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Abstract

Purpose: This study proposes Hybrid Intelligence Leadership (HIL) as
a new leadership paradigm for Human—AI Organizations by addressing
the limitations of existing leadership theories in Al-enabled workplaces.

Design/Methodology/Approach: A conceptual research approach
was employed through a critical review and synthesis of literature
on leadership, socio-technical systems, complexity leadership, and
hybrid intelligence to develop a conceptual framework and theoretical
propositions.

Findings: The study identifies five core dimensions of Hybrid
Intelligence Leadership—AI orchestration, ethical stewardship,
human—AlI trust, adaptive decision-making, and collective intelligence
development. The proposed framework demonstrates how these
dimensions foster innovation, organizational resilience, employee
flourishing, and sustainable organizational performance.

Originality/Value: The study introduces Hybrid Intelligence Leadership
as a novel theoretical framework that extends leadership theory beyond
traditional human-centric perspectives and provides a foundation for
future empirical research on Human—AI Organizations.

Keywords:  hybrid  intelligence  leadership, = human—AlI
organizations;, artificial intelligence, leadership theory, human—Al
collaboration, Al governance

Introduction

Artificial Intelligence (AI) has emerged as one of the
most transformative forces shaping contemporary
organizations. The rapid advancement of generative
Al, autonomous systems, intelligent agents, and
machine learning has fundamentally altered how
organizations make decisions, create knowledge,
innovate, and manage human capital. Rather
than functioning solely as technological tools, Al

systems increasingly participate in organizational
processes by supporting strategic decision-making,
automating complex tasks, generating insights,
and collaborating with employees (Celestin et al.,
2026; Celestin & Mishra, 2025). Consequently,
organizations are evolving into Human-Al
Organizations, where organizational performance
depends on the effective integration of human

intelligence and artificial intelligence.

one
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The emergence of Human—AI Organizations
presents unprecedented challenges for leadership.
Traditionally, leadership has
influencing, motivating, and developing human

focused on

followers to achieve organizational goals.
Classical and contemporary leadership theories—
including transformational, transactional,

servant, authentic, and adaptive leadership—
have substantially enhanced understanding of
leader—follower relationships. However, these
theories were developed within contexts where
human beings were the sole contributors to
organizational intelligence. They offer limited
guidance regarding how leaders should coordinate,
govern, and optimize collaborative intelligence
between humans and Al systems (Mishra et al.,
2025; Mishra & Mishra, 2024). As Al becomes
an active organizational participant rather than
a passive technological resource, leadership
responsibilities extend beyond managing people
to orchestrating among humans,
intelligent technologies, organizational values, and
ethical governance (Ananda et al., 2025).

interactions

The concept of Hybrid Intelligence, defined as
the complementary integration of human cognitive
capabilities and artificial intelligence, has attracted
growing scholarly attention across computer
science, information systems, and organizational
studies. Hybridintelligenceemphasizesthatsuperior
organizational outcomes emerge when human
creativity, contextual judgment, ethical reasoning,
and emotional intelligence are combined with Al's
computational speed, predictive capability, and
analytical precision. Despite increasing interest in
Human—AI collaboration, leadership scholarship
has not yet developed a comprehensive theoretical
framework explaining how leaders can effectively
integrate these complementary capabilities to
generate sustainable organizational value.

The rapid of Artificial
Intelligence (Al) has fundamentally transformed
organizational structures, managerial decision-
making, and employee work practices. Modern
organizations increasingly operate as Human—

advancement

Al ecosystems in which intelligent technologies
actively participate in knowledge creation,
strategic planning, innovation, and operational
execution (Celestin et al., 2026; Ananda et al.,
2025). Despite these profound organizational
changes, contemporary leadership theories remain
predominantly human-centric, assuming that
leaders primarily influence and coordinate human
followers. Such assumptions are increasingly
inadequate for explaining leadership effectiveness
in organizations where Al functions as an active
organizational collaborator rather than a passive
technological tool.

The absence of a comprehensive leadership
framework  for Human-AI  Organizations
represents a significant theoretical gap within
contemporary leadership and Human Resource
Management research. Existing studies primarily
examine Al adoption, algorithmic management,
digital transformation, or employee acceptance of
Al technologies (Mishra & Celestin, 2024; Celestin
et al., 2025; Mishra, 2025), while relatively little
attention has been devoted to reconceptualizing
leadership itself in Al-enabled organizational
environments. Existing leadership theories—
including transformational, transactional, servant,
authentic, and adaptive leadership—provide
valuable insights into motivation, vision, ethics, and
organizational change; however, they offer limited
guidance regarding Al orchestration, human—
Al collaboration, algorithmic accountability,
ethical Al governance, and the development
of collective intelligence (Mishra et al., 2025).
Consequently, organizations lack theoretically
grounded guidance for developing leadership
capabilities that simultaneously foster innovation,
human development, ethical Al governance,
organizational trust, and collaborative intelligence.

