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Abstract –  

 

The rapid integration of artificial intelligence (AI) and automation into organizational systems has fundamentally transformed the 

nature of work, employee roles, and human resource management practices. While AI-driven technologies promise efficiency, 
precision, and scalability, they also introduce new psychosocial challenges for employees, including job insecurity, techno-stress, 

emotional disengagement, and mental health strain. In this evolving context, emotional intelligence (EI) and mental wellbeing 

have emerged as critical organizational capabilities rather than individual-level soft skills.  

This conceptual research paper examines the interrelationship between emotional intelligence, employee mental wellbeing, and 

AI-enabled workplaces, with a specific focus on how these dynamics necessitate a redefinition of the HR role. Drawing upon 

contemporary literature in organizational psychology, strategic HRM, and technology-driven work design, the paper argues that 

traditional HR functions are insufficient to address the emotional and psychological consequences of automation. Instead, HR 

must transition toward a more strategic, human-centric role that integrates EI-based leadership, wellbeing-focused policies, and 

ethical AI governance.  

The study develops a conceptual framework linking AI adoption, emotional intelligence, employee mental wellbeing, and HR 

interventions. It highlights the role of EI in mitigating AI-related anxiety, resistance to technological change, and workplace 

stress, while positioning HR as a key architect of emotionally resilient and psychologically sustainable organizations. The paper 

contributes to HR scholarship by offering strategic insights and practical recommendations for managing human capital 

effectively in AI-driven organizational environments. 

 

Keywords - Emotional Intelligence; Mental Wellbeing; Artificial Intelligence; Automation; Strategic Human Resource 

Management; Future of Work. 

 
 

I.  INTRODUCTION  

 
1. The AI and Automation Revolution in the World of 

Work The contemporary world of work is undergoing a 

fundamental transformation driven by rapid advances in 

artificial intelligence (AI), machine learning, robotics, and 

automation technologies. Organizations across 

industries—ranging from manufacturing and finance to 

healthcare, education, and human resource 

management—are increasingly embedding AI-driven 

systems into their core operational and decision-making 

processes. Tasks that were once dependent on human 

judgment, emotional labor, and experiential knowledge 
are now being augmented or replaced by algorithms 

capable of processing vast volumes of data with 

unprecedented speed and accuracy.  

 

This transformation is often framed as a technological or 

economic shift, emphasizing productivity gains, cost 

efficiency, scalability, and competitive advantage. 

However, such a framing overlooks a critical dimension 
of the AI revolution: its profound impact on the human 

experience of work. As AI systems become more 

embedded in recruitment, performance appraisal, 

workforce analytics, scheduling, and surveillance, 

employees are required to interact not only with managers 

and colleagues but also with intelligent systems that 

evaluate, predict, and sometimes determine their 

professional outcomes.  
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Unlike previous waves of technological change, AI does 

not merely mechanize physical labor; it challenges 

cognitive, emotional, and identity-related aspects of work. 

Employees are increasingly confronted with questions 

about their relevance, value, and future employability in 

an environment where machines can learn, predict, and 

optimize. This has created a new psychological landscape 

characterized by uncertainty, emotional strain, and 

continuous adaptation pressure. 

 
2. Emotional and Psychological Costs of Automation  

 

While AI and automation promise efficiency, they 

simultaneously introduce invisible emotional costs that 

are rarely accounted for in organizational strategy. 

Employees often experience fear of job displacement, 

anxiety about skill obsolescence, and stress associated 

with constant performance monitoring. Algorithmic 

management systems, which rely on data-driven 

evaluation and predictive analytics, can reduce 
transparency and perceived fairness, leading to feelings of 

loss of control and depersonalization.  

 

The emotional burden of working alongside intelligent 

machines manifests in several ways. First, employees may 

experience chronic anxiety stemming from uncertainty 

about whether their roles will remain relevant. Second, 

the demand for continuous upskilling and adaptability can 

lead to cognitive overload and emotional exhaustion. 

Third, reduced human interaction and increased reliance 

on digital interfaces may weaken social connection and 
workplace belonging. 

 

These emotional and psychological challenges are not 

temporary adjustment issues; rather, they represent 

structural conditions of AI-enabled work environments. 

As organizations continue to accelerate digital 

transformation, the frequency and intensity of these 

stressors are likely to increase. Consequently, employee 

mental wellbeing has emerged as a strategic concern 

rather than a peripheral HR issue. 

 
3. Mental Wellbeing as a Strategic Organizational 

Imperative 

 

Mental wellbeing in the workplace extends beyond the 

absence of clinical mental illness. It encompasses 
emotional stability, psychological resilience, a sense of 

purpose, and the capacity to cope effectively with work-

related demands. In AI-driven environments, mental 

wellbeing is increasingly linked to employees’ ability to 

adapt to change, learn new skills, and engage 

constructively with technological systems.  

