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Abstract: The rapid integration of artificial intelligence (Al) into various business sectors is transforming the operational
landscape. This paper focuses on small and medium-sized enterprises (SMEs) and examines how they can achieve an optimal
psychological balance when using Al. The goal is to encourage employees to adopt Al while maintaining critical thinking and
autonomy. This research paper uses theoretical analysis as the research method, drawing on established psychological
theories such as the Technology Acceptance Model and the Job Demands-Resources Model. The findings are used to propose
a model for determining an optimal balance for SMEs. The analysis reveals several psychological barriers related to anxiety,
which can lead to increased stress, lower motivation, and general resistance to the use of Al tools. Conversely, once the fear
is overcome, there is a risk of over-reliance on Al. Therefore, it is important to provide training that helps employees
recognize the benefits of Al and its impact on their tasks, critically evaluate Al recommendations, and find a balance between
automated guidance with human judgement. Finding the optimal balance in the use of Al is critical. Fostering a culture of
continuous learning, and adaptability, together with supportive leadership, can help maintain this balance. In summary,
through a strategic application of psychological theories, SMEs can harness the potential of Al to improve work performance
and mitigate labour shortages while developing motivated and critically thinking employees.
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1. Introduction

This paper examines how implementing artificial intelligence (Al) can succeed in organisations. Psychology as
the science of human experiences and behaviour is embedded in the context of the digital working world.
Specifically, the interaction between people and organisations in dealing with Al is examined. The key question
is: How can organisations design a successful implementation so that Al is perceived as a relief rather than a
burden and can contribute to an increase in productivity for the entire organisation?

Since the so-called "first industrial revolution" in the second half of the 18" century, people have been
accompanied by technical achievements that generally cause discomfort at first. In Goethe's "Wilhelm Meisters
Wanderjahre", textile machines threaten human activity, and Nietzsche speaks of the "idleness" triggered by
the machine. Even today, in the so-called "digital age" or "age of artificial intelligence" (Castells 2010, Russel and
Norvig 2022) people and organisations are grappling with the question of how to approach the new or avoid it.

Organisation is a multi-layered term, and the understanding of the term varies depending on the discipline. In
organisational psychology, organisations are generally understood as social systems (Dorsch 2024, i.e. a complex
network of technical and social structures. Technological developments influence the organisation of work and
the social structure of employees and vice versa.

In the second chapter, findings and background information on technological progress and Al are presented to
create an understanding of the organisational psychological spectrum of Al. Three relevant theories are then
considered to present an integrative model based on their findings in the fourth chapter, which can contribute
to the acceptance and successful introduction of Al by taking organisational, technological and psychological
factors into account. Then, an interlinkage to preserving critical thinking is made before the main points of this
work are summarised in the fifth chapter.

2. Background

Technological progress goes hand in hand with a reduction in the workload for people. The structural change
from an agricultural to an industrial and service society to a digital society is one of the reasons for a high level
of social mobility, both in the vertical direction of career advancement and relegation and in the horizontal
direction of changing places of work and residence (Castells 2010; Ebeling et al. 2012). Al also provides support
where it can relieve the burden on people (Langer et al. 2021). Since the introduction of machines, working
hours have fallen from 72 hours to less than 40 hours per week without any major impoverishment, but on the
contrary an increase in living standards and life expectancy (Statista 2024, 2024b). Technical innovations should
therefore not cause any unease. But when something is difficult to understand, it tends to make people feel
uneasy or indifferent (Tsao et al. 2013). Increasingly complex organisational structures, transnational production
and distribution chains as well as Al software serve precisely this impenetrability. Technical progress with ever-
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shorter innovation cycles means that the goal of "being finished" can hardly be achieved, which brings with it a
considerable degree of uncertainty. However, it is precisely the knowledge of recurring change that may
facilitate the process and is made possible by human flexibility and adaptability.