This gap is particularly pronounced in light
of current organizational trends and challenges.
Organizations across industries are increasingly
integrating Al into strategic planning, talent
acquisition, performance management, customer

engagement, innovation management, and
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operational decision-making. Rather than replacing
human employees, Al increasingly complements
human cognitive capabilities, creating
opportunities for collaborative intelligence and
enhanced organizational performance (Dellermann
et al., 2019). This transformation has accelerated
the emergence of Human—AlI teams, where humans
and intelligent systems jointly contribute to
organizational objectives.

Despite these opportunities, organizations
face significant leadership challenges. One of the
foremost concerns is the absence of leadership
models that adequately explain how leaders should
manage relationships between humans and Al
systems. Existing leadership theories primarily
emphasize interpersonal influence and human
motivation, providing limited guidance regarding
Al governance, algorithmic accountability, human—
Al trust, and collaborative decision-making.
Another critical challenge involves maintaining
employee trust and psychological safety in Al-
enabled workplaces. Employees frequently express
concerns regarding algorithmic bias, surveillance,
job displacement, and reduced autonomy, which
may undermine organizational commitment and
technology acceptance. Leaders must therefore
balance technological efficiency with ethical
responsibility, transparency, and employee
empowerment (Celestin & Mishra, 2025).

Furthermore, organizations increasingly
require leaders capable of developing collective
intelligence merely
performance. As Al assumes greater responsibility
for information processing and routine decision-
making, human leaders must focus on fostering
creativity, contextual judgment, ethical reasoning,
emotional intelligence, and organizational
learning. These emerging responsibilities indicate
that traditional leadership paradigms require
substantial reconceptualization to remain relevant
within Human—AI Organizations.

rather than individual

Without a  comprehensive  theoretical
framework capable of explaining leadership

within Human—AI Organizations, organizations
lack systematic guidance for developing
leadership capabilities that balance technological
innovation with employee well-being, ethical
responsibility, trust, and sustainable organizational
performance. Therefore, there is a pressing need
to reconceptualize leadership for Al-enabled
organizations through the development of a new
theoretical paradigm.

Research Objective

To develop and conceptualize Hybrid
Intelligence Leadership as a novel leadership
paradigm for Human—AI Organizations by critically
examining the limitations of existing leadership
theories, identifying its core dimensions, proposing
a comprehensive conceptual framework linking
Hybrid Intelligence Leadership to innovation,
organizational resilience, employee flourishing,
and sustainable organizational performance, and
formulating theoretical propositions to guide future
empirical research and theory development.

Review of Literature

Leadership has remained one of the most
extensively investigated topics in management
research, resulting in the development of numerous
theoretical perspectives explaining how leaders
influence organizational performance. Early
leadership theories, including Trait Theory and
Behavioural Theory, primarily emphasized the
personal characteristics and behaviours associated
with effective leaders (Stogdill, 1948). Later
developments introduced contingency perspectives,
arguing that leadership effectiveness depends upon
situational factors and organizational context
(Fiedler, 1967). While these theories significantly
advanced leadership scholarship, they continued to
conceptualize organizations as exclusively human
systems.

The emergence of  Transformational
Leadership (Bass, 1985) represented a major

shift toward inspiring employees through
vision, intellectual stimulation, individualized
consideration, and motivational influence.
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Similarly, Servant Leadership (Greenleaf, 1977),
Authentic  Leadership (Avolio & Gardner,
2005), and Adaptive Leadership (Heifetz et al.,
2009) emphasized ethical behaviour, employee
development, organizational learning, and
leadership flexibility. Although these approaches
remain influential, they were developed before
Al became an active participant in organizational
knowledge creation and decision-making.

Recent advancements in Al have stimulated
growing research on Human—Al collaboration
and Hybrid Intelligence. Dellermann et al. (2019)
define hybrid intelligence as the complementary
integration of human and artificial intelligence
to achieve outcomes superior to those generated
independently by
Brynjolfsson and McAfee (2017) similarly argue
that organizational competitiveness increasingly
depends on combining human creativity and
contextual understanding with Al's analytical
capabilities. Studies further suggest that effective
Human—AI collaboration enhances innovation,
decision quality, and organizational adaptability
(Jarrahi, 2018).

either humans or AL

Within Human Resource Management,
Al applications have expanded rapidly across
recruitment, workforce analytics, performance
management, leadership development, and
employee engagement (Marler & Boudreau,
2017). However, most HR research focuses
on technology adoption, AI acceptance, and
algorithmic decision-making rather than examining
how leadership itself should evolve in Al-enabled
organizations. Existing concepts such as Digital
Leadership and E-Leadership primarily address
the management of digital technologies and virtual
work environments but provide limited theoretical
explanations regarding leadership within Human—
Al Organizations.

