative differences that are to be 
expected at the level of HRM skills and competencies, both 
prior to and after the implementation of AI within an 
organization [9]; the challenges and opportunities 
associated with the adoption of AI in HRM [10,11]; the 
impact of employee commitment and trust as regards the 
adoption of AI [9]. In particular, the study examined a 
range of factors identified by previous research based on 
the analysis of the theoretical literature which included 
trust, perceived usefulness, user behaviour, ease of use and 
infrastructure . 

Based on that and according to the analysis of the 
previous literature, companies have begun to place a 
greater emphasis on AI and different technical tools 
through which they may develop organizational 
performance and compete accordingly, in order to achieve 
a variety of benefits. Integrated entities, information 
accessibility, the capability to analyze big data and 
notification systems are common examples of these 
benefits, which attempt to create a highly competitive 
advantage and added value for operations [12-14]. 

However, in the banking sector in Saudi Arabia, there 
are various challenges that need to be addressed in terms of 
human resources management. The implementation of 
artificial intelligence (AI) in this sector can bring about 
significant improvements in terms of efficiency and 
productivity. However, like other technology, the adoption 
of AI requires the strict implementation of quality 
principles and practices. According to [6] the banking 
sector in Saudi Arabia needs robust improvement and 
national preparedness to counter financial emergencies in 
the future not to repeat the sufferings that had damaged the 
whole society finically, physically, and emotionally. 
Therefore, it is high time to integrate and implement best 
managerial practices, principles, and approaches for 
creating agility in the banking sector of Saudi Arabia. 
Given the rabid growth of banking sector in Saudi Arabia, 
this study exists to fill this gap. 

Accordingly, this study argues that there are many 
drivers affecting the adoption of AI in the HRM in the bank 
sector in Saudi Arabia. Those factors include ease of use, 
perceived usefulness, infrastructure, along with trust. 
However, the researchers attempt to establish a model by 
means of mediation relations across study variables to 
address gaps in the current literature. Furthermore, this 
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research contributes to the area of HRM in the Saudi 
banking sector by analysing the current literature more 
thoroughly and examining the mediation effect of trust and 
user behaviour. The rest of the article is structured as; the 
second section comprises the theoretical background of the 
study, and the third and fourth sections encapsulate the 
methodology, and results. While sections five and six are 
the discussion and conclusion sections. 
 
2 Literature review and hypothesis 

development 
Each organization, whether small or large requires 

human capital to be able to conduct business and achieve 
its goals. Human resources comprise personnel that is 
employed in an organization to perform their daily tasks in 
exchange for a salary or rewards. Besides, the creativity of 
employees is becoming increasingly imperative to the 
success of a business and its long-term sustainability [15]. 
Conversely, HRM refers to a set of professional practices 
which include a range of personal practices that can be 
combined to ensure that an organization has a professional 
approach to managing people. These practices might 
include training and supporting qualified workers through 
stages beginning with selection and recruitment and 
including compensation and motivation [6].  

HRM is critical in motivating employees to achieve the 
highest level of productivity and efficiency in today's 
business world. However, this may possibly require the 
adoption of AI technology to ensure agile operations have 
the best possible tools and to be a high-tech company 
compared to rapid world innovation and revolution. In fact, 
the relationship between businesses, employees and 
customers is fundamentally changing as a result of the fast-
paced expansion and widespread deployment of Artificial 
Intelligence (AI) and other ground-breaking technologies. 
It should be noted that AI is referred to as "computer 
intelligence," "human intellect emulation" or "mind 
machine" [9]. [16] defined AI as "the science and 
engineering of constructing intelligent machines". 
According to [17] and [18], the primary principle of AI is 
that automated equipment, for instance, machines, robots 
and software can perform everyday jobs that have typically 
been undertaken by people. In other words, AI refers to 
using technology to perform a task that requires some level 
of intelligence to be accomplished [19]. Moreover, the 
adoption AI is particularly useful for businesses as it can 
foster more productive coordination and cooperation. 
Likewise, the adoption of such a tool offers several 
opportunities to improve and reduce the cost of HRM tasks 
[20].   

