M02 Business Administration Fundamentals

Classical Management Functions in an AI-Enabled Organisation: Examining How Artificial Intelligence is Reshaping Planning, Organising, Leading and Controlling
























Table of Contents
	Section
	Title
	Page No.

	Abstract
	Abstract
	1

	1. Introduction
	Introduction
	2

	2. Literature Review
	
	4

	2.1
	Evolution of Classical Management Functions
	4

	2.2
	Artificial Intelligence and the Transformation of Management Practice
	5

	2.3
	AI and the Planning Function
	6

	2.4
	AI and the Organising Function
	7

	2.5
	AI and the Leading Function
	8

	2.6
	AI and the Controlling Function
	9

	2.7
	Human–AI Collaboration and Ethical Management
	10

	3. Strategic Analysis / Methodology
	
	11

	3.1
	Research Approach
	11

	3.2
	Analytical Framework
	12

	3.3
	Case-Based Organisational Analysis
	13

	3.4
	Ethical and Strategic Evaluation
	14

	3.5
	Limitations of the Methodology
	14

	4. Findings and Analysis
	
	15

	4.1
	Transformation of Planning through Artificial Intelligence
	15

	4.2
	Transformation of Organising through AI-Based Resource Management
	17

	4.3
	Transformation of Leading through AI-Supported Leadership Practices
	19

	4.4
	Transformation of Controlling through AI-Based Performance Monitoring
	20

	4.5
	Overall Analysis: AI as an Augmentation Tool Rather Than Replacement
	22

	5. Discussion
	Discussion
	23

	6. Recommendations
	
	25

	6.1
	Establish Ethical AI Governance Frameworks
	25

	6.2
	Develop AI Literacy and Managerial Capabilities
	26

	6.3
	Adopt a Human-Centred AI Implementation Approach
	26

	6.4
	Integrate AI with Strategic Decision-Making Processes
	27

	6.5
	Create Continuous Evaluation and Improvement Mechanisms
	27

	7. Conclusion
	Conclusion
	28

	8. References
	References (APA 7th Edition)
	29

	9. Appendices
	
	32

	Appendix A
	AI Transformation of Classical Management Functions
	32

	Appendix B
	Strategic Framework for Human–AI Management
	33








Abstract 
Artificial Intelligence (AI) has become a transformative force influencing how organisations plan strategies, allocate resources, manage employees and evaluate performance. While traditional management theories developed during the twentieth century emphasised human judgement, coordination and administrative control, AI-enabled organisations increasingly rely on data-driven systems, predictive analytics and automated decision-support tools. This report examines how classical management functions of planning, organising, leading and controlling are being reshaped through artificial intelligence while maintaining their fundamental relevance in contemporary organisations.
The report critically analyses the relationship between Henri Fayol’s administrative management principles and emerging AI-driven management practices. It explores how AI enhances strategic forecasting, operational efficiency, workforce allocation, leadership communication and performance monitoring. However, the integration of AI also creates significant challenges, including algorithmic bias, reduced managerial autonomy, transparency issues and accountability concerns. 
Using a qualitative strategic analysis approach based on academic literature and organisational examples, the report investigates how businesses can balance technological capabilities with human-centred management practices. Findings indicate that AI should function as an augmentation tool rather than a replacement for managerial responsibility. Effective AI adoption requires ethical governance, employee capability development and continued human oversight. The report concludes that successful AI-enabled organisations will be those that combine analytical intelligence from technology with emotional intelligence, ethical judgement and strategic leadership from managers.
Keywords: Artificial Intelligence, Management Functions, Planning, Organising, Leading, Controlling, AI Governance, Digital Transformation









