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Introduction

Artificial Intelligence (Al) has emerged at a fast pace as a technology reshaping
multifacted systems of the environment, namely economies, organizations and
industries (Brynjolfsson & McAfee, 2017; Jarrahi, 2018). Beyond automation, Al has
filled in areas such as decision-making, innovation processes, designing workforce and
customer engagement (Davenport & Ronanki, 2018). While adoption of Al is often
related to technological capability, there prevails scholarly argument pertaining to
successful adoption which is human: adaptability of the workforce (Wilson & Daugherty,
2018; Vodanovich et al., 2018).

Future work readiness has gained attention in the recent past, as many organizations
navigate Al driven change. As per (Frey & Osborne, 2017; Clarke, 2017), future work
readiness refers to the readiness of employees and organizations to adapt to evolving
technological enhancements, skill development, and sustain performance even under
incertain situations. It was well said by (Spreitzer et al., 2017; Luthans et al., 2021) that
being ready is not just competence development but most importantly, on psychological

adaptability, resilient, and overall organizational culture.

Despite its importance and relevance, current scholarship remains disintegrated. There
seems to a visible gap where Al adoption studies quite often omit the human
adaptability dimension to it, while research on adaptability and readiness do not
integrate with technological game changers. This gap is identified as a conceptual one
to observe how Al adoption and human adaptability of it can interact to shape future

work readiness.
Problem Statement

This study is at an early stage, more specifically as a concept note. Post, the completion

of doctoral degree | wish to conduct this research.
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The adoption of Al has widespread across organizational contexts, but readiness for the
future of work is not well understood. Existing research has primarily focused on the
technical factors and enhancements of Al (Bughin et al., 2018), however there is less
attention on human and organizational environments necessary to create the adoption

that translated to sustainable readiness of the workforce (Strohmeier, 2022).

There is a conceptual gap where readiness is considered as an not well articulated
ideal state. There is much ambiguity of how technology and human factors would
combine to product that state. In addition, there is an empirical gap which highlights
studies that often isolate Al adoption or adaptability of the workforce but rarely study
their interaction. Finally, there is a practical gap which is more practical and critical.
Most organizations remain uncertain about how to strike the balance between the
investments made on technology and on human competence building to create a

secure future ready workplace.

At this point there lacks a framework that explicitly connects the three hands, which is Al
adoption to human adaptability and readiness. Without this model, organizations tend to
risk the future in two ways. Either a technologically advanced organization but socially
not prepared workplaces, or maybe adaptive workplaces but lacking adequate
technology enhancements. This study address this gap by recommnding a model that
conceptualizes this.

Context and Rationale

Three major gaps emerge out of this research. They are fragmented conceptualization,
which means an integrated theoretical framework is lacking that well connects Al
adoption, adaptability and future readiness. They are individually studied but misses the
interrelationship between them. Secondly, there is limited empirical linkage between
them. Very few studies examine the combined influence of adaptability of readiness and
Al adoption at an organizational level. Lastly, the practical relevant is still in question.
Inspite of growing practitioner concern on the future workforce strategies, academia has
not sufficiently addressed the alignment of Al adoption with human adaptability to build

workforce readiness.
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This research proposes to bridge these gaps by advancing a conceptual framework that
links Al adoption and human adaptability as predictors of future work readiness.

Ongoing methodology

Research Design

The design for this is chosen with a mindset to illustrate how the framework can be
empirically tested. Hence, it adopts the mixed-methods design. This design is chosen
as future work readiness is multifaceted which combines technological and human
aspects. The quantitative phase would allow for statistical testing between adoption of
Al, human adaptability and readiness, while the qualitative phase would provide deeper
insights into employee’s lived and contextual experiences (Creswell & Plano Clark,
2017).

The current status of this study is in concept stage. Proposing this design strengthens
the conceptual contribution by demonstrating feasibility and rigor.

Population and Sampling

The conceptual population would comprise of organizations from various industries who
actively adopt Al technologies to varying degrees. While both large-scale corporations
and small-to-medium enterprises (SMEs) are relevant, to be able to conduct the
research well within the time and budget constraints, | decide to chose SMEs.

The sampling strategy employed for this research would be multi-stage sampling
strategy. Based on the progress of the research and constraint attached in recruiting
participants from different locations, | might limit it to specific geography like India or
India and UAE.

The quantitative phase is planned to be conducted through stratified random sampling
across industries, such as manufacturing, healthcare, technology and customer service.
Within each organization, both managers and employees would be randomly selected.

The qualitative phase participants would be selected through purposive sampling. They
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will be leaders and employees who have deep Al related experience as a part of their
work responsibilities. Ideally, | would target to pick the qualitative participants from the
quantitative phase on a voluntary basis.

Data Collection

At a high level, conceptually the data collection strategy would include the following
proposed measures for the qualitative research. Al adoption, the adapted scaled from
previous digital transformation research (Vial, 2019). Validated adaptability scales on
human adaptability (Martin et al., 2013; Pulakos et al., 2000). A composite index would
be developed from frameworks of workforce readiness and digital adaptability (World
Economic Forum, 2018).

The plan is to distribute surveys electronically to reach wider spectrum of respondents
across organizations and industries. Semi-structured interviews will be conducted
covering managers, HR leaders, and employees. This will explore perceptions of
workforce readiness, the challenges imposed by Al integration and the role of human
adaptability. In addition, the focus group discussions will provide insights drawing
collective experiences and on organizational dynamics. | am interested in the
triangulated approach that provides breadth and depth in understanding relationships in

the framework.
Description of planned action

The proposed early stage research concept possibly is identified by the following
planned actions. These are based on theory and prior evidence. | anticipate few themes
as a part of the data collection and expected information. They could be Al adoption as
an enabler of readiness. This means that organizations that invest in Al as tools and
training are likely to report higher readiness. This might be purely because employees
gain access to new learning opportunities and interventies and technology readiness
(Dwivedi et al., 2021). The next possible theme could be Adaptability as a protector.
As mentioned by (Martin et al., 2013), employees with higher adaptability have lower

resistance to change and higher engagement. This might be true as they adjust more
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effectively to Al induced disruptions. The next possible theme could be Interaction
synergy. This is practically observed in organizations as they can possibly achieve
higher readiness if Al adoption and adaptability are high and in synergy compared to
isolation. This calls for organizations to make conscious investments on human too,

while they focus on technology enhancements.
Reflection on learning

This early research opens several promising avenues for scholar practitioner
exploration at organizations, in addition to academia. Some of those could be,
longitudinal studies which examines how adoption of Al and human adaptability interact
over time and through the various stages of technological journey. Since, this study
could be across geographies, there could be cross cultural factors that shape
adaptability and perceptions of readiness driven by Al. A very explicit learning would be
the differences that might come up across industries in readiness. The key factor for this
could be the varying degrees of automation risk through Al.

Suggestions for future studies would be to test with moderating variables like leadership

styles, organizational culture and learning interventions to enrich the model.
Conclusion

This research concept has presented a structure framework linking Al adoption,
human adaptability, and future work readiness. This model highlights possible three
propositions, they are Al adoption directly enhances readiness, adaptability fosters
readiness, and combining both yields the strongest outcomes. By emphasizing the
interplay between human and technological dimensions, this framework adds value to
theory, offers practical guidance for organizations, and entitle employees to champion

adaptability as a core capability.
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