Specifically, AI can reform the structure of HRM and 
be an integrated system that delivers excellent results with 
the aim of enhancing performance management, workforce 
planning, people analytics, virtual assistants for self-
service/HR service delivery, career patching, leadership, 
and coaching [21]. AI creates accurate and trustworthy 

information databases via the use of algorithms by enabling 
instant access to data and rapid transmission which 
enhances human resources [22]. The ability of AI to 
promote individual workplace learning through a crucial 
aspect of database management [23].  Consequently, the 
manager has access to all records and can use them 
whenever necessary. It also supports decision-makers 
through the use of big data and machine learning 
algorithms [24]. Additionally, fostering organizational 
learning and eventually improved knowledge management 
enables businesses to derive valuable insights from 
individual behavior. Besides, [25] provides a piece of 
evidence for the transformational outcomes of AI in HR 
functions. [26] pointed out that AI has a significant positive 
influence on employee performance and work engagement. 

In practice, AI aids the HRM process in a variety of 
ways. Database management is offered to support 
individualized workplace learning [27], using big data 
techniques and machine learning. It offers an inclusive 
approach to handling hiring, training, development of 
employees, and performance reviews [28], AI also 
provides intuitive decision-making [24] whilst AI's 
capacity to build a substantial library of knowledge, 
process and history that HR managers may consult and use 
as required is invaluable [23]. 

 More generally, AI is changing how businesses 
manage their staff, develop HR calendars and assess 
productivity. As AI offers new approaches, such as social 
robots for HRM, they open up several opportunities and 
assist different HRM services [20]. Several scholars 
support this argument and highlight the ways in which 
computer-based software and AI tools facilitate the 
organizational setting and enhance productivity levels [29]. 

Many recent studies have discussed the adoption of AI 
drivers within the context of HRM and have questioned 
factors that affect the adoption of AI in HRM. [30] 
identified three primary drivers that influence the adoption 
of AI in HRM including technological, environmental, and 
organizational context factors. However, [22] extended the 
classification of these factors to include organizational 
preparedness, perceived benefits, and technical expertise. 
Moreover, [31] provided systematic classifications of these 
factors including effort expectancy, facilitating condition, 
performance expectancy, perceived credibility, along with 
social influence. Issues and drivers that affect the adoption 
of AI, as mentioned in previous studies, include technical 
or performance-related factors, organizational or 
environmental factors and user-customer factors. These 
studies have primarily focused on one or a few of these 
factors. This study seeks to investigate other factors 
including ease of use (EOU), perceived usefulness (PU), 
infrastructure, trust, as well as user behavior (UB). 

The first driver in this study pertains to ease of use 
(EOU) which refers to the extent to which a product can be 
used by individual users to achieve specific objectives, 
both effectively and satisfactorily [32]. [33] asserted that 
EOU is directly related to a person's perception of the effort 
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required to operate a system and is a key component of 
perceived ease of use. It is important to mention that EOU 
could be extremely important in determining the 
acceptance of AI from the perspective of the user on 
account of the unique nature of AI, which demands a 
certain level of knowledge and expertise. Various previous 
investigations have provided empirical evidence for this 
argument [34-36]. Similarly, EOU is preferred and 
included among the suggested conceptual model for a 
particular reason. Practically, the results of using AI 
applications have been widely considered as having a high 
degree of complexity and ambiguity [37-39]. Therefore, it 
was plainly noted that EOU might be one of the most 
crucial factors that might significantly influence whether 
Saudi Arabia's banking industry decides to implement AI 
applications. From the above discussion, it can be 
hypothesised that: 
 

H1: Ease of use has a significant impact on the 
adoption of AI applications in HRM in the banking sector 
in Saudi Arabia. 

