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1.ABSTRACT

Artificial Intelligence (Al) is increasingly transforming the workplace
by changing how employees perform tasks, make decisions, solve
problems, and interact with technology. As organisations move beyond
traditional automation towards greater human—Al collaboration,
employee readiness has become an important factor in determining
how effectively Al can be integrated into work processes. This paper
reviews existing literature on human—AlI collaboration, employee Al
readiness, and workforce effectiveness to understand their relationship
in the changing world of work. The study adopts a secondary-data-
based review approach and examines relevant academic literature
published in peer-reviewed journals and scholarly databases. The
review focuses on major themes including employee Al skills,
technological adaptability, trust in Al, human judgement, continuous
learning, task performance, productivity, and decision-making.
Existing literature indicates that human—Al collaboration can support
employees by reducing routine work, improving access to information,
supporting decision-making, and enabling employees to focus on more
complex activities. However, the effectiveness of such collaboration
may depend on employees ability to understand, adapt to and critically
evaluate Al-generated outputs. The review also identifies challenges
such as skill gaps, over-reliance on Al, trust issues, job-related
concerns, and changing work roles. Based on the reviewed literature,
the paper develops a conceptual understanding of how employee Al
readiness can support effective human—Al collaboration and workforce
effectiveness. The study highlights the need for continuous learning,
employee development, human oversight, and responsible Al
implementation for a sustainable future of work.

Keywords: Human—Al Collaboration, Al Readiness, Workforce
Effectiveness, Future of Work.

2. INTRODUCTION

Artificial Intelligence (AI) and digital transformation are rapidly
reshaping workplaces, job roles, and organisational practices. Al is
increasingly used for automation, decision-making, data analysis, and
employee support, leading to greater human—technology interaction.
This transformation requires organisations to focus not only on
technological adoption but also on human—AlI collaboration, emotional
intelligence, trust, and employee readiness. The changing nature of
work has increased the importance of future-ready skills such as
adaptability, creativity, critical thinking, communication, resilience,
and continuous learning. Al can support human capabilities, but human
judgement, empathy, ethical reasoning, and interpersonal skills remain
essential. Consequently, education systems and organisations need to
strengthen digital competencies alongside human-centred skills and
multidisciplinary learning. Al adoption also influences leadership,
organisational culture, employee attitudes, career pathways, and
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workforce structures. Supportive leadership and an Al-ready
organisational environment can facilitate effective technology
adoption, while reskilling and upskilling can help employees adapt to
changing job requirements. These changes are particularly relevant
across functions such as IT, manufacturing, marketing, sales, customer
service, and supply chain management. Therefore, the present study
examines how Al integration, human capabilities future ready skills,
and organisational support collectively shape workforce readiness and
human-AI collaboration, with implications for organisations and
educational institutions preparing individuals for the future of work.

3.0BJECTIVE

1.To examine the impact of Al on employee performance.
2.To examine the role of employee skills in adapting to Al
3.To examine the role of organizational support in Al adoption.

4.RESEARCH QUESTIONS

Q1: How does the adoption of Artificial Intelligence influence
employee performance and workforce effectiveness?

Q2: What role do employee skills and Al readiness play in adapting to
Al-enabled workplaces?

Q3: How does organisational support facilitate employee adaptation
and effective Al adoption?

5. LITERATURE REVIEW

5.1 AI and Employee Performance

Artificial Intelligence is changing the way employees perform tasks by
supporting information processing, routine activities, decision-making,
and problem-solving. Evidence from OECD workplace surveys
indicates that many workers report improvements in job performance
after using Al although the benefits differ according to the nature of
work and the way Al is implemented. Research also suggests that Al is
more likely to complement human work in tasks where employees can
combine technological support with human judgement and expertise.
Therefore, employee performance in an Al-enabled workplace depends
not only on access to Al tools but also on employees' ability to use
these tools appropriately.

5.2 Employee Skills and AI Readiness

Employee skills are an important factor in successful Al adoption. Al
readiness includes employees' digital knowledge, willingness to learn,
adaptability, and ability to understand and critically evaluate Al-
supported outputs. The OECD reports that most workers do not need
advanced Al programming skills; instead, digital skills, data
interpretation, problem-solving, creativity, and other human skills are
increasingly important. This indicates that organisations need to focus
on continuous upskilling and reskilling so that employees can
effectively work alongside AI systems. Training has also been
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identified as an important organisational response to changing Al-
related skill requirements.

