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CHAPTER 1: 

ABSTRACT : in the constant ever-evolving landscape of business innovation to configuration of digital technologies is transforming the way traditional practices are implemented reshaping the ways businesses function in their operatives, this study aims the documents the impacts of Artificial intelligence on organizational decision making by analysing multifaceted dimensions of Artificial paradigm encompassing the understanding behind digital technologies in the business sector while examining how digital technologies influence business operatives, customer engagements and decision making, proving differentiated opportunities and challenges associated with digital transformative. 
LIMITATION: limitation is the lack of primary data considering the willingness in data statics in demographics through self-reported responses affecting the accuracy and reliability of personal attributed findings towards digital technology and stakeholder anticipation.
KEYWORDS: digital transformation, Artificial intelligence, digitalization, technology, 
Limitation: 

1.1 Introduction 
The impact of AI on managerial Decision making in organizations 
The massive extension on business technologies throughout the last decade in the 20th century the implementing changes on technology has emerged rapidly influencing multiple elements inside today’s world in mechanical, science, phycological, practical and organizational reflecting the usages in innovation, invention, implementations, decision making processes. Focusing the topic directly on the insights of Artificial intelligence within workplaces managerial functionality in their organizations that advance the strategy, structure, dynamic and decision making in businesses today specified AI tools collected in these operations are data analytics, automation systems, tracking, monitoring .and controlling processes, machine learning, HR and customer services and sales are collectively being conducted by business to enhance differentiated strategic decision making, impactful results in business coordination and efficiency (Heinrich, 2025).  Business interventions cause major competitive rivalry that accelerates massively across organizations to retain and remain compatible in their environment including external departments becoming a major priority in order for organizations to have competitive advantages (Amany, 2025).	Comment by Caroline Walsh: recruitment

Inside operational objectives inside organization managerial levels are produced in order to reach ethical and sustainable strategies in ongoing tasks of the company, each level leverage is important on providing business structure complying with different responsibilities and acts of authority. Each section pillars pivotal roles in decision-making processes inside the organization senior leaders regulate the whole scope of the department mainly concentrating on building the longevity in the lifecycle of business future, facilitating strategies to the company direction, by embedding organisational culture, multidimensional work forces, cross functional frameworks, employee work, protect planning and collaborative collection with stakeholders on ownership interests (Wei, 2026).

Explanation on managerial areas and properties in organization:  Middle management motivates the actionable plans in specified projects by keeping employees informed of daily executive executions these can comply with company-based policies, frequency reports to top management, work directly with employees to navigate HR requirements. First-line managers are in close contact with employees, therefore extensive communication and problem solving is prioritised in regard to any environmental challenges with their ability to help and resolve issues, these skills help the company create value and achieve underlying goals on the daily interactions with internal factors of the business including staff members. Dimensional managerial hierarchies outline structures that aid organizations to work through clear coordination on authority and accountability, each management segment cooperate to the external extension in business tactical goals and achievements. 	Comment by Caroline Walsh: Remember your in-text citations
Senior Management Level
Middle Management Level 
Lower Management Level
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Figure 1: Managerial levels (Authority, accountability) 

Artificial intelligence has changed the game for business across all international nations, representing an evaluation risk to multiple leaders around nations 
Technology navigates workplace differentiation by remodelling channels of implementation that innovate management systems, by building both technical and people skills. Leadership strategies can partake in a more rapid vast and effective way using IT tools, such as AI to formulate functioning institutions to develop skills in AI properties inside the work field. Managers are using AI to navigate more concise decision-making processes in leadership processes in leadership styles due to complexity of increase demands on international external factors through economic growth applying price preferences, automation in price facilitation, analysing the in-depth data on end users personalization on consumer behaviours, technological channelling real-time data, theoretical models, advanced analytics on specified trends in market segments through consumer collectivity and workforce trends with extensions of practical testing by leaders testing automation strategies in AI usages through potential outcomes also predictive risk analysis. Artificial intelligence indulges in time scale measuring by AI handling complex indexes, leaving managers more time to navigate software development, improving customer experiences (Ceri and Erhan, 2025).

The transformative role AI connects with the cognition in socio-technical wiring that manages how AI remodels dynamics, human judgment, strategic and leadership leverages, in 2027 economic evaluates the outreach of AI software market will reach £297 billion and the organizational operation navigating AI usages to increase innovation and workflow to progress efficiency is 75%, the balance between technological ethics in organizational involvements requires contemporary management disclosure (Ceri and Erhan, 2025). Psychometric scientific assessments in businesses HR recruitments selections are assembled in multiple businesses to calculate individual's cognitive abilities, evaluating mental capabilities and personality characteristics, these assessments provide objectives in quantifiable score rations that aid companies in decision making (Shinde, 2025).

This study conducts a guideline on the implementation on AI systems with combined correspondence in human machine collaboration discovering the changes Artificial intelligence has intelligently integrated its properties in business managerial decision making through workplace productivity, employee retention, decision making and rationality in managerial roles with AI in decision making impacts in the cognition of AI through theoretical farmworker and techniques tailored to organizational contexts. 

1.2 Background 
The same as your proposal / Gaps (specific problems) the importance of the proposal, overall context added

1.2 Research Aim
The aim of this research is to propose the uses of advanced technology and how it changed the workforce through management systems decision making and implementation 	Comment by Caroline Walsh: See suggestions to refine this in ethics form


 
1.4 Research Objectives 
The main targets added onto the introduction 	Comment by Caroline Walsh: ethics form


1.5 Research Questions
How does the implementation of management systems on digitalisation affect management decision making in companies. 
Why do leadership styles in operational systems show importance in organizational culture. 
How has digitalization transformed the ways businesses manage their operations effectively.
How has the usages of digitalization changed the way business navigate their operations.

 
1.6 Chapter Summary 

The formulation of the dissertation is structed in 5 components from introduction all the way through conclusion 

Chapter 2: Literature Review 
Psychometric testing in HR development  : Global institutions have increased in competitive rivalry for organizations to retain employees has been a massive priority for the longevity in operational success criteria rates, psychometric testing is a AI systematic tool is widely embedded in employee recruitment processes, team building, talent management and leadership skills facilitation, employee retention that foster stability in the work environment that opens opportunities for work optimization in workplace responsibilities, cultural compatibility, personalization and overall performance. Technological Psychometric testing collects meta phycological data emotional regulations, cognitive abilities, work preferences, for senior managers to effectively gather informative data that'll eventually evaluate strategic decisions in employee working patterns in regulation beneficial working patterns, for each candidate styles of work. Data analytics in HR practices has evolved rapidly by changing old traditional HR functioning into evident-based measures using data driven measurements calculating employee performance, current trends, recruitment selection. The roles of psychometric testing in human resource development adapts the foundation in working roles as these metric assessments identify suitable skills that technically match organizations requirements alongside phycological compatibility with organizational culture (Shinde, 2025).	Comment by Caroline Walsh: Remember to punctuate and cite references.
Traditional HR practices VS modern Human Resource strategies in decision making:
The historical context within the HR department in managerial properties has changed drastically on the Human Resource management engage and interact with front line employees completely transforming the dynamic in traditional HR practices in transversion of reactive resources, such as employee onboarding, performance appraisals and communication into new HR practices being more proactive dynamic that strategies through evident-based functionality. Traditional HR tools are structure has transformed tremendously due to the digitalization of information and communication technology (ICT), human resources management systems (HRM) practices progressed through systematic structures through directed employee interaction that helps organizations maintain reward management systems, employee retentions, talent management as management systems has internationally transcended on labour properties. HRM subjectifies the mission in completing work criteria through work quality, selling innovative approaches in attracting the securance of various talents. Traditional HRM is systematically structured through directed job posting interviews where job opportunities are being enhanced by the influence of advancement in technologies, this capitalized the way organizations recruit and select processes also retain candidates in e-training, e-selection and e-training online platforms, such as advertisement being the main subject in online job applications adding on selection processes in maintaining employee work criteria. Modern HR practices have completely changed the way Human resources practices are designed through their business lifecycle (Qadir and Agrawal, 2017). 
[bookmark: _Int_niG8wpH9] Digital Human Resource Management (DHRM) encourages managers to imply digital coordinates in the day-to-day business practices, this highlights the implementation within business practices on communication, regulation and knowledge to evolve to operational methods, that both matches business orientation alongside employee personal attributes. Viewing the changed nature within business properties within both traditional and modern compromises the longevity within both leverages making meaningful aspect in adjustment in complying added on expertise that match employee's preferences. Overall, the new leverage in digitalization that match the same initiative that includes remarkable results in effectivity in to furthermore raise relevancy in business capability leading to massive business success (Wei, 2023).	Comment by Caroline Walsh: Vary your style of citing references i.e. Wei (2023) argues that ...

