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Within the rapidly changing context of contemporary organisations, there is a growing discourse regarding the possibility of artificial intelligence (AI) taking the place of human leaders. The promise of improved productivity, data-driven decision-making, and the capacity to process enormous volumes of data at previously unheard-of speeds is what makes artificial intelligence so alluring. But despite our fascination with technology, it is crucial to understand the complex dynamics involved in managing people in an organisation and the critical role that human leadership plays in attaining organisational success.
The concept of leadership extends beyond simple management or oversight; it comprises a diverse range of abilities, characteristics, and attitudes necessary for directing individuals and groups towards common goals (Northouse, 2018). Human leaders are able to navigate the complexities of human interaction and modify their approach based on the needs and subtleties of their followers because they possess a special combination of emotional intelligence, intuition, and creativity (Goleman, 1998). Human leaders have the ability to emotionally connect with, inspire, and motivate their followers, in contrast to artificial intelligence (AI), which functions through algorithms and data-driven analyses. This helps to create a sense of purpose, belonging, and commitment among followers inside the organisational framework (Avolio, B. J, 2009).
The ability to inspire people and groups to achieve organisational objectives is fundamental to effective leadership (Deci & Ryan, 2000). Human leaders are able to customise their approach in order to motivate commitment and enhance performance because they have an inherent understanding of the various motivations that underlie human behaviour. Human leaders establish a work environment that is supportive and encourages employees to put forth their best efforts by utilising both intrinsic and extrinsic motivators (Luthans & Avolio, 2003).
In addition, good leadership goes beyond motivation to foster employee engagement, which is defined as a strong sense of connection, involvement, and passion for one's work (Saks, 2006). Human leaders are excellent at developing deep connections, encouraging candid dialogue, and producing chances for growth and cooperation. Leaders can establish a work environment where employees are empowered to express their opinions, share ideas, and contribute to the success of the organisation by cultivating a culture of trust, transparency, and accountability (Macey & Schneider, 2008).
Moreover, Yukl (2013) asserts that effective leadership entails the advancement and maturation of individuals within organisations. Human leaders act as role models, coaches, and mentors who help people grow by offering encouragement and helpful criticism. Leaders enable staff members to realise their full potential through individualised development plans, ongoing learning programmes, and mentorship connections, which promotes success on both an individual and organisational level (Kouzes & Posner, 2012).
Given these factors, the idea of using AI to replace human leaders needs to be carefully examined. Although artificial intelligence (AI) presents a multitude of advantages and prospects for augmenting organisational efficacy and efficiency, its ability to emulate the intricate intricacies of human leadership is still restricted. The essay that follows explores the critical role that human leadership plays in inspiring, involving, and developing individuals in organisations, and it concludes by making the case against replacing human leaders with artificial intelligence on a large scale. Organisations may fully utilise technological and human resources to drive innovation, growth, and long-term success in the dynamic field of organisational leadership by realising the indispensable nature of human leadership.

[bookmark: _Toc161559807]Motivation, Engagement, and Commitment in Effective Leadership
Within organisations, motivation is the driving force behind both individual and group behaviour. It affects employee’s willingness to put in effort to achieve organisational goals. Proficient leaders are able to recognise and address the various reasons why their followers follow them, which encourages loyalty and boosts output . Leaders can customise their approach to motivation by acknowledging the distinct requirements and goals of every worker, promoting a culture of involvement and dedication (Deci & Ryan, 2000).
Employee engagement and commitment are significantly influenced by intrinsic motivation, which is derived from people's inner aspirations and values. Human leaders are adept at leveraging workers' innate motivations by giving them purposeful work, independence, and chances for personal advancement (Pink, 2009). Leaders can foster an environment at work that supports employees' intrinsic motivation and raises levels of engagement and commitment by implementing initiatives like job enrichment, skill-building workshops, and recognition programmes (Luthans & Avolio, 2003).
Conversely, extrinsic motivation refers to outside incentives or rewards that affect workers' behaviour. Even though money can be a strong motivator, it is frequently insufficient to maintain engagement and commitment over the long term (Lawler, 1973). Human leaders understand the value of a comprehensive approach to motivation that combines intrinsic motivators like recognition, fulfilling work, and opportunities for advancement with extrinsic rewards. Leaders can foster a sense of purpose and meaning that goes beyond financial incentives by coordinating organisational goals with individual aspirations and values. This can lead to sustained commitment and performance (Bass & Steelmaker, 1999).
