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Introduction
	The trend of globalization and internationalization of market are the two natural processes that shape peoples’ lives. Specifically, globalization is defined as the process of integrating political, economic, cultural, and social interactions at the transnational level which would increase the mobility of population and thus would enhance diversity and competitions because people from different parts of the world would work together in the same workplace (Titareva, 2021; Crawford & Choudhry, 2023；Crane & Matten, 2010; Crane & Matten, 2016). Therefore, leadership accordingly rises approximately 100 years ago because how to manage and appropriately lead diversified employees in the same workplace is extremely essential (Titareva, 2021). In terms of the work of Perifer & Hille (2022), leadership is a heated research topic and could be described in many different forms. Usually, leadership or the human leader is linked with responsibilities to both the organisation as a whole and employees in different departments. In addition, leadership highlights value creation and the skill of organising and thus lead to generate a supporting working environment for achieving commercial goals (Perifer & Hille, 2022; Daft, 2010). 
However, as time passing by, the trend of globalization and internationalization of market also continuously boost the global economy and thus strengthen the need of the development of advanced technologies, for example, the artificial intelligence (AI). Based on the work of Perifer & Hille (2022), the ongoing process of digitalization has changed the industrial environment, and thus would have certain impact on peoples’ way of work. Specifically, the field of artificial intelligence is still a new one and this term cannot be consistently defined. However, it associates with many different parts including the big data, machine learning, data warehousing, data mining and so forth (Titareva, 2021; Todnern & Hughes, 2018). Therefore, the quick development of cognitive transformation is sweeping through and impacting the global economy and even the working style of each person (Berente & Santhnam, 2021). In terms of the data, approximately 85 % of executives and managers plan to extensively introduce artificial intelligence in the field of management (Titareva, 2021; Berente & Santhnam, 2021). Therefore, it seems that a conflict between human leaders and artificial intelligence does exist because some people would worry that what are the impact if artificial intelligences are so prevalent that leaders are eventually replaced. Some people tend to hold the view that artificial intelligence could finally replace employers completely in the workplace and another group of people tend to disagree with it. This debate is still a heated one nowadays. Therefore, this following essay would pose a view that human leaders should not be completely replaced by the artificial intelligence (AI) due to some unique soft skills although some technical skills are replaced to some extent at this point based on three major aspects: the distinct role of leaders in achieving organisational success, the effective motivation and engagement to employees, and the organisational commitment as well as the emotional link with employees in the workplace.  
Main body 1—the distinct role of leaders in achieving organizational success
	Leaders play an essential role in establishing and accomplishing the achievable and related commercial goals for the whole organisation that artificial intelligences currently cannot completely replace. According to the work of Bjokman & Johansson (2018), it is basically admitted that artificial intelligences do help companies and tend to replace technical parts such as the process of data mining and data analyzing because organisations would find it difficult to analyze data manually without the help of artificial intelligences especially for those transnational corporations with a lot of different transactions and thus algorithm could absolutely help the process of decision-making (Bjokman & Johansson, 2018). Therefore, artificial intelligences are definitely useful in some specific parts. 
Although they are useful and even tend to replace technical skills, artificial intelligences should not replace human leaders completely. As for the whole organisation, the process of analyzing data is merely part of daily jobs. What is more, the most essential matter is that human leaders could set up achievable and related commercial goals for every department and employees at all these departments collaborate in order to accomplish the established commercial aims (Crawford & Choudhry, 2023; Bjokman & Johansson, 2018). To be more specific, if a particular goal is established, the manager or human leader could generally organise the whole team throughout the whole process. Although artificial intelligence does useful in some parts among the whole process, it cannot organize teams effectively at this point. 
In addition, human leaders are good at monitoring or tracing the progress and making adjustments in time based on the feedback from the whole team (Barsoux & Toegel, 2012). Organising a formal meeting with all team members face to face would make effective adjustment for the whole process, which is also beneficial for value creations with workers. However, artificial intelligences, at present, are not capable of coping with these matters. Therefore, artificial intelligences still cannot replace human leaders completely due to the distinct or differentiated role of effectively organising the team and tracing progress that human leaders play in team. 
Also, although artificial intelligences are absolutely helpful, it should also be admitted that human beings are better at encouragement of peoples’ morale compared with artificial intelligence (Crawford & Choudhry, 2023; Bjokman & Johansson, 2018). Therefore, in terms of the work of Daft (2010) and the work of Lussier (2016), human leaders are more likely to bring motivation and set up organizational commitment as well as emotional connections to employees at the workplace. 





Main body 2—effective motivation and engagement with employees
	From the perspective of organization as a whole, leaders play an essential role on organising teams. If standing from the side of interaction with employees, employers in workplace could also win the artificial intelligence from many parts including effective motivation and engagement with workers. Among all leadership types, transformational leadership is one of them that highlights both motivation and engagement. Research suggests that transformational leadership could directly impact employees’ willingness to work and personal wellbeing (Maurice, 2019; Lynda, 2018; Barsoux & Toegel, 2012; Bonsu & Twum-Danso, 2018). 
In addition, based on the work of Bjokman & Johansson (2018), although artificial intelligence could tend to replace some technical skills in reality. Some soft skills are still essential and cannot be replaced at this point such as motivation and encouragement. It is suggested that artificial intelligences still lack some qualities which would make human beings unique and differentiated (Berente & Santhnam, 2021; Bjokman & Johansson, 2018). In fact, motivation and engagement of employees is highly linked with organizational goals because if employees are not willing to make any contributions, the work cannot be effectively done for organisations and the goals would not be achieved eventually. In fact, work motivation is one of the essential elements that would link with efficacy. Thus, it is necessary to build strong and effective motivation among different levels so that employees could then make solid contributions for their jobs (Astakoni & Sariani, 2022; Salleh & Zahari, 2016). 