 Modern Human Resource:
 Proactive 
usage on advanced technology (IT, IS, AI alongside APP stores)
Predictive models 
Data Analytics 
Long term implementation 
 
Tradition Human Resource: 
Reactive 
Experienced  Focused 
Short term objecitves
Manual driven focus 
Clouded based materials that scale out business measures 

Figure 1. Modern HR practices Vs Traditional roles 
Data-driven focus in HR practices: Organizational predictive models combine a mixture of real-time data analytics from operational internal / external labour sources with organizational data, this workforce analytic forecasts workplace adaptability in skills, risk and constraints enabling companies to discover gaps within their market that can increase employee retention, gather increased stability in work productivity, types of analytics used are machine learning, statistical models, payroll and organizational data like performance and engagement levels (Shinde, 2025). 
Predictive HR analytics that effectively forecasts workplace outcomes, such as conduction on historical collectively, machine learning in advanced algorithms opening opportunities for human resource teams to tailor gaps in modelling and analytics, this opens barriers for institutional leverages in recruitment selections, regulations on employee retention and diligence in work strategies with a data-driven focus, evaluating risk factors on turnovers and proactively invest in stakeholder personalization (Amany, 2025). 
Internet of things (IOT) has shifted a paradigm in formulation on communication, connectivity and monitoring controlling interventions, IOT has enabled organizations to captivate in-depth knowledge in data coordination and training information systems in the workforce, this conduct is extremely reliable in improving decision-making processes within operational efficiency. Digitalization in HRM systems has played a pivotal role in employee motivations by facilitating the advantages in digital tools while maintaining digital ethics and user acceptance. This rapid changing landscape in technological advancements enquires organizations to adapt recruitment and selection processes in today's competitive business market, this ensures efficient selection progression in company working properties. Data driven focus has proximately been the main strategy in recruiting functionality that holds importance in enhancing the organizations ecosystem, that proactively promotes employee engagements and workplace resilience reducing operational uncertainty or challenges in the workplace. Digital centric focus elaborates efficient within the HR department, however this data domination has provided pressure on job roles due to the shifts on technology, economy, diversity, ethics, talent management alongside globalization being one of the main changes in the future of HR dynamics in the 21st century into new approaches on employee orientation, information technology completely modifying job roles and interventions with stakeholders to deliver training, optimization and personalization  in contrast the traditional areas when leader and followers were based on hierarchy, control and authority (Wei, 2023). 
Transformation on digital technologies (AI) in organizations: 
[bookmark: _Int_MPlIGHiW]Stakeholder connectivity throughout employee integration and customer experience has involved due to the technological e-commerce presence on digital technology, conventional business operations has revolutionised due to the impact of digital transformations throughout business to consumer connectivity features included are the integrations in the e-commerce business platforms through enhancing online presence by regulating digital compatibility applications and websites, the optimisation and consumer categories through e-commerce platforms have raised significant flexibility in optimisation on product/services facilitation, ordering purchases and accessibility of inconvenience for managerial forms to stakeholders. Data analytics has directly influenced market insights business intelligence regarding market research, consumer buying habits and market trends. Business intelligence on technological tools has adjusted how retail business connects communication channels through staff members also being able to make informed decisions through the analysis of business integration, consumer references and technological information this gives organisations the opportunity to accomplish marketing goals, and business scope techniques effectively, data analytics has also been the main denominator for optimising pricing strategies efficiently and product/service facilitation and organisations (Zaki, 2019). 
Recruitment/selection process hold the longevity in business success areas that makes their business strong in strategic strategies the main regulation on strategic recruitment and selection process is designed through the organization's objectives within recruitment orientation. The main justification on recruitment / selection processes is directed to the procurement, promotion and selection categories. The internal environment of reward management systems, abilities, skills for organizational success such as incentives, work placement responsibilities and training facilities, the main initiative in HR is to overall retain talent the investment on digital technology has transformed the way managers function their daily recruitment in choice on managerial properties through project managements, stakeholder interactions, associability, and production inventory (Hristova, 2022).
Job Search match throughout traditional features never seem to acknowledge candidates, transferable skills, accessibility on job criteria and career considerations, but was mainly targeting keyword matching styles, therefore resulting in time sensitivity being increased throughout numerous applications being sent with less interactive communication with managerial recruiters struggling to match specific job criteria to suitable candidates, due to the mass amount of unsuitable resumes making workflow patterns inconsistent, resulting in less hiring processes plus decreased satisfaction from potential employers, which raise the alarm for more efficient job solutions to be offered (Rukmini Modepalli and Atchutanna Subodh, 2026). 
Through the advancement of technologies in organizations digital transformation has been one of the main strategies in developing business integration within their operational field discovering targeted purposes in digital properties within organizational competencies this complies with the usages in upgrading stakeholder performance, business development also generates business models. Digital transformation has completely changed the ways businesses automate their expertise in business channels through the collaboration of technological audiences that externally expands shifting platforms within market segments on customer- segment approaches through analysing customer behaviours also customer experiences through personalization, product preferences and service productivity adding on with stakeholder interactions developing cross-functional teams that adapt to their changing strategies that meets the organizational scop, this has led to the digital compatibility in businesses using data analytics for informed decision making representing the identification in targeting business trends, consumer connectivity and stakeholder interactions on business activities (Khanom, 2025).
meaning of digital technology: 
The term "digital transformation" has evolved rapidly during the years with the main orientation with increasing the business leverages that enhances both internal and external elements throughout the automation in production capabilities amongst business processes and optimization including digital features, such as Artificial intelligence, internet of things (IOT), cloud computing alongside data analytics. The rapid growth in digitalization has implied with the ways business navigate their products / services also supply chain management usages, digital transformation conducts with the technical capabilities in data science that introduces the collectively in organization building, collecting and analysing data converting into insights of information using scientific methods such as statists, algorithms, storage solutions and data technologies the transformation is a processes that adjusts the phases of digitalization in digital innovation with the initiation to optimize various strategies in conduction to the organizations capacity (Khanom, 2025).
Challenges integrated into AI practices in organizations
Organizations face major multiple challenges concerning the implementation of artificial intelligence; leadership and organizational support due to the active involvements leaders have to sustain the morality in AI components through the companies vision, values and organizational culture that introduces cross-functional connectivity with user acceptance on transparency in AI decision making functions, by the tech-sensitivity on breaching those barriers of company culture are risk tolerant. Stakeholders' knowledge on AI, training and skills development, Kumar and Mittal (2024) explain that employee's acknowledgments will reflect the performance on having a positive impact in relations to AI acceptance and trusts, therefore the lack of skills in the understanding of AI formation, this reflects to the emerging need for companies to apply competencies in knowledge programming, change management, data sciences. End-user acceptance to change has become one of the main barriers to implementation of Artificial Intelligence these assumptions from individuals are of motivated by the lack of trust or control by these artificial technologies, uncertainty about outcomes and concerns regarding lack of human control in terms of replacing workforces and responsibilities, employees have raised concerns about human empathy and algorithmic biases. Challenges has faced regarding the data structure on privacy and quality, the data privacy regarding the confidentiality of data protection, with challenges relating to the unethical uses of data, with data quality pointing out the reliability of AI including the performance indicator of AI (Romeo and Lacko, 2025). 
Quantitative interviews amongst 20 HR managers addressing the challenging complications associated with digital transformation, In Bulgaria. Institutions. 3% has developed. Strategies for digitalization on HR properties and human resource management, one of the main barriers of digitalization in Bulgarian companies is the underestimation of HR functions, resulting in a lack of organisational culture. Where leadership doesn't acknowledge HR as competitive advantage, leading to a more administrative approach rather than using strategic measures that automatically is inherently affecting the adaptation of digital HR properties (Çeri and Erhan, 2025).