 

Organizations that neglect employee mental wellbeing 

risk experiencing higher levels of burnout, 

disengagement, resistance to change, and turnover. These 

outcomes directly undermine the efficiency gains that AI 
adoption seeks to achieve. Paradoxically, technologies 

designed to enhance productivity may erode performance 

if the human system supporting them becomes 

emotionally depleted.  

 

This reality necessitates a shift in how organizations 

conceptualize wellbeing. Rather than treating wellbeing 

as an individual responsibility or a reactive intervention, it 

must be embedded into organizational strategy, leadership 

practices, and HR systems. In this context, mental 

wellbeing becomes a form of organizational capital—

essential for sustaining innovation, adaptability, and long-
term performance. 
 

4. Emotional Intelligence in the Age of Intelligent 

Machines  

 

To understand how mental health influences postgraduate 

students’ academic journeys - especially their intention to 
As work becomes increasingly mediated by technology, 

emotional intelligence (EI) has gained renewed relevance. 

Emotional intelligence refers to the capacity to recognize, 

understand, regulate, and utilize emotions in oneself and 

others. In AI-enabled workplaces, EI plays a critical role 

in how employees interpret technological change, manage 

emotional responses, and maintain psychological balance.  

Emotionally intelligent individuals are better equipped to 

cope with uncertainty, regulate anxiety, and adapt to 

evolving work demands. They are more capable of 

reframing AI adoption as an opportunity for growth rather 

than a threat to identity. At the interpersonal level, EI 
facilitates empathy, trust, and collaboration—qualities 

that are essential for maintaining human connection in 

digitally mediated environments.  

 

Importantly, EI is not limited to individual employees. 

Leaders’ emotional intelligence significantly influences 

how technological change is communicated, 

implemented, and experienced. Leaders who demonstrate 

empathy, emotional awareness, and transparency can 

reduce fear and resistance, fostering a sense of 

psychological safety during periods of transformation. 

 
5. The Need to Redefine the Role of Human Resource 

Management 

 

Understanding how mental health influences academic 

outcomes The convergence of AI adoption, emotional 

strain, and mental wellbeing challenges has profound 

implications for Human Resource Management. 

Traditionally, HR has been associated with administrative 
efficiency, compliance, and transactional people 

processes. Even in its strategic evolution, HR has often 

focused on talent acquisition, performance management, 

and skill development.  

In the age of AI and automation, this role is no longer 

sufficient. HR is increasingly expected to act as a strategic 

integrator—balancing technological advancement with 

human sustainability. This requires HR professionals to 

engage deeply with emotional intelligence, organizational 

psychology, and wellbeing science.  
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HR’s redefined role includes safeguarding employee 

mental wellbeing, designing emotionally intelligent 

leadership systems, ensuring ethical and transparent AI 

implementation, and fostering psychologically safe work 

environments. Rather than being passive adopters of 

technology, HR professionals must become active 

architects of emotionally resilient organizations. 

 

II. CONCEPTUAL BACKGROUND  

A. AI and Automation in Modern Organizations  

AI and automation have transitioned from peripheral tools 

to central components of organizational strategy. Modern 
organizations use AI for workforce planning, predictive 

analytics, recruitment screening, performance evaluation, 

customer interaction, and decision support. These 

technologies fundamentally alter job design, decision 

authority, and power dynamics within organizations.  

From a socio-technical perspective, AI systems reshape 
not only tasks but also relationships—between employees 

and managers, between workers and organizations, and 

between humans and machines. Understanding AI purely 

as a technical system ignores its embeddedness within 

social and emotional contexts. 

 

B. Psychological Impact of AI on Employees  

The psychological impact of AI adoption is increasingly 

evident in organizational research. Employees frequently 

report heightened levels of techno-stress, defined as stress 

induced by constant interaction with technology, rapid 
technological change, and perceived inability to cope with 

digital demands.  

AI-driven environments also intensify job insecurity, even 

in roles not immediately threatened by automation. The 

mere presence of intelligent systems capable of learning 

and decision-making can trigger anticipatory anxiety, as 
employees question their long-term relevance. 

Additionally, algorithmic control over work processes can 

reduce perceived autonomy, further undermining 

psychological wellbeing. 

 

C. Emotional Intelligence as a Workplace Capability 

In this evolving context, emotional intelligence functions 

as a critical workplace capability rather than a personal 

trait. EI enables employees to manage emotional reactions 

to uncertainty, maintain motivation during change, and 

engage constructively with new technologies.  

At the organizational level, EI contributes to healthier 

cultures, more effective leadership, and smoother change 

processes. Organizations that cultivate EI through HR 

practices are better positioned to manage the emotional 

consequences of automation. 