 
One of the criteria applied in the study relates to 

perceived usefulness (PU). This is defined as “the degree 
to which a person believes that using a particular system 
would enhance his or her job performance” [33]. In the 
previous literature, PU has been identified as one of the 
most influential drivers for managers to adopt AI [29,40-
42]. Accordingly, it could be argued that users of the 
banking system who have adequate skills and believe in the 
benefits of AI applications are more likely to perceive AI 
as beneficial in their work. From an HR standpoint, 
workers must receive adequate training and information to 
better comprehend the advantages and anticipated results. 
By doing so, the perceived usefulness of the technology 
will increase and, in turn, this will influence the adoption 
of AI [35,37]. From the above discussion, it can be 
hypothesized that: 

 
H2: Perceived usefulness has a significant impact on 

the adoption of AI applications in HRM in the banking 
sector in Saudi Arabia. 
 

In the context of a corporate IT environment, 
infrastructure refers to the collective hardware, software, 
network resources, and services that are necessary for the 
existence, operation, and management of the environment 
[43-45]. Infrastructure systems will be crucial in supplying 
and maintaining services for this ever-increasing demand 
as AI applications become more connected, complicated, 
and digitalized [46]. [47] determined that without the 

critical infrastructure in an organization and without a high 
level of readiness, AI applications will fail. From the above 
discussion, it can be hypothesized that: 

 
H3: Infrastructure has a significant impact on the 

adoption of AI applications in HRM in the banking sector 
in Saudi Arabia. 

 
The feature that attracts or impedes a user from 

adopting AI apps is trust, which is vital in regard to 
promoting the adoption of AI. In his definition of trust, [48] 
explained that it is "a confidence or anticipation about the 
other party or as a behavioral intention or desire to depend 
on or rely on another party, coupled with a sense of 
vulnerability or danger if the trust is violated. From the 
viewpoint of the user or HRM, trust is described as the 
user's expectations of how the AI applications may provide 
opportunities and guarantees [49]. [50] ascertained that the 
creation of trust between people depends significantly on 
the trustee's outward look and that the embodiment of AI 
will quite possibly play a significant role in building that 
trust between people and AI applications. Accordingly, 
trust may be cognitive (based on reason) as well as 
emotional (based on affect), [51]. In this study, we will 
concentrate on trust as an emotional effect.  

Numerous previous researchers have demonstrated the 
practical influence of trust on the acceptability of IT, AI 
and technological applications [52-54]. In this study, we 
addressed the mediation role of trust between EOU, PU, 
infrastructure and the adoption of AI in HRM. In their 
investigation of the mediation role between PU, EOU and 
purchase intention, [55] determined the significance of this 
relationship. Nevertheless, we contend that infrastructure, 
PU and EOU are crucial in raising user’s trust levels and as 
a result, act as a dynamic construct that may persuade users 
to adopt AI applications. From the above discussion, it can 
be hypothesized that: 

 
H4: Trust mediates the relationship between EOU 

and the adoption of AI applications in HRM in the 
banking sector in Saudi Arabia. 

H5: Trust mediates the relationship between PU and 
the adoption of AI applications in HRM in the banking 
sector in Saudi Arabia. 

H6: Trust mediates the relationship between 
infrastructure and the adoption of AI applications in 
HRM in the banking sector in Saudi Arabia. 

H7: Trust has a significant impact on the adoption of 
AI applications in HRM in the banking sector in Saudi 
Arabia.
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Figure 1 The research model 

 

3 Methodology 
A quantitative technique was used in this study to 

obtain quantitative results and a level of significance 
reflecting the impact of AI adoption drivers in human 
resource management and the mediating role of trust.  A 
survey-based questionnaire was used to gather data. The 
survey consisted of four primary constructs in the 
questionnaire, each with a validated instrument from 
previous studies. A five points Likert scale was used. To 
collect data, banks in Saudi Arabia were selected and their 
human resource departments were contacted to outreach 
the potential participants. The emails of the potential 

participants were taken and an online survey using Google 
forms was undertaken. a convenience sample technique 
was applied. We were able to collect 261 completed 
questionnaires, which is an adequate sample size for the 
kind of data analysis applied in this study. Structural 
Equation Modelling (SEM) using smart PLS was used to 
analyse the research data. PLS-SEM is an efficient 
technique to investigate the interrelation among multi-item 
constructs [56,57]. Table 1 summarises the characteristics 
of the sample, highlighting the variation in the respondents' 
gender, ages, levels of education, work experiences and 
hierarchical positions.