The rapid technical progress of Al with its presumed productivity-enhancing potential, as well as the increasing
shortage of skilled labour, have rekindled interest in Al in science and practice in recent years. For instance, the
latest survey results in Germany from 2023 show that around 12% of German companies are already using at
least one Al software, around 10% are planning to implement one and just over 35% are holding talks about
potential Al use cases (OECD 2024). The main obstacles to the hesitant implementation of Al in the
organisational context, especially among SMEs, include insufficient digitalisation - which is a prerequisite for the
efficient use of Al, an insufficient amount of qualitatively prepared data, a poor understanding of the potential
benefits of Al, uncertainty regarding data protection aspects and a lack of Al skills (OECD 2024).

A transformation towards Al-using organisations requires a rethink and a holistic approach, as Al has an impact
on a variety of organisational areas. At the same time, care should be taken to ensure that employees perceive
Al as increasingly attractive and remain loyal to the organisations.

Artificial Intelligence

"Intelligence" plays an important role in psychology and intelligence tests are one of the most successful
diagnostic procedures. Although there are many views on what is meant by intelligence, which is reflected in
the large number of intelligence models and correspondingly different intelligence tests, a relatively
standardised understanding of what intelligence is has emerged. Intelligence represents both a personal
characteristic and a procedural meaning, as it describes how something is done: quick comprehension, in-depth
understanding, precise judgement, learning from experience, etc. (Schmidt-Atzert et al. 2021, Myers 2014).

Al goes beyond robotics and human-machine interaction and includes data science, affective computing, virtual
realities (Hasenbein 2023, Langer et al. 2021). The definition of Al has changed over time. Al research began in
the 1950s intending to simulate human-like thinking. Alan Turing introduced the Turing Test in the 1950s with
the key question: Can a computer converse like a human? He assumed that a computer has intelligence on par
with a human if a third party cannot distinguish who the human dialogue partner is (Turing 1950). As early as
the 1960s, Joseph Weizenbaum's ELIZA program was one of the first computer programmes to conduct simple
conversations with users, briefly giving the impression that a human was communicating (Weizenbaum 1966).
Another founding father of Al is John McCarthy, who coined the English term "Artificial Intelligence" in civilian
usage and surmised that any aspect of learning or any other characteristic of intelligence can in principle be
described so precisely that a machine can simulate it (McCarthy et al. 2006). Today, the definition of Al focuses
on the ability of machines to perform cognitive tasks efficiently and autonomously, reflecting advances in
machine learning and neural networks (deep learning). An advanced subgroup is generative Al, which focuses
on the creation of new content such as images, text, videos, music, etc. It aims to recognise and imitate patterns
in existing data to generate new results (Kulkarni et al. 2023).

The rise of Al since the 2010s is mainly due to the availability of data, the further development of algorithms,
the improvement of hardware and software and the increase in investment capital (Holdren et al. 2026, OECD
2024). Since the freely accessible publication of ChatGPT on 30 November 2022, Al has become a much more
popular and becomes increasingly integrated into various sectors of daily working life, from decision-making to
automating tasks.

The changing definition of Al reflects the growing capabilities and expectations of the technology. From an
organisational psychology perspective, it is important to understand this development to promote the
acceptance of Al in organisations. Employees must not only be trained in the use of Al but also develop an
understanding of its potential. Successful integration of Al therefore requires both technological adjustments
and a change in values towards greater openness and willingness to learn.

3. Theoretical Concepts

Research questions in the field of Al have traditionally been very technical and are increasingly becoming
application oriented. Al applications, i.e. Al software, are a young business field and the acceptance of Al by
users is still little researched. New theories and practical tools are needed for dealing with Al and its
implementation in organisations. This article aims to develop a preliminary model that enables a holistic view,
including technological, psychological and emotional factors, embedded in the organizational context. This is
done based on three established scientific concepts, which are presented below.
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3.1 7-S Model

The 7-S Model, developed in the 1980s by McKinsey consultants Waterman, Peters and Phillips, is a standard
framework in business and management literature for analysing organisations that incorporates seven variables
that interact with each other. The variables are divided into hard factors: 1. structure, 2. strategy, 3. systems
and soft factors: 4. skills, 5. staff, 6. style and 7. superordinate goals (Waterman et al. 1980). A particular
contribution of this model is the emphasis that structure alone is not enough, but that a holistic approach is
necessary and an awareness that organisations adapt slowly to change (Waterman et al. 1980). This integrated
approach enables organisations to understand and manage the complexity of organisational change, especially
when it comes to implementing new technologies such as Al. The 7-S Model offers a top-down, strategic
organisational perspective and framework that ensures that all aspects of the organisation are considered in the
acceptance process.