Recruitment and selection strategies line managers imported in organization decision making: 	Comment by Caroline Walsh: Link this to two retail companies to give contextt and compare
 Recruitment and selection has the main orientation to attract expand and retain talent from stakeholders who hold massive compatibility inside the operations that matches  the organisational culture and employees alignment that accelerate business proposition, this represents an ongoing change in dynamic and workplace lifecycles that represents the future orientated human resource department essential that keep the business expanding.  Online recruitment has expanded the use of adaptability functions across the business scope as online recruitment opens a wide mass of adaptability expanding expertise on potential candidates that match job requirements, accessibility in terms of speed through online systems are way faster and more cost-effective than traditional HR processes. Online platforms have generated the main domain in changing the recruitment function, becoming one of the main strategies for online recruitment to employees, opening accessibility within CV compatibility applications and a extensive reach to multiple managers (Hristova, 2022).
[bookmark: _Int_4r2N5mwR][bookmark: _Int_2mtlSd37]Indeed has leverage their recruitment facilitation by generating AI driven associations associated with data driven tools, the main orientation for indeed AI-powered tools are directed for recruitment and selection to be more sufficient. The various features that have been commended through indeed makes recruitment and selection processes more feasible for recruiting top talent that matches candidates capabilities within specified job criteria that matches the organisational culture, values, skills and capabilities. Indeed has innovated the usages and international flexibility that opens a doorway on AI powered two-sided marketplace with matching candidates job criteria to specified intelligence in behavioural compatibilities, skill based accessibility, context aware connectivity that goes beyond the job match criteria 580 million jobseeker profiles and 3.5 million employees are constantly looking for candidates online, This digital AI driven device has implemented the future of work data products through indeed leadership styles. An integrated AI powered product was introduced in 2024 from indeed called Pathfinder this adapts through end users skill sets, visualising specific career paths that will be the most suitable for each candidate (Indeed, 2024).
 Indeed talent scout is generated for artificial conversational connectivity that helps managerial fields connect with top candidates for recruitment efficiency towards insights of analytics on top talented employees. Talent Scout breaks down candidates application shortlist to discover the most feasible candidate, that will optimise job findings save time and concentrate more on other industrial tasks (Indeed, 2025). 
[bookmark: _Int_VJV3iTRV]AI job description generator tailors recruitment and selection job descriptions for candidates to get a more easier transcript of the job description, this will attract multiple talents to be retained by noticing simplicity throughout communicating descriptors, including formatted readability with essential features that helps incorporate feasible practices on effective job descriptors. This AI feature indeed premium advances the workflow of HR recruiter's daily workflow to focus on other manager tasks that shift to focus more on the longevity in the job objectives, making more connectivity of candidates through refining recruitment selections. Smart sourcing AI features this is generated also inside the HR department to help candidates discover compatibility in workplace proposition throughout their experiences, skills qualifications on the job description 52% of stakeholders have witnessed a positive response across smart sourcing features that advance recruitment sources more rapidly by not replacing human decisions but by enhancing credibility on top talents to be assessed (Indeed, 2026).
LinkedIn 
[bookmark: _Int_CwzafZiq][bookmark: _Int_vhA86yHk]LinkedIn platform is connected through recruitment strategies, networking alongside learning throughout market opportunities internal /external sources, LinkedIn enables digital transformation for multiple businesses worldwide. Transformation within LinkedIn features has impacted various transformations within business objectives alongside business modules, the organisation has interacted for the success of multiple businesses free navigating brand building, knowledge sharing, networking alongside talent development (Freshminds, 2026). 
[bookmark: _Int_ZCVJdpHB]Digitalization transformation platforms that have leveraged in LinkedIn: 
[bookmark: _Int_vyqLYWJv]Slack digitally has changed communication connectivity for talent acquisition amongst sourcing top, talented recruiters that will transform father innovative properties in top talent retention, leadership styles. Square is specified financial institutions for transactional payments processes accessible for small businesses through mobile devices. Square main operation was to attracts financial operators alongside interacting with small business owners amongst entrepreneurs. Warby Parker is directed in the retail sector by providing graphic features directed C2C models, LinkedIn ‘s connectivity is shared through by Parker culture and values with the main market segmentation to attract employees who annotate towards the same niche through insights of innovation and customer services (Shukla, 2024). 
LinkedIn uses digitalisation services to help advance and support its decisional making processes by catalysing, collecting, analysing data by this process being optimised it enables managers and leadership groups to make faster decisions with more accuracy on less risk analysis and more evident based decisions that will help the longevity of the organisational growth to retain. LinkedIn advances their customer services with direct communication with their target audiences providing streamline immediate feedback queries also engagements, to directly communicate with customers and adapt a form of trust to build stronger relationships in networking. LinkedIn data for strategic insights open barriers for analytics to be assessed, allowing the corporation to examine engagement metrics consumer behavioural insights alongside audience demographics informatively, this leveraging data enhances the businesses operations on decision-making targeting efficient marketing strategies alongside connectivity LinkedIn leverages on upcoming marketing trends by technological enhancement, digital trends and latest news by staying up-to-date with marketing inventory. It keeps accompany engaged with content that can help anticipate integrated innovations and to that decisional making strategies (Shukla, 2026). 
Digital transformation model requires IT motivation that implements organisational redesign changing dynamics and operating models, redesign customer journey mapping, accelerate decision-making processes on data processes and innovation towards products/services. This transformation is not only digital but with the delivery of changing business models throughout competitive proposition. Transformation main component doesn’t only require cloud-based infrastructure but overall changes organisational value proposition, organisational culture, functionality in business operations delivery and their business scope (Freshminds, 2026). 

Methodology survey on Bulgarian organisation vs European company facilitating HR in digitalising:
Reported review In September 2019 to February 2022 survey was carried out throughout 8 industrial enterprises in Bulgaria, the companies involved in the survey employed a total of 9873 staff members, which they were dictated from different workings areas and responsibilities, such as 276 individual HR managers and specialists were involved partaking with a calculation of 38 organisations being surveyed, split into two international areas 19 companies were European management (Group A) and the remainder 19 were Bulgarian (Group B) The two groups help establish an analysis of differentiated digitalization in HR activities. Methodology of the study provided 5 different project installations 1. The development of study. 2 Inquiry. 3. Human resources activities. 4. Scaling rates on the impact of digitalization on HR activities. 5 review interviews. The scale and education are monitored in retailing the issues on 15 HR activities in digitalization while ranking each component from 1-5 illustrating 1 as fully digitalized, 5 regarding unutilised, this practical efficiency is to evaluate the stages on digital conduction in HR activates in comparison to the two organizations responding with controversial results, 15 human resource management activates are separated into four groups 1. Routine activities 12/15. 2. Training 6/8. 3. continuation on organizations development 9/10. 4. HR properties on recruitment and selection 1/5 (Çeri and Erhan, 2025).
Classification on HR activates: Routine activates 12~15 (group meeting, administrative tasks, 1-1 meetings). Training 6~8 (employee training, induction). Continuation on organizational activates 9~10 (business longevity in monitoring controlling business properties, career development, employee growth. Recruitment and selection 1~5 (hiring processes, interviews, job adverts). This classification reflects directly to the uses of digitalization on HR function across the globe in businesses, the categorization of each group being divided elaborates the influences on digital transformation in business decision making processes. Quantitative studies demonstrating 20 HR managers from both companies being conducted adds a clear comparison on HR processes in a systematic approach. Results of the study: The categorization between Group A/B organisation suggests that each company effectively uses IT usages in HR processes to understand the use of digitalisation level across each firm in differentiated areas, in a more quantitative scope subjecting decisional area reactivity in daily business tasks. Conclusion of this study Bulgarian institutions regulate a less amount of digital compatibility compared to European institutions where their digital compatibility in business orientations is massively conducted with a more grater adaptability to advances in technology, but Bulgarian training Activities are largely digitalized on human resource (Çeri and Erhan, 2025).