5.3 Organizational Support and AI Adoption

Organisational support is an important factor in helping employees
adapt to Al-enabled workplaces. Training, reskilling, supportive
leadership, clear communication, and adequate technological resources
can improve employees’ confidence and ability to use Al effectively.
Organisations should also provide continuous learning opportunities
because Al is changing job roles and skill requirements. At the same
time, employees may have concerns about job security, privacy,
workplace monitoring, increased work pressure, and changing
responsibilities.  Therefore, effective Al adoption requires
organisations to address both technological needs and employee
concerns. A supportive organisational environment can strengthen Al
readiness, encourage responsible technology use, and promote
effective human—AlI collaboration.

5.4 Human-AI Collaboration

Human-AlI collaboration refers to employees and Al systems working
together to achieve common work objectives. Al can support
employees in routine tasks, data analysis, information processing,
problem-solving, and decision-making, while employees contribute
critical thinking, creativity, human judgement, communication,
contextual understanding, and ethical reasoning. The effectiveness of
this collaboration depends on using Al to complement rather than
completely replace human capabilities. Human involvement is
particularly important in tasks requiring complex judgement,
interpersonal interaction, ethical decisions, and accountability.
Employees should also critically evaluate Al-generated outputs and
recognise their possible limitations. Therefore, effective human—Al
collaboration requires Al literacy, employee training, human oversight,
clear organisational guidelines, and responsible use of technology.
When these conditions are present, collaboration between employees
and Al can support productivity, better decision-making, innovation,
and overall workforce effectiveness.

5.5 Research Gap

Existing research has examined the impact of Al on employee
performance, productivity, skill requirements, Al adoption, and
workplace training. However, these areas are often studied separately,
with limited focus on how employee Al readiness, organisational
support, and human—Al collaboration work together to influence
workforce effectiveness. Although employee skills such as Al literacy,
adaptability, critical thinking, creativity, and continuous learning are
increasingly important, the combined role of these capabilities and
organisational support remains relatively underexplored. Similarly,
limited attention has been given to how human judgement,
organisational resources, training, and responsible Al practices can
strengthen effective human—AlI collaboration. Therefore, this study
addresses the gap by integrating employee Al readiness, skills,
organisational support, and human—AlI collaboration into a common
framework for understanding workforce effectiveness in the future of
work.

6. METHODOLOGY

This study follows a secondary-data-based literature review approach.
Relevant academic articles, research papers, and scholarly reports
related to artificial intelligence, employee performance, Al readiness,
employee skills, organisational support, and human—Al collaboration
were reviewed. The literature was examined thematically to identify
major findings, common patterns, challenges, and research gaps.
Recent reports from established organisations were also considered to
understand changing workplace skill requirements and Al adoption.

7. RESULTS AND DISCUSSION

The reviewed literature indicates three major findings regarding the
relationship between Artificial Intelligence, employee readiness, and

[JERTCONV 141 S100036

International Journal of Engineering Research & Technology (IJERT)