 
Table 1 Sample characteristic 

Category Items Count % 
Sex Male 136 0.521 

Female 125 0.479 
Age 20 to 35 years 60 0.230 

36 to 50 years 180 0.690 
51 years and above 21 0.080 

Education Level 
Diploma or less 59 0.226 

Bachelor‘s 125 0.479 
Postgraduate (Master and PhD) 77 0.295 

Experience 

< 2 years 50 0.1916 
2-5 years 70 0.2682 

6 to 10 years 75 0.2874 
>11 years 66 0.2529 

 Total 261 100% 

The majority of the study participants were males 
(52.1%). Most of the participants were aged 36 to 50 years 
and had Bachelor in qualifications. In terms of experience, 
the majority (28.74%) had experience between 6 and 10 
years. While 32.8 % were serving in managerial positions.  

3.1 Measurement model  
Assessments of measurement models are made in light 

of construct validity through internal consistency, 
reliability, and discriminant reliability [58,59]. To 
determine the construct validity, the factor loading values 

EOU 

PU 

Infrastructure 

Trust 
AI Adoption   

H1 

H2 

H3 

H4 

H5 

H6 
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of all of the items must be greater than 0.6) which is the 
case for all the items [60]. (See Table 2). Likewise, the 
construct's reliability was then evaluated using Cronbach's 
alpha and the composite reliability with a cut-off value of 

0.7. To confirm the convergent validity of all the 
constructs, the average variance extracted (AVE) for each 
construct must be more than 0.5 [61]. These requirements 
are all satisfied, as evidenced by the findings in Table 2.

 
Table 2 Construct validity 

SD Mean Loading Items Constructs 
0.795 4.286 0.815 Q1 

Ease of use (EOU) 
(Cronbach’s α= 0.871; CR=0.903; 

AVE=0.609) 

0.816 4.186 0.780 Q2 
0.831 4.286 0.853 Q3 
0.878 4.01 0.801 Q4 
0.645 4.314 0.651 Q5 
0.716 4.271 0.768 Q6 
0.691 4.471 0.725 Q7 

Perceived Usefulness (PU) 
(Cronbach’s α= 0.825; CR=0.877; 

AVE=0.589) 

0.626 4.471 0.809 Q8 
0.597 4.414 0.694 Q9 
0.643 4.414 0.804 Q10 
0.639 4.386 0.799 Q11 
0.578 4.257 0.833 Q12 

Infrastructure 
(Cronbach’s α=0.835; CR=0.873; 

AVE=0.634) 

0.826 4.057 0.620 Q13 
0.816 4.186 0.830 Q14 
1.069 4.029 0.803 Q15 
0.826 4.343 0.667 Q16 
0.822 4.157 0.829 Q17 

Trust (Cronbach’s α=0.803; 
CR=0.873; AVE=0.634) 

0.773 4.271 0.663 Q18 
0.809 4.129 0.848 Q19 
0.878 3.971 0.832 Q20 
0.712 4.329 0.821 Q21 

AI Adoption (Cronbach’s α=0.862; 
CR=0.895; AVE=0.551) 

0.754 4.271 0.721 Q22 
0.805 4.257 0.782 Q23 
0.652 4.343 0.635 Q24 
0.961 4.186 0.776 Q25 
0.626 4.529 0.665 Q26 
0.535 4.643 0.778 Q27 

The heterotrait-monotrait ratio test (HTMT) and 
Fornell and Larcker's (1982) criterion were then employed 
to assess the discriminant validity. The Fornell and Larcker 
test initially suggests determining whether each construct's 

AVE square root of AVE is larger than its association with 
other variables [59]. (Hair et al., 2017). The variables' 
HTMT values must subsequently be less than 0.9 [58]. 
Table 3 displays the results of the discriminant validity.