3.2 Technology Acceptance Model

Fred D. Davis developed a technology acceptance model (TAM) with two variables that are fundamental
determinants of user acceptance of information technology: 1) perceived usefulness and 2) perceived ease of
use. The regression analyses indicate that perceived ease of use may be a causal precursor of usefulness. These
findings are significant as they provide validated measures for predicting user acceptance of technology (Davis
1989). Davis and Venkatesh extended the TAM to include additional factors that influence perceived usefulness.
Firstly, subjective norms and image from theories of social influence, and secondly, job relevance, output quality
and result demonstrability from theories of cognitive instrumental processes (Venkatesh and Davis 2000). The
resulting TAM2 also takes user experience and voluntariness into account, which allows the acceptance of new
technologies in an organisational context to be better captured. In a further study, Venkatesh and Bala combine
the TAM2 model and the determinants of perceived ease of use to form TAM3 (Venkatesh 2000). It is
hypothesised that individuals develop an initial assessment of perceived ease of use through various anchors of
their attitudes towards computers and their use. These anchors include computer self-efficiency, i.e. the belief
in one's ability, the perception of external control, i.e. the belief in the availability of necessary structures and
resources, computer anxiety and computer playfulness as an intrinsic motivation to try new things (Venkatesh
and Bala 2008). When practical experience has been gained through actual use, perceived enjoyment and
objective usability influence perceived ease of use.

The model provides the individual and experiential perspective as well as consistently explains about 40% of the
variance in individuals' intention to use an IT and actual usage (Venkatesh and Bala 2008). The added value of
TAM3 is that psychological and emotional factors are considered, allowing the model to better capture the
diversity of human reactions to new technologies.

3.3 Job Demands-Resources Model

The Job-Demands-Resources model (JD-R) was introduced in 2001 and has since developed into a
comprehensive theory for analysing and improving working conditions and employee well-being (Demerouti et
al. 2001, Bakker and Demerouti 2017). The JD-R model provides organisations with a structured framework to
understand the complex interactions between job demands and job resources and to analyse their impact on
employee wellbeing and performance. Alongside stress models such as the Demand-Control Model and the
Effort-Reward Imbalance Model, the JD-R Model is more flexible as it considers a broader range of working
conditions and incorporates both negative and positive indicators of employee well-being (Bakker and
Demerouti 2007). This flexibility is particularly valuable for the introduction of Al, as it brings completely new
requirements and resources into the working environment.

The model divides all working conditions into two main categories: Job demands and job resources. While job
demands encompass aspects of work that require sustained physical or mental effort and are therefore
associated with certain physiological and psychological costs, job resources serve to achieve work goals, reduce
work demands or promote personal growth and development (Bakker and Demerouti 2017). The JD-R model is
based on two different processes. One is the health-impairing process, which can lead to exhaustion and health
problems if work demands are high. The second is the motivational process, which can lead to increased
commitment and better performance based on job resources. An important aspect is that job resources can
buffer the negative impact of high job demands on stress (Bakker and Demerouti 2017). The JD-R model enables
organisations to develop targeted interventions to minimise the negative effects of high demands and maximise
the positive effects by providing appropriate resources.
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This model bridges the individual and organisational levels by considering as it considers the balance between
job demands and resources, which is crucial when introducing new technologies like Al. It helps in understanding
how the introduction of Al might affect employee well-being and performance.