 

D. Mental Wellbeing as Organizational Capital 

Mental wellbeing should be understood as a collective 

organizational resource. Emotionally healthy employees 

are more resilient, innovative, and adaptable—qualities 

essential in AI-driven environments characterized by 

continuous change.  

By framing mental wellbeing as organizational capital, HR 

can justify strategic investment in wellbeing initiatives, EI 

development, and supportive leadership systems. 

 

III. PROBLEM STATEMENT 

 
1. The Central Research Problem  

 

The rapid diffusion of artificial intelligence (AI) and 

automation technologies has fundamentally altered 

how work is organized, monitored, and evaluated. 

Organizations increasingly rely on algorithmic 

systems for recruitment screening, performance 

management, workforce analytics, task allocation, 

and predictive decision-making. While these 

technologies offer measurable gains in efficiency and 

accuracy, they also create a complex set of emotional  

and psychological challenges for employees that 

remain insufficiently addressed within mainstream 

organizational and HR research.  

 

The core problem addressed in this study is the 

misalignment between technological advancement 

and human emotional sustainability. As AI systems 

reshape job roles and power dynamics, employees are 

expected to adapt continuously—often without 

adequate emotional, psychological, or institutional 

support. This mismatch manifests in heightened 

stress, anxiety, emotional exhaustion, disengagement, 

and resistance to technological change. Over time, 

these outcomes threaten employee mental wellbeing 

and undermine organizational performance, 

innovation, and retention.  
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Despite increasing awareness of workplace 

wellbeing, many organizations continue to treat 

emotional and psychological challenges as individual 

coping issues rather than structural consequences of 

AI-driven work design. HR practices frequently 

emphasize reskilling and digital competence while 

neglecting the emotional intelligence (EI) capabilities 

required to manage uncertainty, fear, and identity 

disruption associated with automation. 

 

2. HR’s Structural Dilemma in AI-Driven 

Workplaces 

 

Human Resource Management occupies a 

paradoxical position in the AI era. On one hand, HR 

is often responsible for implementing AI-based tools 

in recruitment, performance appraisal, and talent 

analytics. On the other hand, HR is also tasked with 

safeguarding employee wellbeing, engagement, and 

trust. This dual responsibility creates a structural 

dilemma: HR is simultaneously an agent of 

technological transformation and a custodian of the 

human experience.  

 

In practice, this dilemma often results in HR 

prioritizing efficiency and digital optimization over 

emotional sustainability. HR transformation 

initiatives tend to focus on automating HR processes, 

adopting analytics dashboards, enhancing decision 

speed, while underinvesting in emotionally intelligent 

leadership, psychological safety, and wellbeing 

frameworks. Consequently, HR’s strategic potential 

to mediate the emotional impact of AI remains 

underutilized. 

 

3. The Human Cost of Ignoring Emotional 

Dimensions of AI 

 

When the emotional consequences of AI adoption are 

ignored, organizations face a range of negative 

outcomes. Employees may comply with new systems 

behaviorally while remaining psychologically 

disengaged. Fear-driven compliance, rather than 

genuine commitment, Page | 8  

 

becomes the dominant mode of adaptation. This 

erodes trust, weakens organizational culture, and 

increases burnout and attrition risk.  

The problem, therefore, is not AI adoption per se, but 

the absence of emotionally intelligent HR 

frameworks that can translate technological change 

into psychologically sustainable work experiences. 

Addressing this problem requires an integrated 

understanding of emotional intelligence, mental 

wellbeing, and HR’s evolving strategic role in AI-

driven contexts. 

 

IV. RESEARCH GAP 

1. FRAGMENTATION IN EXISTING RESEARCH 
A critical review of existing literature reveals 

significant fragmentation across four major domains: 

AI and automation, emotional intelligence, employee 

mental wellbeing, and strategic HRM. These domains 

are often examined in isolation, leading to partial and 

incomplete insights.  

 

• AI research predominantly emphasizes 

productivity, efficiency, and skill transformation, 

with limited attention to emotional or 

psychological outcomes.  

• Emotional intelligence research largely focuses 

on leadership effectiveness, interpersonal 

relationships, and individual performance, often 

detached from technological contexts.  

• Mental wellbeing studies examine stress, 

burnout, and anxiety but rarely situate these 

outcomes within AI-enabled work systems.  

• HRM literature discusses digital HR 

transformation but underexplores HR’s 

responsibility for managing emotional and 

psychological risks associated with automation.  

 

This fragmentation creates a significant theoretical and 

practical gap. 

 

2. Lack of Integrative HR-Centric Frameworks  

 

Few studies offer integrative frameworks that connect 

emotional intelligence, mental wellbeing, AI adoption, and 

HR practices. Where such connections are mentioned, they 

are often descriptive rather than theoretically grounded. 