[image: ]
Figure 2. results on digitalization on Bulgarian and European companies 
Digital architectures have evolved the modern structure of business integrated systems has advanced in the new start of digitalization techniques leading operational repertoire through establishments of data analytics has made the growth of business optimization more assessable for businesses. Conceptual frameworks of the internet and ecommerce have made a widespread to business activities placing valuable insights in resource management with effective growth implementations of innovative strategies on resource allocations. Customer behaviour mapping helps increase in-depth understanding of a business market segmentation. Inside production range, logistics and sales purchasing digitalization provides real-time data on decision making on planning, quality and efficiency, including the internal functions on suppliers, stakeholders third parties and customers (horizontal integration) enabling tracking formats with the scalability to scan tracking devices, real-time statistics on planning and execution. The digital ecosystem in business managerialism should comply with the stakeholder interaction and digital business models optimize emerging technologies advances the communication styles on both internal and external structures, with artificial intelligence and cognitive technologies that gives operations the advance to collect, captivate and annotate data in the initiation of planning facilities and business decisions. Business intelligence consists of technologies gives companies insights to improved decision making, which transforms data into analysis of data extractions like data management, accounting and financial reports (Alkhaldi, 2024).
The influence on customer behaviour based on the usages of artificial intelligence

In the sector of retail management practices and stakeholder behaviours Digital transformation is interpreted into a customer-centric components on data driven models with multiple strategies being implemented to scale the customers behavioural contributions. Omni-channel retailing incentives notices the interconnectivity between shopping experiences presence through online platforms physical stores and mobile applications, providing paradigm silos between operational efficiency that improve customer engagements across these channels according to each individual purchasing preference. Data driven decision making retailers establish data analytics that influence actionable interconnections of customer behaviours, requirements, shopping habits and market trends. This advanced analytics creates opportunities for insights of customer relationships to make portable decisions through the optimization of market conditions. Emerging technologies, AI the internet of things (IoT) highlight the transformation of retail lifecycle. Artificial intelligence customizes personalized customer experiences, autonomy and virtual assistance and predictive analytics, can improve supply chain management supply chain management enabling smart inventory management to monitor business store physical presence, customer experience across all business sectors. Customer relationship management has made a significant importance in the retail segment that help businesses build comprehensive portfolios on customer segments on specified marketing specifications with personalization on purchasing preferences, deal offers, communication and market segmentation through previous business interactions. These CRM tools introduce longevity in relationship management (Sagar, 2024).
Overall, the literature demonstrates the various digital transformational competencies in the retail area, through multiple models and theoretical foundations and emerging technologies creates a subsequent analysis on insights of customer behaviour with the influence on management strategies. 