4. Integrative Model for Al Implementation

The integrative model for Al implementation shown in Figure 1 is a first attempt to analyse and implement the
introduction of Al in organisations. It was developed based on elements of the TAM3, the JD-R model and the 7-
S model and is discussed below. The combination of these three frameworks allows for a holistic approach to Al
adoption and helps to overcome the limitations of using any single model. For instance, while TAM is excellent
at predicting individual acceptance, it doesn't consider organisational factors. The 7-S Model fills this gap.
Similarly, the JD-R model helps to understand the impact of Al adoption on employee well-being and
performance, which neither TAM3 nor the 7-S Model directly addresses.

This integrative model considers technological as well as psychological and emotional aspects of Al adoption. It
addresses individual factors such as fears and self-confidence, which are often barriers and embeds them in a
broader organisational context. The model emphasises the need to align all factors, which is crucial for a
successful implementation of Al.

Organisations are embedded in an environment with which they interact, e.g. Al developments affect them, but
also organisations affect Al. Within the organisation, the organisational factors (cf. 7-S model) form the
framework for the introduction of Al; they interact with each other as well as with individuals and groups, which
in turn influence individual and organisational behaviour. An organisation's strategy should include the
increased use of Al. The structure and the system should be flexibly adapted to the Al software, an appropriate
IT infrastructure should be created, and employees should be trained to develop the necessary skills in dealing
with Al

Care should be taken to ensure that the style of management is characterised by greater flexibility to support
new working methods. The role of Al should also be reflected in values such as willingness to learn, tolerance of
mistakes and openness to new developments. As already made clear in the 7-S model, an organisation can only
achieve its economic goals if it takes people seriously as human beings. While introducing Al, this is likely to be
a particularly important point.

Good external conditions (external control), i.e. resources and support options made available to a person by
the organisation, increase the likelihood that Al will be perceived as easy to handle. Provided resources can also
support individual self-confidence and strengthen trust in one's abilities in dealing with Al software, e.g. through
positive experiences. The strategy and working conditions can also inhibit or increase the fear of Al. An
increased level of anxiety often leads to a perceived burden/stress and can result in the development of an
aversion to Al. On the other hand, the playful element of Al can be emphasised, which should be possible
through user-friendly tools on the market with appropriate guidance. By taking these soft factors into account,
the model does better justice to the diversity of human reactions to new technologies. Targeted measures for
understanding and promoting the acceptance of Al can overcome both technological and psychological barriers.

At the centre of this model is the perceived benefit, i.e. managers and employees must understand how Al can
improve their work performance and productivity. In addition, the Al software used must be perceived as user-
friendly and accessible to people with different levels of technical knowledge. Building on this, workshops and
communication strategies can be developed that emphasise the usability of Al and demonstrate its user-
friendliness to reduce resistance and increase the acceptance of Al.

Al software brings new tasks for the organisation and the employees at whose workplaces it is used, and in any
case, those affected must adapt. This means that they must forget some of their old ways of working to learn
new things. During Al implementation, new work requirements such as training, adaptation of the system to the
Al software, etc. and new work resources through Al such as the automation of routine tasks, the generation of
texts, images, ideas, etc. must be identified. This helps to understand how Al can be both stressful due to its
increased opacity and motivating due to new possibilities and increased utility. Knowledge of the buffer effect
of resources should be used to provide targeted resources such as clear communication, application-related
support, etc. to minimise potential stress during the implementation of the Al strategy.

Particularly in the initial phase of implementing Al software, care should be taken to ensure that individuals are
not overwhelmed by new tasks or an increased workload but are provided with resources such as practical
assistance with relevant Al software that they can use effectively for their work. The challenge of our time lies
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in the fast pace of life, in the sensory overload, so care should be taken not to overburden individuals and to
adapt the pace of the flood of information to their capacities. Collaboration and the exchange of experience
among employees and in working groups should also be encouraged when adapting to Al technology.
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Figure 1: Integrative model for Al implementation

There are relationships between the factors and events in the model. These relationships cannot generally be
fully recognised and predicted by humans; they are "probability relationships". During the changeover, work
performance will generally drop initially and only gradually reach a new level of productivity. The critical moment
is the changeover/adaptation to new environmental conditions, and management is well advised to make
employees aware of initial difficulties, but also of the fact that successes can be expected subsequently, and to
initiate the motivational process and overcome psychological barriers through positive experiences.
As with all activities and technological innovations, human control is required. The results of Al should be
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critically scrutinised by the organisation and everyone. On the one hand, this serves to prevent errors and, on
the other, it gives people meaning.

