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Exploring the Impact of AI Adoption on Job Insecurity: The 
Mediating Role of Leadership Support in Saudi 

Organizations 
  

Introduction 

Artificial Intelligence (AI) is one of the most talked-about technologies in the modern 

world. It is being used in many different areas such as healthcare, education, business 

and even in homes. AI refers to machines or computer systems that can do tasks that 

usually need human intelligence. These tasks can include understanding language, 

making decisions, solving problems and learning from data (Frey & Osborne, 2017). 

As technology continues to grow, AI is also becoming more advanced and more 

common in everyday life. 

In recent years, businesses around the world have started using AI to make their work 

easier and more efficient. Companies use AI to help them make better decisions, 

understand their customers and save time. For example, AI can help in hiring new 

employees, managing customer service or even predicting market trends. In many ways, 

AI is helping businesses grow faster and become more competitive. It is also making it 

easier for companies to reduce costs and improve their services. According to Bughin et 

al. (2018), companies that use AI in the right way can increase their profit margins and 

improve productivity. 
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In Saudi Arabia, the use of AI is growing fast. The Saudi government has made AI a 

part of its Vision 2030 strategy. This shows how serious the country is about using 

technology to improve its economy and services. The goal is to use AI to bring 

innovation in sectors like healthcare, education, energy and transportation. The 

government has also created the Saudi Data and Artificial Intelligence Authority 

(SDAIA) to lead the efforts in AI development. According to Almarashdeh (2022), 

Saudi Arabia is investing heavily in AI and is planning to be one of the world leaders 

in this area. Many private companies in Saudi Arabia are also adopting AI in their 

operations. As a result, employees are starting to feel the impact of this change in their 

work environments. 

While AI brings many benefits to organizations, it also creates some challenges. One 

of the major issues is the fear among employees that their jobs may be taken over by 

machines. This fear is known as job insecurity. Job insecurity means that workers feel 

unsafe about the future of their job. They may worry that they will lose their job or that 

their role will change in a way that makes them feel less important. When AI is 

introduced in a workplace, some employees may feel that machines can do their work 

better or faster. As a result, they might feel scared, anxious or unmotivated. According 

to Frey and Osborne (2017), many jobs that involve repetitive or routine tasks are more 

likely to be replaced by AI. This makes employees in such roles feel insecure about 

their future. 
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In Saudi Arabia, job insecurity due to AI is becoming a growing concern. As more 

businesses adopt smart systems, employees are starting to think about how this will 

affect them. Some workers feel that they will need new skills to stay relevant. Others 

feel unsure about how their roles will change. This feeling of uncertainty can affect 

their mental health, job satisfaction and performance. According to Alshehri (2021), 

many employees in Saudi Arabia feel they are not ready for the changes brought by 

digital transformation. They also feel that their organizations are not doing enough to 

help them prepare. This makes it even harder for them to deal with the stress of job 

insecurity. 

Another important factor in this situation is leadership support. When leaders in an 

organization are supportive, they can help employees feel safe and confident during 

times of change. Leadership support means that managers or supervisors are open, 

understanding and willing to guide their teams. They communicate clearly, listen to 

concerns and offer help when needed. In times of technological change, such as the 

adoption of AI, strong leadership can make a big difference. According to Bass and 

Riggio (2006), transformational leaders who inspire and support their employees can 

reduce fear and increase trust. This kind of leadership can help employees see AI not as 

a threat but as an opportunity to learn and grow. 

In the context of AI adoption, leadership support can act as a bridge between the new 

technology and the people who are affected by it. Leaders can help employees 

understand why AI is being used and how it will improve their work. They can also 
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provide training and development programs to help employees learn new skills. When 

employees feel that their leaders care about their growth and well-being, they are more 

likely to accept change positively. According to Zhou and George (2001), supportive 

leadership not only reduces stress but also encourages creativity and innovation. This 

is especially important in a time when many workers are worried about losing their jobs. 