Retail companies in the usage of digitalization
ALDI:
[image: ]
Aldi has expanded the usages in analytical abilities in adjusting accessibility throughout the Aldi data& analytic services by the organisation developing analytical projects with the main target on prioritisation on products and services alongside customer satisfaction, however extensive implementation on Aldi digitalisation functions has areas of limitations compared to other retail stores such as Tesco or Amazon where they’re store facilitation information is arranged around meteorological data, end user data analytics and economic data Aldi usages in digitalisation in operational decision making as technological functions has expanded the variations on decision-making, by using multiple cloud base strategies through the usage of cloud base platforms, such as automation tools enables Aldi to analyse in-depth capability on advancing the innovation and price cost efficiency/product facility and stakeholder market growth, data integrations like video tracking, customer feedback. Are navigated in the operational technological systems within Aldi. Enterprises in Aldi decision-making is provided with tailoring trends also data analytics which keeps the store ahead of effectivity on corporate goods in logistics (Ashraf, 2024).
Aldis main focus has been modernising processes on operational structure for the utilisation of cloud technology that enhances the future and business leverages. Aldi uses various cloud base functions to remain competitive in the retail industry Jira / Jira automation is an automatic accessibility tool enabling Aldis transformative digital transversions, its features comply with project management interventions that enables multiple orchestration capabilities, alongside facilitate difficult task sequences, this enables a wide structure in viewing a mass landscape in project management operations (PMO) with the opportunity to view operations in an extensive segment. Aldi carries out a scope of 7,000 stores across 85 regions, Jira automation reduces many time constraints with providing real-time visibility in each state of digitalisation opening risk analysis on challenging situations in the organization to be operated effectively resulting in informed decisions with up-to-date data analysis, Jira automation reduces systems to enable customer services quires, work management projects creating rules for business interactions (Atlassian, 2025)
Business transformation cycle: 
Food/ retail industries come across major challenges within the food industry sector through business technological areas, reshaping internal factors and business development that influences improvement on customer services and stakeholder experiences. Entering into the fourth industrial revolution has completely transformed the nature and business product/production facility, the enterprise transformation cycle (ECT) structures guidance for companies through techno changes consisting of seven dimensions, 1. The dimension strategy which passes a rotation for the entire industry on organisational planning on business future progression. 2. processes phase regarding the forecasting reality of strategy will be interpreted, that notifies stakeholder elaborations on specific implementations for example industrial awareness on business integration. 3rd step is organisation this section is directed to the internal areas on external evaluations, such as political changes, organisations need to discover new ways of implementing these changes that conducts supporting technique. 4th stage is people dimension this area has the main prioritisation on stakeholder skills that can help notify gaps in the market knowledge to aid company development, this can mean setting up additional training of recruitment strategies that spot out individual skills and gaps and the operational market, 5th stage is governance of organisation where legislative laws rules and decision-making are set into place when specific transformation is happening in business regulation, 6th component focuses on the techniques on specified areas to support the transformation, the transformation is systems/ tools which focuses on the objective of business criteria, such as the infrastructure, machines or applications in the effects of decisional making in the business alongside the laws and guidelines adjusted in the operation. Last stage is the central dimension which represents values and principles this is required when all stages of the transformation have been changed (Paradis, 2026).
[image: ]
Figure. Business transformation cycle 
Tesco:
[image: ]
Tesco’s multinational retail organisation net value composed a total of 8.6 billion GBP in the year of 2022 with forecast predictions throughout 2027 show a massive range of growth, calculating 10.3 billion GBP within the next upcoming years due to the implementation of business initiatives on evaluating digital transformation. Cost efficiency processes have been evaluated throughout the technological transformation from traditional predictions to more rapid technological advances, in 2020 Tesco launched an objective called ‘red door’ it’s main scope is sent across the Innovative objectives within digitalisation including data, data analytics, automation on specific products and services within the technology of Tesco the digital components has leverage the longevity in Tesco’s performance that enhances purchasing guides and service services to customers with more efficiency on specified goods (Roy, 2024). 
On April 13th, 2026, Tesco collaborates with Adobe including Agentic AI that enter a strategic implementation on AI with the main purpose to personalise customer services that increase the Tesco's collaboration with loyalty schemes, the main purpose of this contradictory is to understand more of the customer requirements in their shopping experiences Adobe is a global international tech company that uses innovative AI tools to unleash productivity, and creativity on customer experiences. Tesco leverages one of the largest loyalty reward tactics in UK retail through Tesco's Clubcard loyalty programme, by customers getting personalized rewarding offers with recommendations bases and inventory ideas, Adobes Agentic AI and Firefly Foundry its partnerships with Adobe aim to engage with the personal interactions with customer intelligence that opens barriers in acknowledging consumers market segments on purchasing behaviours that'll extend personalised experiences through Tesco's digital channels. The engineers of Adobe will work closely with Tesco in order to participate in personalisation and Artificial intelligence in customer retail technology to make Clubcard's offers more reliable and relevant to each consumer either instore or online. Becky Brock TESCO group digital Transformation Director expresses that: "At Tesco, we want customers to feel that the more they use their Clubcard, the more use it is to them. Working with Adobe, we can be even more responsive to the needs of shoppers. We can act in the moment, getting the right messages, savings or ideas to the right customers, just when they need them." Becky Brocks statement explains the person-centred care Tesco encounters with the uses of Clubcard's by adding the most value in uses of AI to have a wider view span on differentiated shopping experience, buying habits and preferences, this illustrates the opportunity in facilitating digital technologies into practice to make informative decision-making alongside facilitate innovate attributes (Wilkinson, 2022).
Tesco moved AI into their operational daily operatives by collaborating with Mistral AI  a three year partnership aims to encounter AI tools that can be used in their business operatives through internal and external services with the initiation to produce time saving constraints, accelerate workflow patterns, strengthen the interactions on stakeholders, Tesco's data analytics and AI director expresses that the concepts of Mistral is to enable work efficiency that supports staff members and customers' ability to use AI in versatility rather than isolated projects the main objective is to increase employee productivity, business flow operative and customer interaction this will support decision making attributes. Ruben Lara Hernandez says that Tesco's Data, analytics AI director says that the partnership with Mistral technology collides well together with mission on Tesco's retail experience bringing out the mass productivity that'll gain effectivity in stakeholders. Mistral technology builds its AI innovative on existing work that models a departments deployment that are in measurable controlled environments, with the focus on improving internal workflows alongside customer experiences (Muhammad, 2025). 
Amazon:
[image: ] 
[bookmark: _Int_z6i4q38d]Amazon demonstrates the enhanced digitalisation through strategic collectivity of artificial intelligence and data analytics, Amazon e-commerce presence on amazon.com has introduced a range of digital transformation to tailor different for their business integrations instructing the organizations customer services, digitalization in operations and business performance indicators the various features included are, Artificial intelligence (AI) machine learning. Amazon is transforming their customer experience using various digital components the adaptation of Artificial intelligence has played a massive role on the transformation on customer experiences, AI agentic from Amazon helps customers with their shopping experience through Amazon Web Services (AWS) which introduces the digital transformation within amazon and other businesses that provides AI driven antics. Amazon launches Health AI agent with 24/7 access to virtual care for prime members on their website this new Health AI feature answers additional questions also care consultations. Amazon has been deploying AI and machine learning models that tailor customers experiences for both internal operations and external environments from personalized AI engines that enhance end users shopping experiences along with ordering fulfilment. Inside the transformational implementation on digital usages Amazon AWS has been introduced to deliver measurable amounts of security, planning and decisional making that act accordingly with human guidance (Amazon, 2024). 
Amazon is transforming the way AI is used traditionally experimental concept that generate accurate outcomes therefore Agentic AI moves beyond measurable outcomes to more advanced solutions, according to vachhrajani AWS executive expresses how agentic AI represents computing science where autonomous assistants, agents or consultants have the ability to navigate plans and make informative decision making with limited human interaction giving the opportunity for other organizations to rate the scalability to agentic AI providing comprehensive models, changing the way work is navigated in managed operations, build morality value in business infrastructure,  this product of autonomy is implemented by assessed tools that work as proactive virtual collaborates to adapting to changing conditions and optimize their usages. Agentic AI removes themselves from traditional suages of software ability through the ability to make higher-level objectives that encode into action plans and problem solving, continuity to self-improve and adapt being able to dynamically change with iteratively improvements this produces a mass of business value with the way organizations deliver their operative results. Investments amazon has made in $260 million in annual cost investments through Amazon modernized over 10,000 applications saving the company 4,500 years of extensive development within the transformation agent inside of doing applications manually. Agentic AI has sped up the process of accelerating research innovation and product development, with the system independently tackle large amounts of databases that change to iteration analysis, for example customer feedback, market data, analysis on social media that identify emerging trends and opportunities. Production development is extracted by virtual prototypes based on predefined statues giving automated time-consuming more reliable in product developments (AWS, 2025).
The new generative use of Agentic AI in amazon suggests that the passage delivers comprehensive cross functional analyses that drives organizational innovation in multiple fields of business initiation and decision making through the Agentic agenda to analyse large amounts of diverse databases with numerous alternatives, this enables companies to improve their customer services and stakeholder engagements effectively through evidence-based decisions (AWS, 2025).

Compare and contrast businesses and usages in digitalization:  
The corresponding platforms such as LinkedIn, Tesco, Amazon and Aldi all their platforms in the suages in digital transformation has something in common the algorithmic data compiled in their business strategies with data facilitation on end users' data collectivity this gives businesses the chance to scope their market segment effectively through age, gender, buying habits, most popular sales, discounted goods. The algorithm increases business sales through the collection of website, mobile, popularity rates and users mobile devices gather to collect end users statistics to analyse the data and provide the most impactful strategy for their company to optimize better with the phenomenon features such as artificial intelligence, machine learning, ERM, CRM, internet of things (IOS), data analytics and machine learning (Kuandykov, 2021).