There is a clear absence of models that position HR as an 

active mediator capable of leveraging EI to protect and 

enhance employee wellbeing in AI-driven workplaces. 

 

3. Under-Theorization of Emotional Intelligence in 

Automation Contexts 

 

Although EI is widely acknowledged as important for 

leadership and change management, its role in 

managing AI-related anxiety, techno-stress, and 

resistance remains under-theorized. Existing studies 

rarely conceptualize EI as a strategic organizational 
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capability necessary for sustaining wellbeing in 

technologically intensive environments.  

 

4. Limited Focus on HR’s Emotional Stewardship 

Role 

 

Most HR transformation literature emphasizes 

analytics capability, digital efficiency, and automation 

of HR functions. The emotional stewardship role of 

HR—particularly in safeguarding mental wellbeing 

during technological disruption—receives minimal 

scholarly attention. This gap is especially pronounced 

in emerging economies, where rapid digitalization 

often outpaces organizational readiness to manage its 

human consequences. 

 

5. Purpose of the Present Study 

 

This study addresses these gaps by developing a 

comprehensive conceptual framework that integrates 

emotional intelligence, mental wellbeing, AI 

adoption, and HR practices. It positions HR not 

merely as a facilitator of AI but as a strategic 

architect of emotionally sustainable organizations. 

 

V. LITERATURE REVIEW 

 

 

1. Emotional Intelligence: Theoretical 

Foundations and Organizational Relevance 

 

Emotional intelligence emerged as a critical 

construct in organizational psychology to explain 

why individuals with similar cognitive abilities 

often differ significantly in performance, leadership 

effectiveness, and adaptability. Early 

conceptualizations of EI emphasized the ability to 

perceive, understand, manage, and utilize emotions 

in oneself and others. Over time, EI has evolved 

from an individual-level trait to a multidimensional 

capability relevant to organizational functioning.  

 

In workplace contexts, EI is associated with 

enhanced self-regulation, empathy, interpersonal 

effectiveness, and stress management. Emotionally 

intelligent employees demonstrate greater 

emotional awareness and are better able to navigate 

complex social and organizational environments. 

These competencies are particularly relevant in 

contexts characterized by ambiguity and rapid 

change. 

 

Importantly, EI contributes to psychological 

resilience - the ability to recover from setbacks and 

maintain emotional balance under pressure. In AI-

driven workplaces, where uncertainty and constant 

adaptation are the norm, resilience becomes a 

critical resource. 

 

2. Emotional Intelligence and Leadership in 

Change Contexts 

 

Leadership research consistently highlights EI as a 

foundational competency for effective change 

management. Leaders with high EI are better 

equipped to communicate change transparently, 

acknowledge employee emotions, and foster trust 

during transitions. Such leaders reduce resistance 

by validating emotional concerns rather than 

dismissing them as irrational.  

 

In technological transformations, emotionally 

intelligent leadership becomes especially critical. 

Employees’ reactions to AI adoption are often 

driven by fear of loss - loss of status, identity, 

competence, or security. Leaders who demonstrate 

empathy and emotional awareness can mitigate 

these fears, facilitating smoother adaptation and 

sustained engagement. 

 

3. Mental Wellbeing in Contemporary 

Workplaces 

 

Mental wellbeing has emerged as a central focus of 

organizational research due to its direct link with 

performance, engagement, and sustainability. 

Wellbeing encompasses emotional, psychological, 

and social dimensions, reflecting individuals’ 

ability to function effectively at work and cope with 

stress.  

Modern workplaces are increasingly characterized 

by high job demands, constant connectivity, and 

blurred boundaries between work and personal life. 

These conditions elevate the risk of chronic stress, 

burnout, anxiety, and emotional exhaustion. Poor 

mental wellbeing not only affects individual health 
but also imposes significant organizational costs 

through absenteeism, presenteeism, reduced 

innovation, and turnover. 
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4. Mental Wellbeing as a Strategic 

Organizational Resource 

Recent scholarship emphasizes that mental 

wellbeing should be viewed as a strategic 

organizational resource rather than a peripheral    

HR concern. Organizations with 

psychologically healthy workforces 

demonstrate higher adaptability, creativity, and 

resilience - qualities essential in volatile and 

technology-driven environments.  

This perspective aligns with the view that 

wellbeing is not merely an outcome but also a 

driver of organizational performance. HR 

practices that support wellbeing contribute to 
sustainable competitive advantage by 

enhancing employees’ capacity to engage with 

change constructively. 

 

5. AI, Automation, and the Changing Nature 

of Work 

 

AI and automation have transformed the nature 

of work by altering job design, skill 

requirements, and decision authority. 

Intelligent systems increasingly perform tasks 
involving data analysis, prediction, and 

evaluation - functions traditionally associated 

with human judgment.  