In Saudi Arabia, leadership plays an important role in how employees respond to AI 

adoption. Since many organizations are going through digital transformation, leaders 

need to guide their teams through this process. A lack of support can increase feelings 

of job insecurity and resistance to change. On the other hand, good leadership can 

reduce fear and help employees adapt. According to Alhazmi and Alzahrani(2020), 

leadership behavior in Saudi companies greatly influences how employees deal with 

changes in technology. Leaders who communicate well and show empathy can make 

their teams feel more secure and motivated. 

This study is important because it focuses on the human side of technology. While many 

studies talk about how AI helps companies grow, fewer studies explore how it affects 

the people working inside these companies. In particular, the feelings of job insecurity 

and the role of leadership support are often not given enough attention. By focusing on 

organizations in Saudi Arabia, this study will provide insights into how AI adoption is 

shaping the workforce in the region. It will also help us understand what employees are 

going through and how leaders can make a positive difference. 
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The goal of this research is to explore how the use of AI in organizations affects 

employees' feelings of job insecurity and how leadership support can help manage those 

feelings. Since this is a qualitative study, it will focus on collecting real stories and 

experiences from people who are working in Saudi organizations. The research will 

look into how employees feel about AI, how it is changing their roles and what kind of 

support they are receiving from their leaders. It will also explore how different 

leadership styles affect employees' ability to cope with change. This approach will help 

in understanding the full picture rather than just looking at numbers. 

This study is also timely. As AI continues to spread across all types of industries, the 

need to understand its impact on employees is more important than ever. If 

organizations want to use AI successfully, they must also take care of their employees. 

Ignoring the human aspect can lead to problems such as low morale, high turnover and 

poor performance. Leadership plays a key role in balancing technology with human 

needs. Leaders who are aware of their team's concerns and who take action to support 

them can help make AI adoption smoother and more successful. 

Research problem 

The use of artificial intelligence in organizations is growing quickly. Many 

companies are using AI tools to improve their services and make faster decisions. This 

change is happening in many parts of the world including Saudi Arabia. While AI helps 

businesses work more efficiently it also brings new challenges. One of the biggest 
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concerns is how employees feel about their job security. Many workers are worried 

that AI might replace them or change their roles in ways they cannot control. This fear 

can lead to stress low motivation and poor performance at work. 

At the same time leadership in organizations plays a very important role in how 

employees react to changes. When leaders communicate clearly offer support and help 

their teams learn new skills employees may feel more confident and less afraid. But 

when there is little support from leadersworkers may feel lost or unsure about the 

future. In Saudi Arabia many companies are still learning how to manage digital 

changes. There is not enough understanding of how AI is affecting employees and what 

leaders can do to help them during this shift. 

There is also limited research that connects all three ideas together in the Saudi 

context. While there are studies on AI and some on job insecurity few have looked at 

how leadership support may reduce the negative effects of AI on workers. This creates 

a gap in knowledge. Without knowing how these factors connect organizations may fail 

to handle change in a way that protects their people. This study will try to explore how 

AI affects job insecurity and whether leadership support can make that experience 

easier for employees in Saudi organizations. 

Significance of the study 
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This study is important because it looks at how technology affects real people in 

the workplace. AI is becoming a big part of many businesses but its impact on workers 

is still not fully understood. By focusing on job insecurity this study will help us learn 

how employees are feeling during a time of fast change. It will give a voice to workers 

who may be worried about their future. Understanding their experience can help 

companies make better decisions when bringing new technology into the workplace. 

The study also shows the role of leadership during digital transformation. When 

companies introduce AI the way leaders support their teams can shape how successful 

the change will be. If leaders provide guidance training and open communication 

workers may feel more positive and willing to adapt. This research will explore what 

kind of leadership behavior helps reduce fear and makes employees feel more secure. 

In the context of Saudi Arabia this study is especially meaningful. The country is moving 

quickly toward digital innovation under its Vision 2030 goals. Many Saudi companies 

are introducing AI but they may not be fully aware of how it affects their employees. 

This research will provide useful insights for business owners managers and policy 

makers. It can help them create better strategies to support their teams during change 

and make sure the use of AI benefits both the company and the people working in it. 

Finally this study can help future researchers who want to understand the human side 

of AI. It adds to the limited research on AI job insecurity and leadership support in the 

Saudi workforce. It may also be useful for other countries going through similar 
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changes. By sharing the experiences of workers and leaders in Saudi Arabia this study 

hopes to support a more balanced and thoughtful approach to using AI in business. 