Organisational success is contingent upon employee engagement, which is defined as a profound sense of connection, involvement, and enthusiasm for one's work (Saks, 2006). By establishing a welcoming and inclusive workplace where staff members feel appreciated, respected, and empowered, human leaders can significantly contribute to the development of employee engagement. Leaders can foster an environment of engagement that promotes involvement and dedication by means of transparent decision-making procedures, open lines of communication, and chances for cooperation and feedback (Macey & Schneider, 2008).
Effective leadership also entails creating a climate of psychological safety and trust within teams so that workers can take chances, express their opinions, and question the status quo without worrying about facing consequences. Through their interactions with staff members, human leaders exhibit authenticity, integrity, and empathy, gradually gaining their trust and confidence. Leaders may unleash the full potential of their teams and foster innovation, creativity, and organisational agility by establishing a psychologically safe space where workers feel free to express themselves and share their ideas (Edmondson, 2018).
One essential result of good leadership is commitment, both to the organisation and its objectives. By presenting a compelling vision and uniting staff members around shared objectives, human leaders give their teams a feeling of direction and purpose. Leaders create a culture of trust, loyalty, and accountability by modelling their commitment to organisational values through their words and deeds. Leaders can foster a shared sense of ownership and responsibility by balancing the interests of the organisation and the individual, which will encourage long-term commitment and performance (Locke & Latham, 2004).
To sum up, effective leadership is a combination of motivation, engagement, and commitment that affects employee behaviour and organisational performance. A combination of intrinsic and extrinsic motivators can be used by human leaders to inspire commitment and drive performance because of their special capacity to recognise and address the varied motivations of their followers. Leaders can establish a work environment where employees feel empowered, appreciated, and committed to the success of the organisation by cultivating a culture of engagement, trust, and accountability. In order to fully utilise their human capital to spur innovation, growth, and a sustained competitive advantage, organisations must acknowledge the indispensable value of human leadership in inspiring, energising, and committing workers.
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Good leadership is about more than just inspiring and involving workers; it's about people inside companies developing and maturing as individuals. Human leaders support employees on their developmental journey and promote a culture of ongoing learning and improvement by acting as mentors, coaches, and role models (Kouzes & Posner, 2012). This section delves into the crucial role that human leaders play in the development of individuals, highlighting the tailored guidance, feedback, and support that they offer to foster talent and enhance capabilities.
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In order to help employees navigate difficulties, overcome barriers, and realise their full potential, human leaders play a critical role in coaching and mentoring them. Leaders can customise their coaching approach to meet individual needs by identifying employees' strengths, areas for improvement, and developmental needs through regular one-on-one interactions (Goldsmith et al., 2009).
In order to promote learning, development, and professional advancement, mentoring entails creating a supportive relationship between a more seasoned leader (mentor) and a less seasoned employee (mentee) (Kram, 1985). Human mentors help mentees navigate their career paths, acquire new skills, and broaden their networks by offering insightful counsel, perspective, and advice based on their own experiences. Mentors help their mentees grow personally and professionally by acting as sounding boards and role models, which gives them confidence and a sense of purpose and direction (Ragins & Kram, 2007).
Similar to this, coaching is a cooperative relationship between a manager and staff member with the goal of improving output, developing skills, and accomplishing personal growth objectives. Employees can identify their strengths, areas for growth, and action plans with the assistance of human coaches who use active listening, questioning, and feedback techniques. Coaches enable staff members to take charge of their own growth by offering helpful criticism, questioning presumptions, and promoting introspection. This promotes learning and continuous improvement (Grant, 2017).
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Human resource managers assist staff members in developing and carrying out individual development plans that match their learning objectives with both company and personal goals. Leaders lay out a plan for the professional development and advancement of their staff members by evaluating performance, identifying skill gaps, and establishing specific development goals (London & Smither, 1995). 