5. Preserving Critical Thinking

Assuming employees have accepted Al successfully, the user-friendliness and usefulness of the Al tools have
been recognised, as they experience the benefits of Al in their daily work. This raises the question, can't it be
that employees and humans are easily inclined to trust in the work of Al and no longer question it, to sit back
and stop thinking?

Taken this idea further, means there is a growing concern about over-reliance on Al, leading to the "lay-back
effect," where business leaders and employees become passive and uncritically accept Al-generated outputs.
This dependence can in turn impede innovation, diminish problem-solving skills, and expose organisations to
errors and biases inherent in Al systems. Exactly what should be increased. That's why maintaining critical
thinking is inherently important.

Critical thinking begins with questioning assumptions and examining the evidence behind claims. Browne and
Keeley (2015) argue that this skill is especially important in today’s information-saturated world, where
individuals are often bombarded with data, opinions, and conflicting viewpoints. A critical thinker actively
engages with information by identifying biases, recognizing logical fallacies, and seeking out reliable sources. For
instance, when evaluating news reports or online information, a critical thinker would not only consider the
source but also question its motivations and underlying assumptions.

A significant risk associated with over-reliance on Al is the potential suppression of creativity and innovation.
SMEs often thrive on their capacity for creative thinking, niche market identification, and rapid adaptation to
change. However, when decision-making becomes overly dependent on Al tools, employee disengagement from
the creative process may ensue, leading to a stagnation of innovative ideation. Al systems are designed to
analyse existing data patterns but are not inherently equipped to engage in "out-of-the-box" thinking or
generate entirely novel concepts (Tegmark, 2017). This creates a potential trap where businesses, instead of
thriving on fresh ideas, settle into routines dictated by Al-driven patterns.

Although Al offers significant opportunities to enhance operational efficiency and competitiveness, it is crucial
to avoid becoming overly dependent on these technologies. The "lay-back effect," where employees blindly trust
Al recommendations, can erode critical thinking, limit creativity, and expose businesses to risks from biased or
flawed Al outputs. To remain agile and competitive, SMEs must maintain a balance between leveraging Al for
efficiency and fostering a culture that prioritizes human insight, critical thinking, and creative problem-solving.

How can employees in SMEs create this balance? It is essential to develop an awareness of the questioning of
results, i.e. regularly review evaluations of Al-generated results. For example, a marketing expert can critically
question the recommendations of an Al-driven targeting tool by incorporating their own market research data
and customer feedback. This helps to identify potential errors or biases in the Al predictions and to develop
alternative approaches. Another way is working together in interdisciplinary teams that include different
departments such as marketing, sales and product development. This can also bring different perspectives to
the table and encourages creative thinking, helping to develop innovative solutions that go beyond Al
recommendations. Regular brainstorming sessions can be used to share ideas, test applications, and implement
feedback mechanisms. A weekly or monthly exchange about the Al results and their impact on work can be
helpful. These discussions allow employees to be more aware of the results and critically consider how to
optimise the use of Al. One example would be internal meetings, in which employees show each other their
experiences with Al in very specific use cases, sharing benefits and concerns. Such feedback can also help
management improve Al tools and ensure that the human perspective is integrated into the decision-making
process. Employees can learn to think of Al as another supportive employee and to treat him as such with all the
advantages and disadvantages.

In doing so, SMEs ensure that Al remains a tool that complements human judgment, rather than replacing it.
6. Conclusion

In this paper, Al was examined from an organisational psychology perspective to better understand what Al is
and how Al can be successfully implemented in organisations.