 
Table 3 Discriminant validity* 

  AI 
Adoption 

EOU Infrastructure PU Trust 

AI Adoption 0.742     
EOU 0.590 0.781    

Infrastructure 0.379 0.647 0.756   
PU 0.630 0.725 0.414 0.768  

Trust 0.686 0.577 0.550 0.552 0.796 
*The square root values of the (AVE) are in bold in the diagonal cells. Below, we present the values of correlations between 

the constructs. The heterotrait-monotrait ratio scores are inserted above the diagonal cells.  

 

3.2 Structural model assessment 
The assessment of a structural model includes 

determining the model's level of quality. We made use of 
common methods, such as the R2 coefficient and the 

standardised root mean squared residual (SRMR) score, to 
evaluate the model's predictive accuracy indicators. 
Additionally, the SRMR statistics need to be lower than 
0.08 to confirm that the proposed model fits the data 
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[60,61]. The findings reveal that the R2 for AI adoption is 
0.545, whilst for trust, it is 0.435. The SRMR is 0.057 
which demonstrates adequate scores for both indicators. 

 

3.3 Hypotheses testing 
The results of the hypothesis tests based on the PLS 

structural model analysis are explained in Table 5. 
Following the recommendations of [62]. A bootstrapping 
approach was used to produce reliable coefficient estimates 
with 5000 subsamples.

 
Table 4 Hypotheses test 

Path Relationships (β) 
Standard 
deviation 

T Statistics p-values 

Hypothesis 1 

EOU → AI Adoption 0.189 0.166 1.138 0.255 

Hypothesis 2 

PU → AI Adoption 0.272 0.155 2.753 0.040 

Hypothesis 3 

Infrastructure → AI Adoption 0.129 0.120 1.078 0.281 

Hypothesis 4 

EOU → Trust → AI Adoption 0.064 0.092 0.691 0.490 

Hypothesis 5 

PU → Trust → AI Adoption 0.159 0.074 2.138 0.000 

Hypothesis 6 

Infrastructure → Trust → AI Adoption 0.166 0.104 1.603 0.109 

Hypothesis 7 

Trust → AI Adoption 0.497 0.152 3.277 0.001 

According to hypothesis (1), the EOU has a positive 
and significant impact on the adoption of AI. The result did 
not support this prediction (β = 0.189, p >0.05). H.1 is 
therefore rejected. According to hypothesis (2), PU 
significantly and positively influences the adoption of AI. 
The results support this prediction (β = 0.272; p<0.05). H.2 
is therefore accepted. Hypothesis (3) predicts that 
infrastructure has a positive and significant influence on 
the adoption of AI. The result does not support this 
prediction (β = 0.129; p >.05). Thus, H.3 is rejected. 

Furthermore, H4, H5 and H6 predict that trust mediates 
the relationship between EOU, PU, infrastructure and AI 
adoption. The findings provide evidence that just one path 
that includes the trust factor between PU and the adoption 
of AI (β = 0.159; p<0.05) is accepted. Consequently, H5 is 
supported while H4 and H6 are not supported. Finally, H7 
predicts that trust has a direct impact on the adoption of AI. 
The findings support and provide evidence for this 
prediction (β= 0.497; p<0.05). As a result, H7 is supported. 

 
4 Results and discussion 

To recap, the research question in this study focused on 
assisting the adoption of AI drivers in HRM in the Saudi 
banking sector. The mediation role of trust is also 
investigated. The findings attributable to the PLS-SEM 
analysis on data collected from 261 practitioners at various 

Saudi Arabian banks revealed that PU and trust have a 
direct impact on the adoption of AI.  

The analysis findings are in line with earlier 
publications. PU (H2) plays a significant role in motivating 
HR professionals and decision-makers in banks to adopt AI 
applications [35,37]. Similar to this, previous research 
supports the importance of trust in the adoption of AI (H7). 
[50] pointed out that establishing a technological culture 
within banks that will increase user acceptability and allow 
management to reduce errors and boost performance 
[52,53]. 