ISSN: 2278-0181
Vol. 14, Issue 10, NCREHAASTE - 2026

workforce effectiveness. First, Al can support employee performance
by assisting with routine and repetitive activities, information
processing, data analysis, problem-solving, and decision-making. By
reducing the time spent on certain routine tasks, Al can allow
employees to focus more on complex responsibilities that require
human judgement, creativity, and critical thinking. However, the extent
of these benefits may vary depending on the nature of the job, the type
of Al technology being used, and employees’ ability to use Al
effectively. Second, employee skills and Al readiness play an important
role in successful adaptation to Al-enabled workplaces. Employees
increasingly require a combination of digital and human-centred
capabilities, including Al literacy, data interpretation, technological
adaptability, problem-solving, creativity, critical  thinking,
communication, and continuous learning. Employees who are able to
understand Al-generated information, recognise its limitations, and
apply human judgement can potentially make more effective use of Al
tools. Therefore, Al readiness should be viewed as an ongoing process
that develops as technologies, job requirements, and workplace
practices change. Third, organisational support is an important
condition for successful Al adoption. Training and reskilling
programmes can help employees develop the competencies required to
work with Al, while supportive leadership and clear communication
can reduce uncertainty associated with technological change.
Organisations also need to provide appropriate technological resources
and establish clear guidelines for the responsible use of Al. Such
support can help employees adapt to changing responsibilities and
encourage more effective human—Al collaboration. The literature
further suggests that workforce effectiveness should not be viewed
solely as a technological outcome. The availability of advanced Al
tools does not automatically result in improved employee performance.
Outcomes also depend on how employees interact with these
technologies and whether they have the knowledge, confidence, and
skills necessary to use them appropriately. Similarly, organisational
culture, leadership, training opportunities, technological infrastructure,
and employee participation can influence the success of Al
implementation. An important implication emerging from the reviewed
literature is that human capabilities remain central even in increasingly
Al-enabled workplaces. Al can provide information, automation, and
analytical assistance, while employees contribute contextual
understanding, ethical judgement, creativity, interpersonal skills, and
accountability. Effective workforce outcomes therefore depend on an
appropriate balance between technological capabilities and human
expertise. Overall, the findings suggest that successful Al adoption
requires a combined focus on technology, employee readiness, and
organisational support. Organisations that invest in employee
development, continuous learning, responsible Al practices, and
human oversight can create conditions for more effective collaboration
between employees and Al. Thus, workforce effectiveness in the future
of work is likely to depend not simply on how much Al an organisation
adopts, but on how effectively people and Al are enabled to work
together.

8. CONCLUSION

Artificial Intelligence is significantly reshaping employee roles,
workplace processes, and the overall nature of work. The literature
reviewed in this study indicates that Al can contribute to improved
employee performance by supporting routine tasks, information
processing, problem-solving, decision-making, and access to relevant
information. However, the benefits of Al are not determined by
technology alone. They also depend on employees’ ability to
understand and use Al effectively and on the organisational
environment in which Al is implemented. Employee Al readiness
therefore emerges as an important factor in achieving effective human—
Al collaboration. Al-ready employees require more than basic digital
knowledge; they need adaptability, critical thinking, creativity,
problem-solving ability, continuous learning, and the capacity to
critically evaluate Al-generated information. These skills enable
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employees to use Al as a supportive tool while recognising its
limitations and making appropriate use of human judgement. The
review also highlights the importance of organisational support in
successful Al adoption. Organisations need to provide regular training,
reskilling and upskilling opportunities, adequate technological
resources, supportive leadership, and clear communication about Al
implementation. Employees should also be informed about how Al
may influence their roles and responsibilities. Addressing concerns
related to job changes, privacy, monitoring, and work intensity is
important for creating greater confidence in Al-enabled workplaces.
Furthermore, human oversight remains essential, particularly when Al
is involved in decisions that can significantly affect employees or other
stakeholders. Al-generated recommendations should be appropriately
reviewed and interpreted by humans rather than being accepted without
critical evaluation. Human capabilities such as ethical reasoning,
empathy, contextual understanding, creativity, and interpersonal
judgement continue to have an important role alongside technological
capabilities. Overall, the future of work is likely to involve increasing
interaction between human capabilities and Al technologies. Effective
Al adoption should therefore focus not only on implementing advanced
technologies but also on preparing employees and organisations for
meaningful collaboration with AI. A combination of Al readiness,
continuous learning, organisational support, human oversight, and
responsible implementation can contribute to more effective and
sustainable human—Al collaboration and workforce effectiveness.