The starting point for the considerations was that organisations are social systems capable of learning. Section
2 looked at the period from industrialisation to the digital age in terms of technological developments. It was
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shown that the goal of making machines a reflection of humans and, in this sense, Al is not just a contemporary
issue. Nor does today's knowledge point to a technical reconstruction of the human being. Nevertheless,
generative Al has reached a milestone that is changing the world of work and organisations significantly. This
presents organisations with major challenges in dealing with Al and the need to retrain. Al is giving job profiles
new job characteristics and may also lead to job losses. Every cultural innovation, including Al, harbours
opportunities in a positive sense, but also risks. It can be helpful to focus on the positive opportunities and
familiarise oneself with the new so that it becomes more familiar, and organisations can learn to deal with or
avert the risks. Section 3 introduced theoretical concepts that are useful to the research question and, building
on this, Section 4 presents a first attempt at an Al implementation model. The model offers a holistic approach
that takes organisational, technological and psychological factors into account and stimulates an iterative
learning process based on gaining experience and experimenting with Al. It's an attempt to bridge the gap
between different levels of analysis and provide a more complete picture of the Al implementation process in
organisations. In the 5 section, an outlook was ventured and the question was raised of what happens when
Al Tools are accepted and used by employees, the added value is experienced. In this context, the importance
of maintaining critical thinking also concerning Al was emphasized.

The present work can only be a starting point for the exploration of organisational diagnoses and concrete design
approaches for the implementation of Al in organisations (Hasenbein 2023). In further empirical research, the
analysis of the individual factors of the model could be used to identify psychological and organisational barriers
and to plan measures for targeted interventions to overcome identified barriers and to accompany the concrete
implementation of Al, taking all model elements into account. During the process, the behavioural factors and
production increases would be regularly evaluated and the strategy adjusted if necessary. Another interesting
approach could be the inclusion of findings from stress theory, e.g. that the degree of aversiveness of a stimulus
is not only defined by intensity, novelty and duration but also by the coping options and their prospects of
success and failure (Lazarus and Folkman 2015). If organisations are aware of this, they can strengthen their own
adaptability and that of individual employees by examining the environment to determine the extent to which
aversive events are predictable and what options exist for influencing them or actively or passively avoiding
them.

Research in the field of Al shows that the contribution of psychology could have a decisive influence in the future,
both in counselling and in basic research, for example in the field of affective computing.

References

Bakker, A. B. and Demerouti, E. (2007) “The Job Demands-Resources model: state of the art”, Journal of Managerial
Psychology, Vol. 22, No. 3, pp. 309-328.

Bakker, A. B. and Demerouti, E. (2017) “Job demands-resources theory: Taking stock and looking forward”, Journal of
Occupational Health Psychology, Vol. 22, No. 3, pp. 273-285.

Browne, M. N. and Keeley, S. M. (2015) Asking the right questions: A guide to critical thinking, 11t" ed. Pearson.

Castells, M. (2010) The Rise of the Network Society, 2" ed., Blackwell, Oxford.

Dauvis, F. D. (1989) “Perceived Usefulness, Perceived Ease of Use, and User Acceptance of Information Technology”, MIS
Quarterly, Vol. 13, No. 3, pp. 319-340.

Demerouti, E., Bakker, A. B., Nachreiner, F. and Schaufeli, W. B. (2001) “The job demands-resources model of burnout”,
Journal of Applied Psychology, Vol. 86, No. 3, pp. 499-512.

Dorsch, Lexikon der Psychologie (2024) Organisation, Markus Antonius Wirtz, [online], Hogrefe AG,
https://dorsch.hogrefe.com/stichwort/organisation.

Ebeling, I., Vogelauer, W. and Kemm, R. (2012) Die Systemisch-dynamische Organisation im Wandel. Vom fliefSenden
Umgang mit Hierarchie und Netzwerk im Verdnderungsprozess, Bern, Stuttgart, Wien, Haupt Verlag.

Hasenbein, M. (2023) Mensch und Kl in Organisationen, Berlin, Heidelberg, Springer.