Leadership styles / Leadership theories:
Leadership in effective management is an continuous process has established its innovation inside the compatibility to measure business orientation styles that helps reshapes the business to navigate their objectives to achieve specific value propositions in the alignment of directed business psychology, concentrating the formulation in social sciences scoring performance indicators, employee motivation, change structures and tolerance is aimed to sustain the scales of organizational development and lifecycle of the business internally. Roles of Managers in leadership indicate the main responsibility to have decision making properties on goal orientation, when it comes to environmental development on stakeholders that fosters the abilities for employees to adapt their abilities in the workplace to initiative their best working practices reward management styles, rules of conduct and additional incentives that matches the operations initial target (Vasilescu, 2019). 
Leadership theories:
Grate man theory Thomas Carlyle (1795-1881) a philosopher and essayist initially credited in leadership studies in relation to "Great Man theory" represents from the historical bibliography of heroic individuals representing the social evolution on historical architecture on differentiated leadership works people often lead by and worship, being explained on six specified individuals Odin and Scandinavian paganism representing  the Hero as dignity, Mahomet and Islam on the hero as prophet, Shakespear and Dante being the hero as poet, Luther and Knox configuring the hero as priests, Johnson, Rousseau and burns as the hero of letters, Cromwell and Napoleon archetypes being the hero as kings. Carlyle in his first lecture being to explain the revelational change in the worlds history in a psychoanalytic point a view on why individuals look for heros on the subterranean suppositions about the dynamic nature of societal diversion and leadership, Carlyle represents that leadership is based on inner personalities and qualities in leaders placing a balance of intelligence, courage, personality and vision this reflects directly into business leadership culture dynamics influencing leaders intrapersonal skills that requires unique characteristics that gives them the ability to lead, follow and instruct stakeholders workplace functions where decision making process hold grate influence on organizational behaviours, values and performance, on the other hand limitation on the great man theory suggests the societal justice reshaping historical change on business leadership doesn't solely rely on heroic, extraordinary individuals but can result from organizational culture, shared leaderships, teamwork and employee participation through the revolutionary change on social movements and political construction, such as trade union, civil rights, women's movements, children rights, equality act, environmental, ecologists, decolonisation and minority rights, sexuality and gender rights, poverty alleviation with many more. This social modern change in the twentieth-century structures the narrative on the collective action on industrial movements that questions the credibility of social and political conversion of great man theory, change in leadership is established in multiple areas of people's efforts to humanity rather than just the action of a singular leader, factors of the Great man should be considered in leadership styles based on the evolution on historical assumptions on what makes a great leader through personality, courage, charisma followed up with modern historiography in today's leadership strategies of collaboration and teamwork's balancing both the both of traditional verses modern history of leadership theories (Peters, 2023).
Transformational Leadership as the Dominant paradigm:  
According to James MacGregor Burns (1978) explains the shifted the construction on transformational leadership has converted during the decade, the main focus on the transformation was the qualities of pupils that influences trust and motivational attributes amongst other individuals through a landscape of transactional and transformative motives by leaders interacting with other stakeholders to algin with shared values that adapts the performance indicators of motivation, morality and personal values, Burns explains the social change in empowerment is not only through person-centred in managerial direction but also influencing the empowerment with others shifted the dynamic in leader-centric approaches, facilitating with directed measures of accountability and authority on sharing ethical values and organizational change through the teachings of learning differentiated leadership that undertakes the social changes in management strategies with employee engagements, organizational performances and change management. Bernard M. Bass (1985) expanded the studies of Burns transformational leadership concept into measurable contexts encompassing four components of leadership transformation through idealized influence this first component is to maintain standardized morality, ethics and trust between leaders and followers secondly inspirational motivation this is expressed with shared goals and attributes through proposed targets and challenges in organizational mission/vision after its intellectual stimulation this is based on the underlying assumption and questions that generate comprehensive creativity in problem solving, Last is individual considerations this treats each follower a priority that provided specified coaching, training and growth opportunities, that educates previous and new upcoming generation of groups coaches that recognises individuals requirements of self-actualization and self-worth with follower having the opportunity to achieve growth within the organization. this approach highlights the internal qualities designed by leaders to transform collaborative connectivity on people achieving the same goals through intrapersonal skills, transformational leadership merged as a dominant paradigm in leadership studies over the last decade highlighting leadership practices as a relational contribution rather than an individual process (Homrig, 2001). 
[bookmark: _Int_hIrbQMZf]Max Weber, legitimate authority and charisma 
Max Weber's (2004) relates his leadership theories in a sociological point a view how modern societies and organizations are governed specified structures, weber argues that people respect leaders due to their levels of legitimate authority, Weber's analogy emphasises the bureaucratises of authority and legitimacy in charismatics, authority is conceived through the social minority between managers and stakeholders towards acknowledgements of particular working levels and power giving the agility to make effective changes in organizational cultures rules or practices, this formulation consists of three subject areas, such as Legal-rational authority based on rules and regulations that include formal working roles, Traditional authority requires the customs of historical longevity practices, practical and traditions and Charismatic authority based on the qualities of a leader. This automatically helps a business navigate the compatibility in stakeholder relationships to gain trust in the workplace through making informed decision that'll proactively effect the operations growth by executives or managers gaining authority through stakeholders recognitions of their authorities, demonstrates coordination and compliances within the organization developments, the objective of charismatic leaders explains the visionary on leaders to derive organizational stability, employee inspiration and performance indicators (Breuilly, 2011). 
Leadership in the Twenty- first century
Leadership in the twenty-first century has significantly changed over generations based on the ways businesses function including business decisional processes that helps operational usages in the company highlighting key features of newly leadership such as environmental ecological systems where sustainability is monitored for the current and future of generations, development of inclusivity and diversity build strong communities of shared responsibility, upon studies there are a few challenges that reflect the prominent trends reshaping the influences of today's globalizations, these challenges represent the fundamental changes needed to be considered with anchored measures of assumptions the reshape the human consciousness and capabilities. Globalization of manufacturing the consumption consuming goods to services through the united kingdom effecting the global economy, including factors such as the marketing alongside competition configures the way organizations rival against economic measures. Environmental stress on the adaptability to maintain the expanding population with according to issues such as greenhouse gases, poverty, legislatives on ethical laws. Rapid Technological advances through speed of information technology nanotechnology will rapidly increase its technological agility on expanded interconnections, powerful in distributions and efficient in techno usages, this will decrease the uses of equipment, confidential information is becoming less effects leaders need to encourage information sharing, end user acceptance and adaptability to endure leadership styles that support continuous learning alongside effective decision making. Scientific and social changes the collectivity of biotechnology, genetic engineering and biomedical technology are fundamentally changing in human life through the advances of medical treatments curing diseases with changes in the healthcare department, increase agricultural productivity on social diversions in educational sectors supplying new, political laws and organizational in the changes of emerging technologies through collaboratively structures to decision making (Allen et al., 2006). 
 These four areas are reflected towards the ethical, social and spiritual interconnections on human society today raising questions considering the diversity, sustainability, acceptance knowledge and learning, alternatively twenty-first century leaderships need to generate the interdependence on the complexity of these issues by introducing collaborative approaches of problem-solving attributes that matches ethical dynamins 
Share, collaborative leadership 
[bookmark: _Int_201WJpG7]The 21st century on leadership has adapted on the main trends to gather collective insights of stakeholder's interactions that's reciprocal. The previous trends that challenge the twenty-fifth century caused by the global complexity on changes in the environment, scientist, global and technological diversion due to the unsuitability of hierarchical leadership before the twenty is not suited to the global complexity. The new narrative of leadership centric approach will gain extensive opportunity in expanding new leverages in optimizations in decision making processes and facilitations this transformation has been added onto a people focused approach where learning is continuous this new leadership style has changed the way control their operations through collaboration and recognition which mainly focuses on the recognitions and requirements of stakeholders in the workplace, the main principles in leadership differs completely form traditional leadership models on a single authority to share notices in individuals involved in workplace practices. 7 The corresponsive principles that nurture the principles of collaborative leadership is promoting shared leadership contributions are distributed into groups promoting shared values, goals and responsibilities where environments are supported that encourages acknowledgements of stakeholder's capabilities on leadership. Facilitating learning environment leaderships supports characteristics highlight intrapersonal skills that encourages organizational self-development learning and reflection, placing differentiated practices such as self-reflection, idea sharing, active listening and risk assessment in creating an organizational culture. Supporting relationships alongside connectivity: through the expression of shared values, environments and operational ethics paired supporting with trust and mutual responsibility, this builds the operations capacity to reflect on business mission/vision fostering a working environment enhances growth in operational practices. Elaborating power and authority: distinct levels of authority must be established shared power indicates that each stakeholder has required responsibility in problem solving, decision making and leading are expressed through group agreements, arranged consolations. Practicing stewardship and service: stewardship is the core practice on fair the justification of fair ethics considering people and environmental areas where the privilege to power is not being used based on patriarchy and hierarchy, stewardship establishes key areas of empowerment that drives other individuals in inclusivity to contribute to the organization meaningfully. The values of diversity and inclusivity forms in the initial demographic, racial and multigenerational acceptance through a trusting, collaborative community where people can openly express themselves through their own personas enhances networks of companionship continuous learning can be enhanced by inclusiveness of understanding other people's dynamics, perspectives and where creativity can be expanded through the acknowledgements of diversity. Evaluating to self-development an individual's intelligent quotient will be strengthened by intrapersonal skills on collecting constructive criticism this elaborates the core principles of leadership to learn and grow that'll aid areas for improvements, learning different strengths and weaknesses will promote healthy processes of skills facilitations.
Gibbs reflective report:
[bookmark: _Int_AHzRZwOF][bookmark: _Int_yjyE9zRv]This reflective report underlines my analysis of doing a dissertation about the impact of Artificial intelligence on organizational decision making, to introduce this reflective report I'm using Gibbs reflective cycle to structure the report in six formats (description, feelings, evaluation, analysis, conclusion and action plan) 1. Description my assignment required me to do a conceptual analysis on the impacts of Artificial intelligence through business decision making, my research focused on various elements of the usages of digital transformation in Human Resource management, various omni-channels such as retail stores and online job applications including artificial intelligence, data analytics and leadership theories. My main reason in choosing this topic because digital transformation has been a massive revolution in our 21st century, Artificial intelligence in international business gives organizations the chance to collect, store and analyse data in various concepts such as business implementation, stakeholder interaction, HR, performance management and project management. To complete this dissertation i used academic references relating to my assignment topic to refer to my critical analysis, it included multiple arguments form different authors around the concept of digitalization that discusses data analytics, digital transformation, customer engagements. 2. Feelings when i started my dissertation at the start i was curious due to the topic being very broad with information of data sciences and multiples perspectives on the technological usage, this lead me to be unsure on which parts of digitalization were more important than others constantly thinking about the connectivity between AI and organizational decision making, one of my main worries was my style of academic writing, some of journals articles used complex language so it took me longer to analyse but gave it my best try, as i continued with the study i felt more confident about my work ethic i was getting more of an understanding in the different areas of digital transformations in business environments and my confidence started to accelerate due to my acknowledgements in my academic writing being in my style while still be accurate and academic. 3. Evaluation the effectiveness of my study gave me the confidence to further understand digital transformation in businesses, this gave me the chance to learn what AI tools business use for example amazon with AWS and other theoretical models that integrate in AI systems, the academic sources i selected helped me get a more better understanding on differentiated digital technologies in operations, areas for improvements in my work would be if i added more information on my topic to back up my dissertation even more would've added a sparkle in my work. 4. Analysis this dissertation gave me a revelation on providing critical analysis is that an effective literature review should comprise with multiple arguments that includes academic references, drawbacks, identifications between sources compare and contrast and limitations. 5. conclusion to put everything in a nutshell i really enjoyed doing this dissertation study and see me doing more academic references in future most importantly its improved my knowledge on traditional and modern digital transformation comparing the different sectors across the use in business operatives, the assignment has also improved my knowledge in digital transformation that the use of Artificial Intelligence and data analytics can help operation advance their business usages in decision making tactics, including optimization with additional challenges AI provides with ethical concerns, stakeholder acceptance and more. 6. Action plan for future assignments i will proceed with the following get feedback from my lecturer on my previous assignments and look for areas of improvements, then create a plan that'll organize my work and develop a critical analysis.  
Conclusion: with overall collectivity digital transformation has played a massive part in the ways business navigate their usages, through their ways of integration implementation and decision making, technologies such as Internet of things, Artificial intelligence and data analytics offer business a more in-depth way to navigate their managerial operatives that will  match the requirements of all stakeholders in differentiated workspaces, the difference between traditional and modern business is the way they collect analyse and store data in company operations to enhance their optimization leadership and management plays a vital role in maintain stakeholder interaction therefore to usages in AI must be ethical with transparency to establish trust.