 

While these changes enhance efficiency, they 

also generate psychological challenges. 

Employees may experience techno-stress, 

defined as stress arising from rapid 

technological change and perceived lack of 

control. Algorithmic management systems can 

intensify surveillance and reduce autonomy, 
contributing to emotional strain and 

disengagement. 

 

6. AI-Induced Anxiety and Resistance 

 

Resistance to AI adoption is often interpreted 

as a rational response to perceived job threats. 

However, literature increasingly recognizes 

resistance as an emotional phenomenon rooted 

in fear, identity disruption, and loss of 

meaning. Employees may resist not because 

they lack skills, but because they fear 
becoming irrelevant or devalued.  

 

Emotional intelligence plays a crucial role in 

shaping these responses. Employees with 

higher EI are better able to process fear, 

regulate anxiety, and engage constructively 

with change initiatives. 

 

 

7. HR’s Strategic Evolution in the Age of AI 

 

HRM has evolved from administrative 

personnel management to strategic human 

capital management. In the AI era, this 

evolution must extend further to include 

emotional and ethical dimensions of work. 

 

Strategic HR literature increasingly emphasizes 

HR’s role in shaping organizational culture, 

fostering engagement, and managing change. 
However, the emotional implications of AI 

adoption remain underexplored within HR 

scholarship. HR’s potential to act as an 

emotional integrator—aligning technology with 

human wellbeing—represents a critical yet 

underdeveloped area of research. 

 

8. Integrating EI, Mental Wellbeing, and HR 

Practices 

 

The reviewed literature suggests that emotional 

intelligence and mental wellbeing are deeply 
interconnected and jointly influenced by 

organizational systems. HR practices that 

cultivate EI and support wellbeing can 

significantly reduce the psychological costs of 

AI adoption. 

 

However, without an integrated HR 

framework, organizations risk pursuing 

technological efficiency at the expense of 

human sustainability. This reinforces the need 

for research that explicitly links EI, wellbeing, 
AI, and HR strategy. 

 

VI. THEORETICAL FOUNDATIONS OF THE STUDY 

 

A robust theoretical foundation is essential for 

understanding the complex interaction between artificial 

intelligence, emotional intelligence, employee mental 

wellbeing, and human resource management. 

 

This study draws upon three complementary theoretical 

perspectives: the Job Demands–Resources (JD-R) 

Model, Conservation of Resources (COR) Theory, 

and Socio-Technical Systems Theory. Together, these 

frameworks provide a multidimensional lens to explain 

how technological change affects employees 

emotionally and psychologically, and how HR practices 

can intervene strategically. 

 

1. Job Demands–Resources (JD-R) Model 

 

The Job Demands–Resources (JD-R) model is one of 

the most widely used frameworks for understanding 
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employee wellbeing and performance in organizational 

contexts. The model proposes that every job consists of 

two broad categories of characteristics: job demands 

and job resources.  

 

Job demands refer to aspects of work that require 

sustained physical, cognitive, or emotional effort. These 

demands are not inherently negative; however, when 

they exceed an employee’s capacity to cope, they lead to 

stress, emotional exhaustion, and burnout. In AI-driven 

workplaces, job demands have intensified in new ways. 

Employees face continuous learning pressure, cognitive 

overload from digital systems, constant monitoring 

through analytics, and emotional strain arising from 

uncertainty and perceived job insecurity.  

 

Job resources, on the other hand, include physical, 

psychological, social, and organizational factors that 

help employees manage demands, achieve work goals, 

and foster personal growth. Emotional intelligence, 

supportive leadership, autonomy, and wellbeing-

oriented HR practices function as critical job resources 

in technologically intensive environments. 

 

Within the JD-R framework, emotional intelligence can 

be conceptualized as a personal resource that enhances 

employees’ ability to regulate emotions, manage stress, 

and adapt to AI-related demands. HR practices that 

cultivate EI and support mental wellbeing strengthen the 

resource pool available to employees, thereby reducing 

burnout and enhancing engagement. 

 

2. Conservation of Resources (COR) Theory 

 

Conservation of Resources (COR) theory provides a 

deeper psychological explanation for why AI and 

automation evoke strong emotional reactions among 

employees. COR theory posits that individuals strive to 

obtain, retain, and protect valued resources, such as job 

security, self-esteem, competence, social support, and 

emotional stability. Stress occurs when these resources 

are threatened, lost, or insufficiently replenished.  

AI-driven work environments frequently trigger 

perceived resource threats. Employees may feel that 

their skills are becoming obsolete, their autonomy is 

diminishing, or their professional identity is being 

undermined by intelligent systems. Even the 

anticipation of such losses can generate significant 

stress and anxiety.  