Likewise, the mediation effects of trust on the 
relationship between PU and the adoption of AI was 
ascertained to be significant and positive (H5). This result 
indicates the fundamental role trust plays in promoting the 
adoption of AI among users in the banking sector in Saudi 
Arabia. The association between the adoption of PU and 
AI was also determined to be significantly and favourably 
mediated by trust (H5). This conclusion emphasises how 
important PU is in boosting user confidence and 
encouraging the use of AI technologies in Saudi Arabia's 
banking sector. 

Accordingly, the numerous theoretical and managerial 
implications gained from our research can be presented as 
follows. By identifying the key factors influencing user 
adoption in the banking sector in a developing nation 
(Saudi Arabia), this study makes a significant contribution 
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to the field of AI in HRM. The research presents PU and 
trust as efficient antecedents of AI adoption in HRM and 
as a result, generates additional insights to the existing 
literature on AI (e.g., [12,22,30]). This research contends 
that rather than focusing on the direct influence of trust on 
the adoption of AI, management should concentrate on 
emphasizing the expected advantages of such applications. 
This can be achieved by actively involving employees in 
such practices, besides developing a continuous 
improvement policy before providing employees with 
instructions related to how to use AI applications. This 
demonstrates how trust between PU and the adoption of AI 
has an indirect effect. 

Additionally, this study highlights the importance of 
PU and trust, which can provide practitioners and decision-
makers with beneficial information concerning banking 
sector practices when implementing AI in HRM. As a 
result, the findings are in favor of PU's active involvement 
in promoting the adoption of AI. Top management has to 
understand the value of PU and how banking institutions 
may use it to develop HRM and AI application integration 
policies that keep pace with developments in IT.  

One significant benefit of AI applications in human 
resource management in the banking sector is its potential 
to improve efficiency in various HR processes such as 
recruitment, selection, and performance evaluation. AI-
based recruitment systems can help banks to identify 
suitable candidates, thereby reducing recruitment time and 
costs. Additionally, AI can help to analyze employee data 
to identify patterns and insights that can inform 
performance evaluation and training needs. These benefits 
have been supported by several studies, including 
[18,21,28] which showed that AI applications improve 
recruitment efficiency and employee performance in the 
banking sector. Studies such as [2,18] have provided 
recommendations on how banks can effectively adopt AI 
applications in their HR processes to maximize the benefits 
and mitigate the risks. 

By doing this, banks in developing nations like Saudi 
Arabia will improve their AI in HRM results and customer 
satisfaction levels regarding adoption preparedness. The 
results of this study assist managers to recognise the 
significance of their dedication, PU, and trust in 
influencing the banks' adoption of AI and in 
comprehending the significant function of those drivers, 
with the aim of increasing the quality of HRM through the 
adoption of AI. 

 
5 Conclusion 

The main first contribution of this study to theory is 
providing evidence that EOU and PU in the banking sector 
enhance AI adoption in human resources management. 
Secondly, practicing the role of trust as a mediator factor 
for increasing AI adoption. These findings support that 
trust is a dynamic factor required for optimizing AI within 
the banks' operations. However, these findings are 
consistent with [32,42] who pointed out that banks that 

have more awareness among employees and PU with EOU 
as AI features will be reflected in their effects on their 
HRM performance. The results of this study show that trust 
can achieve by PU and EOU with different supporting 
claims about the importance of these enablers [40,45]. 
Since this study revealed that PU and EOU have a positive 
effect on trust when implementing AI in HRM, it follows 
that if an organization has higher levels of PU and EOU, it 
will be better able to identify and manage the potential risks 
in the AI, resulting in a more effective and responsive 
mechanism. Similarly, the positive impact of PU and EOU 
leads to an increased level of trust if an organization is 
better equipped to AI implementation exploration and 
exploitation in its banking activities. However, it must be 
considered that this correlation does imply causality as 
numerous can be factors that might impact this relationship 
between AI adoption and HRM. Future research could 
examine the impact of AI on employee performance in 
more detail. This could include identifying which job 
functions are most affected by AI and how employees react 
to working alongside AI tools. Besides, future research can 
also address employee attitudes towards AI, including how 
comfortable they are working alongside AI tools and how 
they perceive the impact of AI on their job security. 
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