Research Questions 

  
1.How was AI adoption experienced by employees in terms of its impact on their sense 

of job security in Saudi organizations 

2.What were the common concerns expressed by employees about AI replacing or 

changing their roles 

3.How was leadership support perceived by employees during the digital transition 

caused by AI 

4.In what ways did leadership behavior influence employees’ ability to cope with AI-

related job insecurity 

5.How were employees’ reactions to AI adoption shaped by the type and quality of 

support provided by their leaders 

Research Objectives 

  
1.To explore how employees working in Saudi private sector organizations experienced 

job insecurity due to the adoption of AI technologies 

2.To identify what specific fears and emotional responses were triggered by the 

introduction of AI in the workplace 
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3.To understand how leadership support was provided during this period of change and 

how it was received by employees 

4.To examine the relationship between perceived leadership behavior and employees’ 

ability to adjust to new AI-related responsibilities 

5.To generate insights that could help organizations manage digital transformation in a 

way that protects employee wellbeing and reduces fear about job loss 

Research Hypotheses 

  
Although this was a qualitative study and no statistical testing was planned some 

exploratory assumptions were made based on existing literature and the research 

direction 

•H1: It was assumed that employees who experienced strong leadership support would 

report lower levels of job insecurity even when AI tools were being introduced 

•H2: It was assumed that job roles involving routine or repetitive tasks would be more 

likely to cause fear of replacement by AI compared to creative or analytical roles 

•H3: It was expected that organizations where leaders were more transparent and 

communicative about AI-related changes would see a more positive employee 

response 

•H4: It was assumed that the lack of leadership support would increase employee 

anxiety resistance to change and overall dissatisfaction during digital transformation 
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Research Model 
  
A conceptual model was used in this study to understand how AI adoption influenced 

job insecurity and how that relationship was shaped by leadership support. This model 

was based on the following structure: 

•Independent Variable: AI Adoption in the organization 

•Mediating Variable: Perceived Leadership Support 

•Dependent Variable: Employee Job Insecurity 

  

The model was used as a guide to understand how employees described their 

experiences and what factors made them feel secure or insecure about their roles 

during the shift to AI-based systems 

Industry Analysis 

  
The focus of this study was on private sector organizations in Saudi Arabia especially in 

industries that were actively undergoing digital transformation such as healthcare 

finance education telecommunications and retail. These sectors were chosen because 

they were directly impacted by Vision 2030 which placed a strong emphasis on 

modernizing the economy through smart technologies including artificial intelligence. 

Saudi Arabia was considered a fast-changing and ambitious market where AI was being 

seen as a key part of national progress. Organizations were being encouraged to adopt 
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digital systems and use data-driven tools to improve productivity reduce costs and 

make faster decisions. Howeverwhile organizations were moving forward 

technologically many of them were still in the early stages of managing the human 

impact of these changes. Employees in these sectors were found to be facing 

uncertainty due to new technologies being introduced without enough preparation or 

communication. At the same time leadership styles across organizations were not 

always aligned with employee needs during such transitions. This situation made the 

Saudi market highly relevant for studying the connection between AI adoption job 

insecurity and the role of leadership support. 
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Methodology 

  

Research Design 

A qualitative research design was used in this study because it allowed for a deeper 

understanding of people’s real thoughts feelings and reactions. Since the study focused 

on personal emotions like fear anxiety and trust a phenomenological approach was 

used so that lived experiences could be explored in detail. This approach helped in 

understanding the full story behind what employees were going through instead of 

relying on numbers or ratings. 

Population and Sampling of the Study 

  
The population for this study consisted of full-time employees working in private 

companies based in Saudi Arabia where AI tools had already been introduced. 

Participants were chosen from sectors like healthcare banking education and telecom 

because these were the areas where AI was rapidly changing job roles and employee 

tasks. Purposive sampling was used to select employees who had been exposed to AI 

and had developed some experience of change in their job roles. Around 15 to 20 

interviews were planned and continued until no new themes were emerging from the 

responses. 