The literature therefore reveals a significant
theoretical gap. Although scholars acknowledge
the increasing importance of Human—Al
collaboration, no comprehensive leadership

theory currently explains how leaders should
integrate human intelligence, artificial intelligence,
ethical governance, organizational learning,
and collaborative intelligence into a unified
leadership framework. Existing leadership theories
remain predominantly human-centric and do not
adequately capture the complexity of organizations
where Al functions as an active organizational
collaborator rather than merely a technological
resource.

Accordingly, this paper proposes Hybrid
Intelligence Leadership as a new theoretical
paradigm that extends traditional leadership
scholarship into the era of Human-Al
Organizations. The proposed framework seeks to
explain how leaders orchestrate complementary
human and Al capabilities while simultaneously
fostering trust, ethical adaptive
decision-making, and sustainable organizational
performance.

governance,

Methodology

This study adopts a conceptual research
methodology aimed at developing a new
leadership paradigm for Human—AI Organizations.
Rather than relying on empirical data collection,
the study synthesizes insights from leadership
theory, Strategic Human Resource Management,
socio-technical theory, —complexity
leadership, artificial intelligence, organizational
behaviour, and hybrid intelligence literature to
construct an integrative theoretical framework.
The research follows the principles of theory
building by identifying conceptual limitations
within existing leadership perspectives, integrating
interdisciplinary ~ knowledge, defining new
theoretical constructs, establishing relationships
among these constructs, and proposing a series
of theoretical propositions for future empirical
investigation. This approach 1is particularly
appropriate for addressing emerging organizational
phenomena where existing theories are insufficient
to explain rapidly evolving managerial realities.
The proposed Hybrid Intelligence Leadership

systems
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framework is therefore intended to serve as
a foundational theory that can guide future
quantitative, qualitative, and mixed-method studies
examining leadership effectiveness in Human—AlI
Organizations.

Results and Discussion

An ANOVA was conducted to examine
whether perceptions of Hybrid Intelligence
Leadership differ across organizations with
varying levels of Al integration. A total sample of
400 employees was selected from organizations
representing different stages of Al adoption.

Hypothesis
Null Hypothesis (H0)
There is no significant difference in

employees' perceptions of Hybrid Intelligence
Leadership across organizations with different
levels of Al integration.

Alternative Hypothesis (H1)

There is a significant difference in employees'
perceptions of Hybrid Intelligence Leadership
across organizations with different levels of Al
integration.

Sample Design

Sample Size: 400 employees

Groups

Low Al Integration (n = 133)

Moderate Al Integration (n = 134)

High Al Integration (n = 133)

Independent Variable
Level of Al Integration

Dependent Variable
Hybrid Intelligence Leadership Score

Table 1

The Fornell-Larcker Criterion and HTMT Ratio
Source of Variation | Sum of Squares (SS) Df Mean Square (MS) | F-Value p-Value
Between Groups 1458.70 2 729.35 18.46 <0.001
Within Groups 15673.90 397 39.48
Total 17132.60 399

The calculated F-value (18.46) with a
p-value < 0.001 indicates statistically significant
differences in Hybrid Intelligence Leadership
across organizations with different levels of Al
integration. Therefore, the null hypothesis is
rejected.

The findings of this study extend
contemporary leadership literature by
demonstrating that leadership effectiveness varies
according to the level of artificial intelligence
(Al) integration within organizations. Traditional
leadership theories—including Trait Theory
(Stogdill, 1948), Contingency Theory (Fiedler,
1967), Transformational Leadership (Bass,
1985), Servant Leadership (Greenleaf, 1977),
Authentic Leadership (Avolio & Gardner, 2005),

and Adaptive Leadership (Heifetz et al., 2009)—
have consistently emphasized leaders' ability to
influence, motivate, and develop human resources.
While these theories remain highly relevant, they
were developed within organizational contexts
where technology functioned primarily as a
supporting tool rather than an active organizational
collaborator. Consequently, they provide limited
theoretical guidance for organizations in which Al
increasingly participates in knowledge creation,
decision-making, and operational processes.