 

Emotional intelligence plays a crucial role in mitigating 

resource loss. Emotionally intelligent individuals are 

better equipped to reframe perceived threats, regulate 

emotional responses, and seek alternative resource 

gains, such as learning opportunities or social support. 

From an HR perspective, policies that promote 

reskilling, psychological safety, and transparent 

communication help replenish resources and reduce the 

emotional toll of automation.  

 

COR theory thus reinforces the argument that mental 

wellbeing is not merely an individual trait but a function 

of how organizations manage resource dynamics during 

technological change. 

 

3. Socio-Technical Systems Theory 

 

Socio-Technical Systems Theory emphasizes that 

organizational effectiveness depends on the joint 

optimization of social and technical systems. 

Technology cannot be implemented in isolation; it must 

be aligned with human needs, social relationships, and 

organizational culture.  

 

AI and automation represent powerful technical 

systems, but their success depends on how well they are 

integrated with the social system of the organization. 

When technical efficiency is prioritized at the expense 

of human experience, organizations may achieve short-

term productivity gains while eroding trust, 

engagement, and wellbeing.  

 

From a socio-technical perspective, HR plays a critical 

integrative role. HR professionals are responsible for 

aligning AI systems with human values, emotional 

needs, and ethical considerations. Emotional 

intelligence becomes a key capability for navigating this 

alignment, enabling leaders and HR practitioners to 

balance technological efficiency with psychological 

sustainability. 

 

VII. CONCEPTUAL FRAMEWORK AND 

PROPOSITIONS 

 
1. Development of the Conceptual Framework  

Building on the above theoretical foundations, this study 

proposes an integrative conceptual framework that links 

AI adoption, emotional intelligence, employee mental 

wellbeing, and HR practices. The framework positions 

AI and automation as environmental forces that reshape 

job demands, emotional experiences, and resource 
dynamics within organizations.  
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At the core of the framework is the assumption that AI 

adoption increases job demands - such as uncertainty, 

cognitive load, and emotional strain - which directly 

influence employee mental wellbeing. Emotional 

intelligence functions as a moderating and enabling 

capability that shapes how employees perceive and 

respond to these demands. HR practices operate as 

organizational mechanisms that strengthen or weaken 

the impact of EI on wellbeing outcomes. 

 
2. Emotional Intelligence as a Mediating and 

Moderating Capability 

 
Within the framework, emotional intelligence serves 

two key roles.  
 

First, EI acts as a mediator by influencing how 

employees emotionally process AI-related changes. 

Employees with higher EI are more likely to interpret 

technological change as manageable and meaningful, 

reducing anxiety and resistance.  

 

Second, EI functions as a moderator by buffering the 

negative relationship between AI-induced job demands 

and mental wellbeing outcomes. High EI reduces the 

intensity of stress responses, emotional exhaustion, and 
disengagement.  

 

HR interventions that develop EI - through training, 

coaching, and leadership development - amplify these 

effects at the organizational level. 

 

3. Role of HR Practices in the Framework 

 

HR practices form the structural backbone of the 

conceptual model. EI-oriented HR systems influence 

mental wellbeing by:  
 

• Embedding emotional awareness into leadership 

competencies,  

• Designing performance systems that balance 

analytics with empathy,  

• Ensuring ethical and transparent use of AI 

technologies,  

• Providing psychological and learning support during 

technological transitions.  

 

When HR adopts a human-centric approach, it 
transforms AI adoption from a stress-inducing event 

into a manageable and potentially empowering process. 

 
4. Conceptual Propositions  

 

Based on the framework, the following conceptual 

propositions are advanced:  

 

• Proposition 1: AI and automation increase job 

demands that negatively affect employee mental 

wellbeing.  

 

• Proposition 2: Emotional intelligence is positively 

associated with employee mental wellbeing in AI-

driven workplaces.  

 

• Proposition 3: Emotional intelligence moderates the 

relationship between AI-induced job demands and 

employee mental wellbeing, weakening negative 

effects.  

 

• Proposition 4: HR practices oriented toward 

emotional intelligence and wellbeing strengthen 

the positive impact of EI on employee mental 

wellbeing.  

 

• Proposition 5: Organizations with emotionally 

intelligent HR systems experience lower resistance 

to AI adoption and higher psychological resilience.  

 

These propositions provide a foundation for future 

empirical testing. 

VIII. RESEARCH METHODOLOGY 

 

1. Research Philosophy and Approach 

 

This study adopts a positivist–interpretivist 

integrative orientation, acknowledging both objective 

organizational structures and subjective employee 

experiences. While AI systems represent measurable 

technological phenomena, emotional intelligence and 

mental wellbeing are inherently experiential and 

interpretive.  

 

Accordingly, the study is conceptual in nature, aiming to 

develop theory and generate testable propositions rather 

than establish causal relationships through primary data 

collection at this stage. 