Inclusion and Exclusion Criteria 
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Participants were included in the study if they had at least one year of work experience 

in a company where AI or intelligent digital systems were part of the workflow. They 

had to be full-time employees with regular job responsibilities and should have had a 

supervisor or leader to whom they reported. Only those who had experienced some 

sort of shift or adjustment due to AI were selected so that their responses could provide 

relevant insights. 

  

Participants were excluded if they were freelancers interns or consultants as their 

employment status was not stable enough for long-term AI exposure. Those who were 

in senior leadership roles or were part of the teams that designed or implemented AI 

were also excluded because the study focused on the employee side not the decision-

maker side. 

Data Collection Method 

  
Semi structured interviews were used to collect the data. This method was chosen 

because it helped in guiding the discussion toward job insecurity and leadership while 

still giving the participants freedom to talk about their own experiences in their own 

way. Interviews were either conducted in person or over video calls depending on what 

was comfortable and feasible for the participants. Each interview lasted around 30 to 

45 minutes and all sessions were audio recorded with the permission of the participant. 
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The interview questions focused on how participants felt about AI being introduced into 

their work what fears or doubts they had and how their leaders communicated with or 

supported them during this time. These conversations were later transcribed and used 

for thematic analysis so that common patterns and experiences could be identified. 
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Literature review 

 
One of the main drivers of innovation nowadays is artificial intelligence (AI), which 

is the human-like intellect exhibited by a machine. AI has spread quickly throughout a 

number of service industries (Mahroof, 2019). AI is a branch of computer science that 

uses machines to carry out human-like tasks in order to increase company productivity. 

According to Aghaei et al. (2012), AI happens when systems distribute extensive, 

complex databases. Artificial intelligence (AI) uses algorithms to try to address human-

related issues by combining human traits and machine efficiency (Lu et al., 2019). 

Accordingly, AI allows companies across a range of industries to offer their clients 

distinctive experiences through the use of deep-learning algorithms that learn and 

retain clients' requirements and preferences without the need for human intervention 

(Lu et al., 2019). 

Literature defines artificial intelligence (AI) adoption as the process by which 

businesses use AI technologies to make their operations more efficient, help them 

make better decisions, and come up with new ideas.  It's not just about putting AI 

systems into action technically; it's also about getting organisations ready to use data-

driven processes (Dwivedi et al., 2021).  Scholars point out that adopting AI is a change 

in both technology and organisation. To fully utiliseAI's potential, companies must 

realign their resources, processes, and skills (Jöhnk et al., 2021). Saudi Arabia's Vision 
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2030 includes plans to digitally change government, healthcare, and financial services. 

One of the main parts of this plan is the use of AI.  These improvements look like they 

will help the economy grow, but they also make people worry about losing their jobs 

and having to learn new skills.  Research shows that Saudi workers are becoming more 

aware of changes caused by AI. Some have said that they feel less secure in their jobs 

because they don't know what will happen with automation and the skills that are 

needed are changing (Alghamdi & Reimers, 2021).  On the other hand, research on 

job insecurity in Saudi Arabia shows that it has a bad effect on employee morale, 

motivation, and loyalty to the company, especially in fields that are changing quickly 

(Al-Otaibi, 2020). 

A lot of people are worried about their job stability these days because artificial 

intelligence (AI) and automation are becoming more common in the workplace.  Frey 

and Osborne's (2013) important study says that automation could put about half of the 

working population in developed countries out of work.  This prediction makes 

cognitive job insecurity a lot worse because people are afraid that smart robots will 

take their jobs.  Furthermore, Brougham and Haar(2017) provide more evidence for 

this claim by showing that employees' worry about job security is linked to how well 

they understand the AI functions that are important to their industry.  In a similar 

way, Arntz et al. (2019) say that workers may feel very insecure about their jobs just by 

thinking about the chance of automation, even if it doesn't 
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happen.  Being sceptical about cognitive jobs is especially strong in fields that are more 

likely to be automated. This shows that there is a clear link between advances in AI and 

job risk in cognitive fields.  But there are a lot of different ways that work uncertainty 

and AI identity danger are connected.  Personal characteristics like age, skill level, and 

flexibility have a big effect on how this relationship is mediated, as Sverke et al. (2002) 

point out.  People who are more flexible and have a wide range of skills are more likely 

to see advances in artificial intelligence as a way to make their jobs less unstable.  