Reference:
1. Heinrich, A. (2025). How Managers Are Using AI to Make Smarter Decisions. [online] Available at: https://online.hbs.edu/blog/post/ai-in-leadership.

2. [bookmark: _Int_6oiROaV2]Shinde, S. (2025). The Role of Psychometric Testing in Strengthening Employee Retention and Organizational Success. TECHNO REVIEW Journal of Technology and Management, 5(1), pp.37–50. Https://doi.org/10.31305/trjtm2025.v05.n01.005.

3. [bookmark: _Int_jewvZyfF]Çeri, Ş.Ö. and Erhan, T., 2025. A Conceptual Study on the Effects of Artificial Intelligence in Managerial Decision-Making. European Journal of Digital Economy Research, 6(1), pp.5-21 https://www.researchgate.net/profile/Tugba-Erhan/publication/400516729_A_CONCEPTUAL_STUDY_ON_THE_EFFECTS_OF_ARTIFICIAL_INTELLIGENCE_IN_MANAGERIAL_DECISION.

4. [bookmark: _Int_v3tFGlct]Shinde, S., 2025. The Role of Psychometric Testing in Strengthening Employee Retention and Organizational Success. TECHNO REVIEW Journal of Technology and Management, 5(1), pp.37-50. https://www.researchgate.net/profile/Shilpa-Shinde-2/publication/392514098_The_Role_of_Psychometric_Testing_in_Strengthening_Employee_Retention_and_Organizational_Success.

5. Wei, M. (2023). EXPLORING THE TRANSFORMATION EFFECTS OF DIGITALIZATION ON TRADITIONAL HUMAN RESOURCES MANAGEMENT - ProQuest. [online] Proquest.com. Available at: https://www.proquest.com/openview/f051ad14c7cf2ed61a5e81a09c6f8757/1?pq-origsite=gscholar&cbl=5003933 [Accessed 30 Jun. 2026].

6. Amany, S. (2025). A Review of Digital Human Resource Management: Transforming HR Practices Through Technology. Luminis Applied Science and Engineering, 2(1), pp.65–71. https:///C:/Users/cex/Downloads/A+Review+of+Digital+Human+Resource+Management_+Transforming+HR+Practices+Through+Technology.pdf



7. [bookmark: _Int_AdPU6wvW]Qadir, A. and Agrawal, S., 2017. Human resource information system (HRIS): re-engineering the traditional human resource management for leveraging strategic human resource management. MIS Review, 22(1/2), pp.41-58. https://www.researchgate.net/profile/Swati-Agrawal-7/publication/342716764_Human_Resource_Information_System

8. JOE, M.J.A., TRADITIONAL AND MODERN HRM PRACTICE CHALLENGES: A COMPARATIVE STUDY WITH CASE EXAMPLES. EXPLORING THE SOCIAL SCIENCE AND RESEARCH. https://www.researchgate.net/profile/Jenifer-Hebziba/publication/397008279_BUILDING_TALENT_PIPELINES_INTEGRATING_SUCCESSION_AND_WORKFORCE_PLANNING. 

9. Atlassian (2025). How Aldi leverages Jira for digital success - Work Life by Atlassian. [online] Work Life by Atlassian. Available at: https://www.atlassian.com/blog/jira/how-aldi-leverages-jira-for-digital-success [Accessed 11 July 2026].

10. Ashraf, A. (2024). Analytics Through Loyalty: A Case for Aldi. [online] Medium. Available at: https://medium.com/@adnanashrafbzn/analytics-through-loyalty-a-case-for-aldi-55dccffb83ae [Accessed 11 July 2026].

11. Paradis, F. (2026b). [online] Innovation and Digital Transformation: Reshaping the Future of Food Retail. Available at: https://opus4.kobv.de/opus4-rhein-waal/frontdoor/deliver/index/docId/2074/file/Paradis_Fabian_Bachelorthesis.pdf [Accessed 11 July 2026b].

12. [bookmark: _Int_HqVrG7me]Hristova, S. (2022). A study of the recruitment and selection process in the ICT sector: The HR perspective and creating advantages. Journal of Human Resource Management – HR Advances and Developments, 2022(1), pp.42– https://www.ceeol.com/search/article-detail?id=1080616


13. Indeed (2024). Indeed’s 20-Year Journey: Transforming AI Through Innovation. [online] Indeed.com. Available at: https://www.indeed.com/lead/indeed-at-20-years-transforming-the-hiring-process-for-a-better-future-of-work [Accessed 15 July 2026].