 

2. Research Design 

 

The research design is conceptual and explanatory, 

grounded in systematic literature synthesis and 

theoretical integration. This design is appropriate for 

addressing emerging phenomena where empirical 

evidence is fragmented and theoretical clarity is lacking.  

Such conceptual research plays a critical role in 

advancing HR scholarship by:  
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• Integrating dispersed research streams,  

• Clarifying complex relationships,  

• Guiding future empirical investigations.  

 

3. Future Empirical Research Blueprint 

 

To strengthen empirical validation, future studies may 

adopt a quantitative or mixed-method design involving:  

 

• Sample: Employees and HR professionals 

working in AI-intensive organizations.  

 

• Data Collection: Structured surveys and semi-

structured interviews.  

 

• Measurement Tools: 

 Emotional Intelligence scales 

(multidimensional models),  

 Mental wellbeing measures (stress, 

burnout, resilience),  

 AI-related job demand indicators 

(techno-stress, job insecurity),  

 HR practice perception scales.  

  

• Data Analysis: Structural equation modeling, 

moderation and mediation analysis.  

 

This blueprint enhances the methodological rigor of 

the present study by clearly outlining pathways for 

empirical extension. 

IX. DISCUSSION 

 

1. Interpreting the Study in the Context of AI-Driven 

Workplaces  

 

The purpose of this study was to conceptually examine 

how emotional intelligence and mental wellbeing 

interact within AI- and automation-enabled workplaces 

and to understand how these dynamics necessitate a 

fundamental redefinition of the human resource 

management role. The discussion integrates insights 

from organizational psychology, strategic HRM, and 

socio-technical theory to interpret the conceptual 

propositions developed earlier.  

 

The findings of this study suggest that AI and 

automation, while technologically transformative, 

represent a profound psychological and emotional 

disruption to the experience of work. Employees are no 

longer responding only to human supervisors or 

organizational norms but increasingly to algorithmic 

systems that evaluate performance, allocate tasks, and 

shape career outcomes. This shift alters power 

dynamics, identity formation, and perceptions of 

fairness, all of which directly influence employee 

mental wellbeing.  

 

The study reinforces the argument that AI adoption 

intensifies job demands in ways that are not always 

visible or formally acknowledged. Unlike traditional 

workload increases, AI-induced demands are often 

cognitive and emotional—manifesting as constant 

vigilance, anticipatory anxiety, and identity insecurity. 

These demands, if unmanaged, contribute to emotional 

exhaustion, disengagement, and resistance to change. 

 

2. Emotional Intelligence as a Strategic 

Psychological Resource 

 

One of the most significant contributions of this 

study lies in positioning emotional intelligence as a 

strategic psychological resource rather than an 

individual soft skill. The conceptual framework 

demonstrates that EI plays a critical role in shaping 

how employees interpret, emotionally process, and 

respond to AI-related change.  

 

Emotionally intelligent employees are better 

equipped to regulate fear, manage uncertainty, and 

maintain psychological balance in technologically 

complex environments. EI enables individuals to 

reframe AI adoption from a threat narrative to a 

learning and adaptation narrative. This reframing is 

essential for sustaining engagement and motivation in 

environments characterized by continuous 

technological disruption.  

 

At the leadership level, emotional intelligence 

becomes even more consequential. Leaders who 

demonstrate empathy, emotional awareness, and 

transparent communication are better able to mitigate 

employee anxiety and foster trust during AI 

transitions. This supports the argument that EI is a 

core leadership capability for the future of work. 

 

3. Mental Wellbeing as a Determinant of 

Organizational Sustainability 

 

The discussion further highlights mental wellbeing 

as a foundational determinant of organizational 

sustainability in AI-driven contexts. The study 

moves beyond traditional wellbeing discourses that 
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focus on stress reduction or employee assistance 

programs, arguing instead that mental wellbeing 

must be embedded into organizational strategy. 

 

Mental wellbeing influences employees’ capacity to 

adapt, learn, and collaborate—capabilities that are 

essential in AI-enabled workplaces. When mental 

wellbeing deteriorates, organizations may 

experience superficial compliance with 

technological change but lack genuine engagement 

and innovation. This undermines the long-term 

value of AI investments.  

 

The findings suggest that mental wellbeing is not 

merely an outcome of good HR practices but a 

precondition for successful digital 

transformation. Organizations that neglect this 

reality risk creating technologically advanced but 

psychologically fragile systems. 

 

4. Redefining HR’s Role: From Administrative 

Efficiency to Emotional Stewardship 

 

Perhaps the most critical implication of this study is the 

redefinition of HR’s role in the age of AI and 

automation. The analysis clearly demonstrates that 

traditional HR roles—focused on compliance, 

administration, and transactional efficiency—are 

inadequate for managing the emotional consequences of 

technological change.  