Because AI can mimic human thought processes and reasoning abilities, it is 

undeniable that it could threaten human jobs even though it is becoming an inevitable 

aspect of innovation in the business sector. As a result, there is a chance that AI will 

eventually handle large amounts of data and replace humans in the workplace 

(McClure, 2018. Experts and researchers have focused on the business sector's 

adoption of AI since it is anticipated to have both positive and negative effects on both 

customers and staff (Lu et al., 2019).  For instance, Huang and Rust (2018) clarified that 

while mechanical and analytical intelligence may be replaced by AI in the service 

industry, intuitive and sympathetic intelligence would continue to be a crucial 

component of human workers.  

As a result, workers may feel insecure about their jobs as a result of the AI 

revolution and worries about human job replacement.  This is due to the fact that job 
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uncertainty is the main source of stress for present workers amid this AI-driven 

environmental shift.  This stress is linked to both the continuation of the role itself and 

the quantity of openings for a specific job title (Nam, 2019).  Workers have been put in 

danger by these events, which has affected the effectiveness of 

the organisation (Greenhalgh and Rosenblatt, 2010).  To put it another way, controlling 

employees' perceived job insecurity is crucial because it influences how they will react 

to the company in terms of attitude and affect (e.g., job engagement, job satisfaction, 

job commitment and intention to leave) (Shoss, 2017).  Positive attitudes and feelings 

are experienced at work by people who are engaged, claim Schaufeli and Bakker 

(2004).  Put another way, workers who are highly engaged at work are more likely to 

stay with the company and give exceptional customer service to clients (Lee, 

2015).  However, because they are consumed with their work performance and 

ultimately give in to negative feelings like dissatisfaction and worry, workers who suffer 

job insecurity are unable to completely engage in their work (Kiefer, 2005).  As a result, 

the degree of job engagement among employees is directly tied to their 

work behaviour and plays a significant role in their intention to leave (Saks, 2006). 

According to Müceldili et al. (2023), job insecurity is a set of negative feelings that 

people feel before, during, and after making a career choice or doing their job.   That 

feeling of worry about what you want to do with your life after school.  It is projected 

that there will be a high unemployment rate (Müceldili et al., 2023) because AI will 
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cause big changes and uncertainty in the job market.   Studies in the past have shown 

that AI can cause a lot of worry.  The integration of AI in workplaces is linked to 

increased job insecurity, stress, and AI anxiety as workers fear AI might replace 

their work (Gull et al., 2023).  According to Presbitero and Teng-Calleja (2023), when 

employees think that AI will take over their jobs, they feel insecure about their jobs and 

suffer from mental discomfort. Brougham and Haar (2021) found that people who are 

more worried about the threat of AI are less satisfied with their jobs.  Anxiety is seen in 

jobs that are more likely to be automated, like office work, where workers are afraid 

that AI will make their jobs less important (Ali et al., 2024). According to Bankins et al. 

(2024), employees are worried about losing their jobs because of changes in technology 

like AI.  Cheng and McCarthy (2018) say that adding AI to an organisation could change 

situational characteristics (like Task Demands and OrganisationalDemands) and job 

characteristics (like Job Demands and Job Types). The process of adopting AI is very 

complicated, and workers may not like it when it's used in the workplace.People will be 

affected by it when they don't know much about AI and how it affects their jobs. 

Support from leaders has been shown to be very important in lowering the stress 

that comes with not knowing if you will have a job next week.  Leaders who are 

supportive can lessen the bad effects by communicating clearly, encouraging training, 

and comforting workers about their part in the future of work (Schumacher et al., 

2020).  Transformational and participative leadership styles, in particular, help 
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employees see AI adoption as a chance to grow rather than a danger by putting an 

emphasis on learning new skills, being recognised, and being involved in making 

decisions (Amankwah-Amoah et al., 2021).  Leadership support has been identified as 

a key factor in managing workforce transitions in Saudi Arabia. Open communication 

and employee growth programs have been shown to reduce fears of being replaced by 

technology (Alghamdi & Reimers, 2021). 
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