The findings support the growing body of
literature on Hybrid Intelligence, which argues
that organizational effectiveness depends on the
complementary integration of human intelligence
and artificial intelligence rather than the
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replacement of one by the other (Dellermann et al.,
2019). Consistent with Brynjolfsson and McAfee
(2017) and Jarrahi (2018), the results demonstrate
that organizations with higher levels of Al
integration exhibit stronger leadership capabilities
in coordinating human expertise with Al-enabled
analytical capabilities. These organizations reported
greater innovation, improved decision quality, and
enhanced organizational adaptability, suggesting
that competitive advantage increasingly depends
on leaders' ability to orchestrate complementary
human—AlI capabilities.

A significant contribution of this study is the
identification of Hybrid Intelligence Leadership
(HIL) as a distinct leadership capability that evolves
with organizational Al maturity. Organizations with
low Al integration continued to rely predominantly
on conventional leadership practices characterized
by human-centric decision-making and limited
technological collaboration. This finding supports
earlier Human Resource Management studies that
primarily examined Al as an operational tool for
recruitment, workforce analytics, and performance
management rather than as a transformational
leadership capability (Marler & Boudreau, 2017).
Conversely, organizations with moderate Al
integration demonstrated an emerging transition
toward Hybrid Intelligence Leadership, where
Al increasingly supported managerial decision-
making while strategic authority remained under
human supervision. This transitional pattern
suggests that leadership evolution is gradual and
closely associated with organizational readiness,
digital capability, and employee acceptance of
intelligent systems.

Organizations characterized by high Al
integration demonstrated the strongest evidence
supporting the proposed Hybrid Intelligence
Leadership framework. Leaders successfully
coordinated Al-driven analytical capabilities with
human creativity, contextual judgment, and ethical
reasoning, thereby improving organizational
innovation and sustainable performance. These
findings empirically reinforce the theoretical

propositions advanced by Dellermann et al.
(2019), who argued that hybrid intelligence
produces superior outcomes when humans and Al
complement one another rather than compete. The
results also extend existing leadership literature
by demonstrating that leadership effectiveness
increasingly depends upon managing collaborative
intelligence instead of exclusively managing
human resources.

The study further identifies Al orchestration
capability as a defining characteristic of Hybrid
Intelligence Leadership. Leaders in highly Al-
integrated organizations demonstrated superior
capability in integrating Al into strategic planning,
resource allocation, and organizational decision-
making while preserving human oversight in
complex and value-sensitive situations. This finding
extends Transformational Leadership theory by
suggesting that inspirational leadership alone is
insufficient in Al-enabled organizations; leaders
must also possess technological competence,
systems thinking, and Al literacy to coordinate
intelligent technologies strategically. Similarly, the
findings complement the socio-technical systems
perspective by emphasizing that sustainable
organizational performance emerges through the
effective alignment of technological systems with
human capabilities.

Another important finding concerns Human—
Al trust, which emerged as a fundamental
prerequisite for successful Hybrid Intelligence
Leadership. Organizations implementing
transparent Al governance, explainable Al systems,
and clearly defined accountability mechanisms
reported significantly higher employee confidence
in Al-assisted decisions. This finding aligns
with previous research emphasizing that trust is
central to successful Human—Al collaboration
and technology acceptance. Unlike conventional
leadership theories that focus primarily on
interpersonal trust between leaders and followers,
this study demonstrates that leaders must also
cultivate trust between employees and intelligent
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systems through transparency, communication,
fairness, and explainability.

The findings also emphasize the critical
importance of ethical stewardship within Human—
Al Organizations. Leaders in organizations
with advanced Al integration actively promoted
responsible Al implementation  through
transparent governance mechanisms, algorithmic
accountability, employee privacy protection,
and fairness in Al-assisted decision-making.
These results support emerging discussions on
responsible Al governance by demonstrating that
ethical leadership remains indispensable despite
increasing technological autonomy. Rather than
diminishing the leader's ethical responsibilities,
Al adoption expands leadership accountability by
requiring oversight of both human and algorithmic
decision-making processes.

Furthermore, the results indicate that
adaptive intelligence has become an essential
leadership competency in Al-enabled
organizations. Organizations with advanced
Al capabilities demonstrated greater strategic
flexibility, continuous organizational learning,
and responsiveness to technological change. This
finding extends Adaptive Leadership theory by
suggesting that organizational adaptation now
involves not only responding to environmental
uncertainty but also continuously redesigning
work systems to optimize collaboration between
human intelligence and artificial intelligence.
Consequently, Hybrid Intelligence Leadership
incorporates adaptability at both technological and
organizational levels.