9. RECOMMENDATIONS

1. Provide regular Al-related training and upskilling programmes.
Organisations should provide continuous training to help employees
understand and effectively use Al-based tools. Training programmes
should include basic Al literacy, digital skills, data interpretation,
critical evaluation of Al-generated information, and practical use of Al
in job-related tasks. Regular upskilling and reskilling can help
employees adapt to changing job requirements and reduce skill gaps.
2. Develop both digital and human skills.
Employees should be encouraged to develop a balanced combination
of technological and human-centred skills. Digital competencies such
as Al literacy, data analysis, and technological adaptability should be
supported alongside creativity, critical thinking, communication,
problem-solving, emotional intelligence, and collaboration. Such a
combination can help employees work more effectively with Al while
retaining the human capabilities that technology cannot fully replace.
3. Maintain human oversight in important decisions.
Organisations should ensure that Al is used as a supportive tool rather
than as the sole basis for important workplace decisions. Human
employees should review and critically evaluate Al-generated
recommendations, particularly in areas involving employee evaluation,
recruitment, promotion, customer decisions, or other decisions with
significant consequences. Human oversight can help identify errors,
biases, or inappropriate Al outputs and ensure greater accountability.
4. Ensure clear communication about Al implementation.
Organisations should clearly communicate the purpose, scope, and
expected benefits of introducing Al into the workplace. Employees
should understand how Al tools will be used, what tasks may be
affected, and what role employees will continue to play. Transparent
communication can reduce uncertainty, improve understanding, and
encourage employees to participate more positively in Al-enabled
workplace changes.
5. Address employee concerns about privacy, job changes, and
work intensity.
Al implementation should consider employees' concerns about
workplace monitoring, data privacy, changing job responsibilities, job
security, and increased work pressure. Organisations should establish
clear policies regarding the collection and use of employee data and
explain how Al-based monitoring or evaluation systems operate.
Where Al changes existing roles, organisations should provide
appropriate reskilling and career-development opportunities. Attention
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should also be given to workload and employee well-being so that Al
adoption improves work processes rather than creating unnecessary
pressure.
6. Promote a supportive organisational environment for Al
adoption.
Organisations should create an environment in which employees can
learn, experiment, and ask questions about Al without unnecessary fear
or uncertainty. Supportive leadership, adequate technological
resources, employee participation, and opportunities for feedback can
encourage greater acceptance and responsible use of Al
7. Encourage responsible human—AlI collaboration.
Al adoption should focus on collaboration between employees and
technology rather than complete replacement of human involvement.
Organisations should identify tasks where Al can provide assistance
while allowing employees to contribute judgement, creativity,
contextual knowledge, and ethical reasoning. This approach can help
organisations achieve technological benefits while maintaining
meaningful human participation in the workplace.

10. LIMITATIONS

This study has certain limitations that should be considered while
interpreting its findings. First, the study is based on secondary data and
existing literature; therefore, it does not provide direct empirical
evidence from employees or organisations. The findings depend on the
availability, quality, and scope of previously published studies. Second,
the reviewed literature may represent different industries, occupations,
organisational environments, and countries, making it difficult to
generalise the findings to all types of workplaces. Third, the level of
Al adoption varies considerably across organisations, and employees
may have different levels of access to Al tools, digital skills, training,
and organisational support. These differences may influence employee
Al readiness and workforce effectiveness. Finally, Al technologies and
their applications are developing rapidly. Consequently, workplace
roles, required skills, employee attitudes, and patterns of human—AlI
collaboration may continue to change. The findings of the present
review should therefore be understood within the context of the
literature available during the period of the study.

Future research can empirically examine the relationship between Al
readiness, employee skills, organisational support, human—Al
collaboration, and workforce effectiveness using survey or interview
data. Comparative studies across industries, occupations, age groups,
and countries could also provide deeper insights into how employees
adapt to Al-enabled workplaces.

11. FUTURE SCOPE

The findings of this study provide several opportunities for future
research. Future studies can collect primary data from employees and
organisations through questionnaires, interviews, or mixed-method
approaches to empirically examine the relationship between Al
readiness, employee skills, organisational support, human—Al
collaboration, and workforce effectiveness. Researchers can also
develop and test models that examine whether employee Al readiness
influences performance directly or through factors such as Al trust,
technology acceptance, learning orientation, or organisational support.
Future research may also compare employees across different
industries, occupations, age groups, and organisational levels to
identify differences in Al readiness and adaptation. Comparative
studies across countries or regions could further examine how
organisational culture, technological infrastructure, education, and
workplace policies influence human—Al collaboration. In addition,
longitudinal studies could examine how employees' skills, attitudes,
and performance change as organisations increasingly integrate Al into
their work processes. Future research can also investigate emerging
issues such as responsible Al use, human oversight, privacy, job
redesign, reskilling, and employee well-being. Such studies would
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contribute to a deeper understanding of how organisations can develop
an Al-ready workforce while maintaining meaningful human
involvement in the future of work.
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