Holdren, J. P., Bruce, A., Felten, E., Lyons, T. and Garris, M. (2016) Preparing for the future of artificial intelligence,
Executive Office of the President National Science and Technology Council Committee on Technology. Washington,
D.C.

Kulkarni, A., Shivananda, A., Kulkarni, A. and Gudivada, D. (2023) Applied Generative Al for Beginners, Berkeley, CA, Apress.

Langer, M., Bajwa, N. H. and Konig, C. J. (2021) Arbeits- und Organisationspsychologie im 21. Jahrhundert, Wiesbaden,
Springer Fachmedien Wiesbaden.

Lazarus, R. S. and Folkman, S. (2015) Stress, appraisal, and coping, 11t ed., New York, Springer.

McCarthy, J., Minsky, M. L., Rochester, N. and Shannon, C. E. (2006) “A Proposal for the Dartmouth Summer Research
Project on Artificial Intelligence”, Al Magazine, Vol. 27, No. 4.

Myers, D. G. (2014) Psychologie, 3rd ed., Berlin, Springer.

OECD (2024) OECD-Bericht zu Kiinstlicher Intelligenz in Deutschland, Paris, OECD Publishing.

65
4th International Conference on Al Research, ICAIR 2024



Madeleine Block

Russell, S. J. and Norvig, P. (2022) Artificial intelligence. A modern approach. 4™ ed., [online], Pearson,
https://elibrary.pearson.de/book/99.150005/9781292401171.

Schmidt-Atzert, L., Krumm, S. and Amelang, M. (2021) Psychologische Diagnostik, 6™ ed., Berlin, Heidelberg, Springer.

Statista (2024a) Entwicklung der Lebenserwartung von einjéhrigen Mddchen und Jungen in Deutschland in den Jahren von
1871 bis 2017, [online], Statista Research Department,
https://de.statista.com/statistik/daten/studie/1127745/umfrage/ lebenserwartung-von-neugeborenen/.

Statista (2024b) Wochenarbeitszeit in Deutschland in den Jahren 1871 bis 1990, [online], Statista Research Department,
https://de.statista.com/statistik/daten/studie/1126144/umfrage/woechentliche-arbeitszeit-in-deutschland/.

Tegmark, M. (2017) Life 3.0: Being human in the age of artificial intelligence, Knopf Doubleday Publishing Group.

Tsao, A., Moser, M. and Moser, E. (2013) “Traces of experience in the lateral entorhinal cortex”, Current biology, Vol. 23,
No. 5, pp. 399-405.

Turing, A. M. (1950) “Computing Machinery and Intelligence”, Mind LIX, Vol. 236, pp. 433-460.

Venkatesh, V. (2000) “Determinants of Perceived Ease of Use: Integrating Control, Intrinsic Motivation, and Emotion into
the Technology Acceptance Model”, Information Systems Research, Vol. 11, No. 4, pp. 342-365.

Venkatesh, V. and Bala, H. (2008) “Technology Acceptance Model 3 and a Research Agenda on Interventions”, Decision
Sciences, Vol. 39, No. 2.

Venkatesh, V. and Davis, F. D. (2000) “A Theoretical Extension of the Technology Acceptance Model: Four Longitudinal
Field Studies”, Management Science, Vol. 46, No. 2, pp. 186—-204.

Waterman, R. H., Peters, T. J. and Phillips, J. R. (1980) “Structure is not organization”, Business Horizons, Vol. 23, No. 3, pp.
14-26.

Weizenbaum, J. (1966) “ELIZA - a computer program for the study of natural language communication between man and
machine”, Commun. ACM, Vol. 9, No. 1, pp. 36-45.

66
4th International Conference on Al Research, ICAIR 2024



	Block 081
	1. Introduction
	2. Background
	3. Theoretical Concepts
	3.1 7-S Model
	3.2 Technology Acceptance Model
	3.3 Job Demands-Resources Model

	4. Integrative Model for AI Implementation
	5. Preserving Critical Thinking
	6. Conclusion
	References