If the result of a task has to be optimized, machines cannot act better than human beings. Therefore, during the process of performing a task, employers are more likely to observe employees’ personal feeling. If employees are not fully participated, as employers, it is relatively easier for them to get to know how they should act in order to motivate and encourage their employees to make solid contributions to work (Kesavan, 2021; Lynda, 2018). Compared with artificial intelligence, the artificial intelligences cannot take employees’ positive or negative attitudes into further considerations, and thus it is difficult for artificial intelligences to build intimate relationship with corporation’s employees, which would make employees feel unvalued and depressed and then become less willing to make contributions on their daily work and thus decrease the organizational output levels as a whole (Lynda, 2018; Giraud & Zaher & Akram & Harnandez, 2023). Therefore, human leaders would act better at motivation and encouragement for employees and thus employers should not be replaced completely by artificial intelligences at this point (Lussier, 2016; Sereyrath, 2023). 
Specifically, based on the work of Maurice (2019), leadership is one of the significance direct driving forces of efficacy and indirect force of healthy emotions, which links with the wellbeing of employees. Therefore, organizational commitment and emotional link would be discussed in the next following paragraph. 
Main body 3—commitment and emotional link with employees in workplace
	The effective motivation and engagement encouraged by human leaders are essential because motivation as well as encouragement would bring active participation of employees and thus would potentially increase organizational performance. Furthermore, the emotional connection with employees and organizational commitment are significant as well. 
In fact, organizational commitment and emotional link with others are two other significant soft skills that make human beings unique from artificial intelligences (Astakoni & Sariani, 2022). For example, the emotional link or the interaction between people is highly required especially in some certain industries. Some people still have preferences on communicating with human beings rather than a machine. For example, if a person needs to ask for help from consultants, it may be easier for human staff to consider and understand what this person really needs (Astakoni & Sariani, 2022; Salleh & Zahari, 2016; Astakoni & Sariani, 2022; Gerpott & Quaquebeke, 2023). It is also suitable for workplace. The establishment of emotional connections between human employers and employees would maximize the output level (Gerpott & Quaquebeke, 2023). 
Furthermore, According to the work of Astakoni & Sariani (2022) and the work of Salleh & Zahari (2016), organisational commitment could be defined as the affective and normative forms between employers and employees. In addition, some scholars also purpose that organisational commitment is a situation that employees are completely aligned with the goal and development of corporations (Gerpott & Quaquebeke, 2023; Salleh & Zahari, 2016). It is an essential bond forming between employers and employees. In fact, organisational commitment, motivation and encouragement are highly interrelated. When employers encourage staff, these employees feel valued and then both the organisational commitment and emotional links are formed, which means that employees are willing to work for the firm tirelessly in order to make achievements (Salleh & Zahari, 2016). 
For the corporations nowadays, productivity is still the core. Organizational objectives could be achieved easily if employees are fully committed to their firms which means that frequent motivation and encouragement or emotional connections should be made by human employers when employees need (Gerpott & Quaquebeke, 2023; Astakoni & Sariani, 2022). As a consequence, both organizational commitment and emotional connection with workers as employers are still highly required at the workplace nowadays that artificial intelligences should not completely replaced and all points including organizational goals, encouragement and motivation as well as organizational commitment are highly related. 




Conclusion
	In conclusion, leaders should not be completely replaced by artificial intelligences (AI) due to the fact that human leaders could do better in certain aspects compared with artificial intelligence which still make human beings unique as well as differentiated. Specifically, from the perspective of whole company, leaders could do better on organising teams and monitoring or tracing the progress. Furthermore, leaders could establish achievable and related commercial goals. In addition, leadership is one of the vital driving forces of efficacy and personal wellbeing. A good leadership could not only involve employees’ engagement but also fulfill employees’ personal wellbeing. In fact, the highlighted word should be completely within the concluding sentence. The reason why artificial intelligence should not completely replace human leaders is that artificial intelligence could, to some extent, replace some technical skills at this point rather than some soft skills including effective communication, encouragement, organizational commitment and emotional links. 
It is admitted that the trend of globalization and internationalization of the market would continuously advance the development of technologies including artificial intelligence and the pace of advancement is expected to continuously increase in the near future. Although artificial intelligences tend to replace human leaders and it is possible that they will completely replace human leaders if technologies advance extremely fast. However, the conflict between human leaders and artificial intelligences should not exist in reality. It is still beneficial to collaborate with artificial intelligences, for example, the data analyzing process could be quicker with the help and use of artificial intelligence. It is admitted that the everyday work gets more easier with the help of Artifical intelligences. Additionally, the relationship between leadership and artificial intelligence is not independent. Instead, overlapping parts should exist in between. The primary reason is that it is group of leaders and software developers that invest money and time to create and design artificial intelligences. Thus, it is suggested that leaders and some other field of expertise should require to continue studying and training in order to further realize that leadership and artificial intelligence is interrelated and coping with artificial intelligence effectively in the future could be mutually beneficial and extremely useful for the development of organisations. 
Also, it is still hard to predict that whether artificial intelligence could completely replace leadership or not. However, employers at corporations must actively adapt some unpredictable changes at present due to the fact that change management is still an essential part that every organization need. Therefore, what leaders could act for the next step is to embrace any changes occurred at different parts of work and be good at adapting new ways of work. 
In conclusion, employers should work consistently for the ultimate goal of organisations, which is to continuously moving forward. 
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