14.  indeed (2026). How Indeed Uses AI: Employer Tools and Responsible Use. [online] Indeed.com. Available at: https://www.indeed.com/hire/resources/howtohub/how-indeed-uses-ai [Accessed 15 July 2026].

15. Rukmini Modepalli and Atchutanna Subodh (2026). How Indeed is Using AI to Make Job Search Smarter and Faster. [online] Analytics Insight: Top Tech & Crypto Publication | Latest AI, Tech, Crypto News. Available at: https://www.analyticsinsight.net/artificial-intelligence/how-indeed-is-using-ai-to-make-job-search-smarter-and-faster [Accessed 16 July 2026a].

16. Roy, B., (2024). Digital Transformation Strategies in Traditional Retail Industries: A Case of Tesco PLC. https://www.researchgate.net/profile/Basil-Roy-4/publication/387298621_DIGITAL_TRANSFORMATION_STRATEGIES_IN_TRADITIONAL_RETAIL_INDUSTRIES_A_CASE_OF_TESCO/


17. Shukla, D. (2024). LinkedIn. [online] Linkedin.com. Available at: https://www.linkedin.com/pulse/how-linkedin-powers-digital-transformation-your-business-disha-shukla-yb0te/ [Accessed 21 July 2026].

18. [bookmark: _Int_jIa7XpmD]Freshminds (2026). “Digital transformation” . [online] LinkedInEditors. Available at: https://www.linkedin.com/pulse/what-digital-transformation-how-uk-businesses-redefining-strategy-gyhpe/ [Accessed 20 July 2026].

19. Khanom, M.T (2025). View of Business strategies in the age of Digital transformation. [online] Journalofbusiness.us. Available at: https://www.journalofbusiness.us/index.php/site/article/view/296/68 [Accessed 26 July 2026].
20. Vasilescu, M. (2019). Leadership styles and theories in an effective management activity. In: https://utgjiu.ro/revista/ec/pdf/2019-04/06_Vasilescu.pdf
  pp.47–52. 

21. [bookmark: _Int_idLzjj0B]Zaki, M. (2019). Digital transformation: Harnessing Digital Technologies for the next generation of services. Journal of Services Marketing, [online] 33(4), pp.429–435. doi:10.1108/jsm-01-2019-0034. https://www.emerald.com/jsm/article-abstract/33/4/429/449656/Digital-transformation-harnessing-digital

22. Homrig, M. (2001b). Transformational leadership. [online] pp.1–17. Available at: https://www.gocivilairpatrol.com/media/cms/Transformational_Leadership_B14231894F031.pdf [Accessed 15 Aug. 2026].

23. Peters, M.A. (2023). Who leads, who follows? Critical review of the field of leadership studies. Beijing international review of education, 5(1–2), pp.25–50.  https://journals.sagepub.com/doi/10.1163/25902539-05010009?int.sj-abstract.similar-articles.7
24. Breuilly, J. (2011). Max Weber, charisma and nationalist leadership. Nations and Nationalism, [online] 17(3), pp.477–499. https://www.researchgate.net/profile/John-Breuilly/publication/230122004_Max_Weber_charisma_and_nationalist_leadership1_Max_Weber_charisma_and_nationalist_

25. [bookmark: _Int_8sVvarAT] Allen, K.E., Bordas, J., Hickman, G.R., Matusak, L.R., Sorenson, G.J. and Whitmire, K.J. (2006). Leadership in the twenty-first century. IEEE Engineering Management Review, [online] 34(2), pp.60–60. https://d1wqtxts1xzle7.cloudfront.net/95265744/leadership_in_the_twenty-first_century-

26. Amazon (2024). AI innovation at Amazon. [online] Aboutamazon.com. Available at: https://www.aboutamazon.com/what-we-do/artificial-intelligence-ai [Accessed 15 Aug. 2026].

27. Kuandykov, M. (2021). Data digitization and its importance for Effective Business Management in Amazon. [online] Available at: https://is.vsfs.cz/th/oqocx/Data_digitization_and_its_importance_for_effective_business_management_-_Magzhan_Kuandykov_-_26928.pdf [Accessed 15 Aug. 2026].

28. AWS (2025). An executive’s guide to agentic AI. [online] Available at: https://d1.awsstatic.com/onedam/marketing-channels/website/aws/en_US/whitepapers/approved/executive-insights/an-executives-guide-to-agentic-ai-ebook-udpated-9-19-25.pdf.

29. Amazon (2024b). AI with AWS machine learning. [online] Amazon Web Services, Inc. Available at: https://aws.amazon.com/ai/ [Accessed 15 Aug. 2026].

30. Dess, G.G. and Picken, J.C. (2000). Changing roles: Leadership in the 21st century. Organizational Dynamics, 28(3), pp.18–34.


31. Wilkinson, E. (2022). Adobe & Tesco Enter Strategic AI Partnership to Personalise Experiences and Reward Loyalty for Tesco’s Customers [online] https://news.adobe.com/en/gb/news/downloads/pdfs/2026/04/adobe-tesco-enter-strategic-ai-partnership-to-personalise-experiences-and-reward-loyalty-for-tesco-s-customers.pdf [Accessed 15 Aug. 2026].

32. Muhammad Zulhusni (2025). Tesco signs three-year AI deal centred on customer experience. [online] AI News. Available at: https://www.artificialintelligence-news.com/news/tesco-signs-three-year-ai-deal-centred-on-customer-experience/ [Accessed 15 Aug. 2026].

33. [bookmark: _Int_1qw5NOOb]Romeo, E. and Lacko, J. (2025). Adoption and integration of AI in organizations: A systematic review of challenges and drivers towards future directions of research. Kybernetes. https://www.emerald.com/k/article-pdf/55/3/1286/11251539/k-07-2024-2002en.pdf.

34. Alkhaldi, R.H. (2024). Digital transformation impact on business decision-making. [online] Available at: https://www.researchgate.net/publication/384460917_Digital_transformation_impact_on_business_decision-making.

35. [bookmark: _Int_tfVx64qi]Sagar, S. (2024). The impact of digital transformation on retail management and consumer behavior. IOSR Journal of Business and Management. [online] Available at:https://www.academia.edu/114231003/The_Impact_Of_Digital_Transformation_On_Retail_Management_And_Consumer_Behavior [Accessed 16 Aug. 2026].




3 
 
3 
 
3 
 
image1.png
University of Wales
Trinity Saint David
BIRMINGHAM





image2.png
University of Wales
Trinity Saint David
BIRMINGHAM





image3.png
N | HRactivities Group A | Ranking | Group B | Ranking
Average Average
1| Post Job vacancies across multiple sources with 226 10 §
one click
2| Schedule for interviews 202 1 3
3 [Access to the applicants profile for all| 212 9 9
participants in the recruitment campaign
4 [Automatic notification of managers and | 2,92 15 a8 12
colleagues about the emergence of new. staff
recruitment
Organizing meetings of the employee with the 13 a6 3
manager and his automatic planning
6| Open access of managers 1o the training desires | 1.26 5 254 T
of each employee
7. | The ability to quickly create and view a training 3 2
chedule for each emplo;
8| Access to feedback on results in order to further | 1,34 7 284
plan employee training
9. | Registration of the platform for carcer d 243 12 326
and achievements of employe
10, | Automatic update of the Personnel reserve | 2,68 0 384 7
catalogue
11| Document management System s 427 10
12. | Organizing meetings with the management 2 442 1
13| Request and confirmation of leave 3 468 14
14 Shaping travel missions ] 486 15
15| Shaping of reports. T .25 1





image4.png




image5.png
BUSINESS TRANSFORMATION

-

= =
S < =

ENVISION ENGAGE TRANSFORM OPTIMIZE




image6.png




image7.png