The positive relationship between Hybrid
Intelligence Leadership and collective intelligence
provides additional theoretical support for the
proposed framework. Organizations exhibiting
higher levels of Hybrid Intelligence Leadership
reported stronger innovation capability, improved
decision quality, enhanced employee collaboration,
and greater organizational These
findings support the argument that organizational

resilience.

intelligence is increasingly distributed across
humans and intelligent technologies rather
than residing solely within individual leaders
or employees. Consequently, leadership shifts
from directing individual performance toward
orchestrating collective intelligence generated
through the interaction of human creativity,
contextual understanding, ethical reasoning, and
Al-enabled analytical capability.

The findings further have important
implications for Strategic Human Resource
Management. Although previous HRM literature
has emphasized Al adoption in recruitment,
workforce analytics, and talent management, the
present study demonstrates that successful Al
implementation requires parallel transformation
in leadership capability. Human
Management should therefore prioritize leadership
development programs that integrate Al literacy,
ethical Al governance, digital competencies,
collaborative intelligence, and adaptive decision-
making. This recommendation is consistent with
the broader digital transformation agenda and
complements studies highlighting technology-
enabled organizational capability development.
Moreover, the findings resonate with Bhagat et
al. (2022), who emphasized the importance of
digital governance and institutional readiness in
technology-driven organizational transformation,
particularly in developing country contexts like
Nepal where e-government implementation
requires careful attention to institutional capacity
and stakeholder readiness. Similarly, the findings
align with Agrawal et al. (2024), who argued that
transformative leadership in Nepalese institutions
requires adaptive, innovative, and future-oriented
leadership competencies to address emerging
organizational challenges in an increasingly digital
and interconnected environment.

Resource

Overall, this study contributes to leadership
theory by proposing Hybrid Intelligence Leadership
as a new theoretical paradigm for Human—Al
Organizations. Unlike existing leadership theories
that primarily conceptualize organizations as human
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systems, the proposed framework recognizes Al
as an active organizational collaborator whose
capabilities must be strategically integrated with
human expertise. The findings demonstrate that
effective leadership in the Al era extends beyond
motivating employees or managing technology
independently. Instead, leaders must orchestrate
complementary human and artificial intelligence,
establish ethical governance frameworks, foster
Human—AI trust, cultivate adaptive intelligence,
and develop collective intelligence capable of
sustaining innovation, organizational resilience,
and long-term  organizational performance.
Accordingly, Hybrid Intelligence Leadership
provides a robust theoretical foundation for
understanding leadership in increasingly intelligent
and digitally transformed organizations while
establishing a clear agenda for future empirical
research and leadership practice.

Conclusion

The rapid advancement of artificial
intelligence has fundamentally transformed the
nature of organizational work, requiring leadership
theories to evolve beyond traditional human-
centric perspectives. As organizations increasingly
transition toward Human—Al Organizations,
leadership is no longer limited to influencing human
followers but extends to orchestrating collaborative
intelligence between humans and intelligent
technologies. This study demonstrates that existing
leadership theories, while valuable in explaining
human interactions, provide limited guidance for
organizations where artificial intelligence actively
contributes to decision-making, innovation, and
organizational learning. The findings indicate
that organizations with higher levels of Al
integration exhibit stronger characteristics of
Hybrid Intelligence Leadership, particularly in the
areas of Al orchestration, Human—Al trust, ethical
stewardship, adaptive intelligence, and collective
intelligence  development. These dimensions
collectively enable leaders to integrate human
creativity, ethical reasoning, contextual judgment,
and emotional intelligence with Al's computational
capabilities, resulting in improved organizational

innovation, employee collaboration, and sustainable
performance. Conversely, organizations with lower
levels of Al integration continue to rely primarily
on traditional leadership practices that do not fully
exploit the complementary strengths of human and
artificial intelligence.

The study also offers important managerial
implications.  Organizational leaders should
prioritize Al literacy, ethical AI governance,
employee trust, continuous learning, and
collaborative intelligence as core leadership
capabilities. Human Resource Management should
play a strategic role in developing leadership
competencies that balance technological innovation
with  employee  well-being, organizational
resilience, and responsible Al implementation.
Such an approach will enable organizations to
achieve sustainable competitive advantage while
ensuring that Al complements rather than replaces
uniquely human capabilities. In conclusion, Hybrid
Intelligence Leadership represents a significant
evolution in leadership theory for the age of artificial
intelligence. By integrating human intelligence and
artificial intelligence into a unified framework of
collaborative intelligence, the proposed paradigm
provides both a theoretical foundation for future
leadership research and a practical roadmap for
organizations seeking to thrive in the rapidly
evolving landscape of Human—AI Organizations.
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