Job rotations, stretch assignments, training courses, and educational programmes catered to the professional goals and developmental needs of staff members are a few examples of developmental opportunities (Noe, 2017). According to Rothwell and Kazanas (2004), human resource leaders facilitate their employee’s growth by giving them access to the tools, networks, and support systems they need to succeed. Leaders facilitate employee’s ability to grow, broaden their perspectives, and contribute more to the organisation by providing them with opportunities for skill development and challenging assignments (Latham & Wexley, 2002).
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Adaptability in handling difficult organisational challenges and moral decision-making is another crucial component of effective leadership, in addition to motivation, engagement, and development. In these areas, human leaders have a clear advantage over AI, which emphasises the indispensable nature of human leadership.
For leaders to succeed in dynamic and uncertain environments, adaptability is essential. Today's organisations must be led by individuals who can act quickly and decisively in the face of a variety of challenges, such as global crises and technological disruptions (Hamel & Valikangas, 2003). According to Heifetz and Linsky (2002), human leaders are able to adjust their strategies and approaches to changing circumstances because they are emotionally and cognitively resilient. Human leaders are able to predict new trends, spot opportunities, and make necessary adjustments to guide their organisations towards success, in contrast to artificial intelligence (AI), which is dependent on pre-programmed algorithms and historical data (Martin, 2002). Furthermore, human leaders have the ability to instil confidence and trust in workers during uncertain times, promoting a resilient and innovative culture. Human leaders can create opportunities for growth and transformation by embracing uncertainty and change, which can lead to sustained organisational performance (Kotter, 1995).
Effective human leadership also includes ethical leadership, which is the capacity to make moral decisions in line with social norms and organisational values (Treviño et al., 2000). Human leaders balance conflicting interests, consider the larger picture when making decisions, and maintain honesty and openness in order to successfully negotiate difficult ethical conundrums. Human leaders have a moral compass that influences their decision-making, in contrast to AI, which is driven by preprogrammed algorithms and lacks moral agency (Johnson, 2006). Human leaders cultivate a culture of trust, integrity, and ethical conduct in their organisations by modelling ethical behaviour and taking responsibility for themselves and others. Additionally, human leaders inspire staff members to maintain high standards of honesty and professionalism by acting as role models for moral behaviour.
Building trust with stakeholders and maintaining organisational legitimacy are critical tasks for ethical leadership in an era of increased scrutiny and demand for corporate social responsibility. (Kish-Gephart et al., 2010)
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It is clear from navigating the challenging landscape of organisational leadership that artificial intelligence (AI) cannot fully replace human leadership. We have discussed the complex relationship between motivation, engagement, commitment, effective leadership, and the development of individuals throughout this discourse. Artificial intelligence (AI) has clear benefits when it comes to data processing, automation, and decision-making; however, it is not able to replicate the complex interplay between human interaction, empathy, and intuition that characterises effective leadership.
Because of their special combination of creativity, empathy, and emotional intelligence, human leaders are able to deeply inspire, encourage, and connect with their followers. Human leaders are able to comprehend and address the various motivations, aspirations, and emotions of their followers, in contrast to AI, which functions through algorithms and data-driven analyses. This allows leaders to build a sense of purpose, belonging, and commitment within the organisational fabric (Goleman, 1998).
Moreover, good leadership goes beyond encouraging employees; it also includes developing their trust, engagement, and growth. Human leaders are excellent at fostering deep connections, encouraging candid dialogue, and generating chances for teamwork, development, and education. Leaders may establish a work atmosphere where employees feel appreciated, respected, and inspired to put forth their best efforts by cultivating a culture of trust, openness, and empowerment (Kahn, 1990).
Given these factors, the idea that artificial intelligence (AI) can take the place of human leaders ignores the critical role that human leadership plays in attaining organisational success. While AI can support and improve some aspects of leadership, it is unable to completely replace the human element and delicate judgement needed to negotiate the intricacies of organisational dynamics. Organisations should embrace AI as a complementary tool that can improve decision-making, streamline procedures, and open up new avenues for innovation and growth, rather than seeing it as a replacement for human leadership.
To sum everything up, human leadership is unique because it can motivate, empower, and establish a very personal connection with others. Organisations can fully utilise human and technological resources to drive innovation, growth, and 
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