 

The study positions HR as an emotional steward and 

strategic integrator, responsible for aligning 

technological systems with human needs. This expanded 

role requires HR to engage deeply with emotional 

intelligence, organizational psychology, and ethical 

considerations of AI use.  

 

HR professionals are no longer passive implementers of 

technology but active architects of emotionally 

sustainable workplaces. This shift elevates HR from a 

support function to a central strategic actor in 

organizational transformation. 

X. HR IMPLICATIONS AND MANAGERIAL 

RECOMMENDATIONS 

 

1. Redesigning HR Architecture for AI-Enabled 

Organizations  

HR architecture must be redesigned to reflect the 

emotional realities of AI-driven work. This involves 

integrating emotional intelligence and mental wellbeing 

into core HR systems rather than treating them as 

peripheral initiatives.  

 

Recruitment and selection processes should assess not 

only technical competence but also emotional 

intelligence, adaptability, and resilience. Performance 

management systems must balance data-driven 

evaluation with contextual understanding and empathy. 

Over-reliance on algorithmic metrics risks 

dehumanizing employees and eroding trust. 

 

2. EI-Based Leadership Development 

 

Leadership development programs must prioritize 

emotional intelligence as a core competency. HR should 

design training initiatives that enhance self-awareness, 

empathy, emotional regulation, and change 

communication skills among leaders.  

 

In AI-driven environments, leaders serve as emotional 

translators who help employees make sense of 

technological change. Emotionally intelligent leaders 

can reduce fear, normalize uncertainty, and foster 

psychological safety—conditions essential for sustained 

engagement. 

 

3. Managing AI Anxiety and Resistance Through HR 

Interventions 

 

Resistance to AI adoption is often rooted in emotional 

concerns rather than skill deficits. HR interventions 

should therefore focus on addressing fear, identity 

disruption, and perceived loss of control.  

 

Recommended interventions include:  

• Open dialogue forums where employees can 

express concerns without fear of judgment  

• Transparent communication about AI’s role, 

limitations, and ethical boundaries  

• Coaching and mentoring programs that support 

emotional adaptation  

• Reskilling initiatives framed as empowerment 

rather than survival mechanisms  

 

Such interventions transform resistance from an 

obstacle into a source of organizational learning. 
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4. Institutionalizing Mental Wellbeing as 

Organizational Capital 

HR must move beyond reactive wellbeing initiatives 

toward proactive, systemic wellbeing frameworks. 

Mental wellbeing should be embedded into job design, 

workload planning, and performance expectations.  
 

Regular wellbeing assessments, psychological safety 

audits, and leadership accountability for employee 

wellbeing can institutionalize mental health as an 

organizational priority. This approach aligns employee 

wellbeing with long-term organizational performance 

and resilience. 

 

XI. CONCLUSION 

 

This study set out to examine emotional intelligence and 

mental wellbeing in the age of AI and automation, with 

a specific focus on redefining the strategic role of 

human resource management. The analysis 

demonstrates that AI adoption is not merely a 

technological shift but a profound emotional and 

psychological transformation of work.  

 

Emotional intelligence emerges as a critical capability 

that enables employees and leaders to navigate 

uncertainty, manage stress, and adapt constructively to 

technological change. Mental wellbeing, in turn, is 

revealed as a strategic organizational resource essential 

for sustaining engagement, innovation, and performance 

in AI-driven environments.  

 

The study argues convincingly that HR must evolve 

from an administrative and efficiency-oriented function 

into an emotionally intelligent strategic partner. By 

embedding EI and mental wellbeing into HR practices, 

organizations can balance technological advancement 

with human sustainability.  

 

Ultimately, organizations that recognize and address the 

emotional dimensions of AI adoption will be better 

positioned to build resilient, ethical, and future-ready 

workplaces. 

XII. LIMITATIONS OF THE STUDY 

 
Despite its contributions, this study has certain 
limitations. First, the research is conceptual in nature 

and does not include primary empirical data. While 

this allows for theoretical integration, empirical 

validation is required to test the proposed 

relationships.  

 

Second, the study adopts a broad organizational 

perspective and does not account for sector-specific 

variations in AI adoption and emotional impact. 

Third, individual differences such as personality traits 

and cultural context were not explicitly examined. 

 

XIII. SCOPE FOR FUTURE RESEARCH 

 
Future research can extend this study in several ways. 

Empirical studies may test the proposed framework 

using quantitative or mixed-method designs. 

Longitudinal research could examine how emotional 

intelligence and mental wellbeing evolve over time in 

AI-enabled workplaces.  

 

Comparative studies across industries and cultural 

contexts would offer deeper insights into contextual 

variations. Intervention-based research evaluating EI-

focused HR initiatives would provide practical 
guidance for organizations navigating AI 

transformation. 
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