1. Introduction 
Management has traditionally been concerned with achieving organisational objectives through effective planning, organising, leading and controlling resources. These four functions remain central to business administration because they provide managers with a structured approach for decision-making, coordination and performance improvement. Henri Fayol’s classical management theory established these administrative functions as fundamental principles of effective organisational management, influencing modern approaches to leadership and organisational design.
However, the rapid development of Artificial Intelligence (AI) is transforming the environment in which managers operate. Organisations increasingly use AI technologies such as machine learning, predictive analytics, robotic process automation and generative AI systems to improve forecasting, automate repetitive activities and support complex decisions. Recent research highlights that AI adoption in management is expanding beyond operational automation towards strategic decision-making, innovation and organisational transformation. 
AI-enabled organisations are changing the traditional role of managers. In the planning function, AI systems can analyse large datasets to identify trends and support strategic forecasting. Within organising, AI can optimise resource allocation, workflow design and workforce management. In leadership, AI-powered communication platforms and analytical tools influence employee engagement and decision processes. Similarly, controlling activities are increasingly supported through real-time performance monitoring and predictive analytics.
Despite these advantages, AI integration creates important managerial challenges. Excessive dependence on algorithms may reduce human judgement, create accountability gaps and reinforce biased outcomes if data quality and governance mechanisms are inadequate. Therefore, organisations must ensure that AI complements rather than replaces managerial expertise.
This report examines how classical management functions are being reshaped by AI-enabled practices. It critically evaluates opportunities, risks and strategic implications while recommending approaches that allow managers to integrate AI responsibly while maintaining ethical leadership and human oversight.






2. Literature Review
2.1 Evolution of Classical Management Functions
The foundation of modern management theory can be traced to classical administrative approaches developed during the early twentieth century. Among the most influential contributors, Henri Fayol conceptualised management as a universal organisational activity consisting of five major functions: planning, organising, commanding, coordinating and controlling. Later interpretations simplified these functions into four major activities: planning, organising, leading and controlling (POLC). Fayol argued that effective management depends on systematic decision-making, coordination of resources and maintaining organisational discipline (Fayol, 1949).
The planning function involves establishing organisational objectives, predicting future conditions and developing strategies to achieve desired outcomes. Traditionally, managers relied heavily on experience, historical information and human judgement when planning organisational activities. Organising focuses on arranging resources, designing organisational structures and allocating responsibilities among employees. Leading involves motivating, communicating with and influencing employees, whereas controlling ensures that organisational activities align with planned objectives through monitoring and corrective actions.
Although developed in an industrial-era context, classical management functions remain relevant because organisations continue to require coordination, strategic direction and performance evaluation. However, the increasing availability of digital technologies has transformed how these functions are performed. Contemporary organisations increasingly combine traditional managerial approaches with data-driven technologies, creating hybrid management systems where human judgement and technological capabilities operate together.

2.2 Artificial Intelligence and the Transformation of Management Practice
Artificial Intelligence represents a significant shift in organisational decision-making by enabling machines to analyse information, identify patterns and generate recommendations. Unlike traditional information systems that mainly process predefined instructions, AI technologies can learn from data and improve their performance over time (Davenport & Ronanki, 2018). This capability has encouraged organisations to integrate AI into strategic and operational management processes.
Research indicates that AI is changing managerial work by increasing analytical capability and reducing time spent on repetitive activities. Jarrahi (2018) argues that AI should be viewed as a collaborative decision-making partner rather than a replacement for managers. According to the human–AI symbiosis perspective, AI provides computational strength through data processing, while humans contribute contextual understanding, ethical reasoning and creativity.
The influence of AI on management functions can be examined through the four classical areas of planning, organising, leading and controlling.

2.3 AI and the Planning Function
Planning is one of the management functions most significantly influenced by AI because modern organisations operate in highly uncertain and competitive environments. Traditional planning approaches often depended on historical trends and managerial experience. However, AI-driven predictive analytics enables organisations to process large volumes of structured and unstructured data to identify future opportunities and risks.
According to Brynjolfsson and McAfee (2017), data-driven technologies allow organisations to make faster and more informed decisions by improving forecasting accuracy. For example, companies such as Amazon use AI-based forecasting systems to predict customer demand, optimise inventory levels and improve supply chain planning. Similarly, financial institutions apply machine learning models to assess market conditions and identify potential risks.
AI also supports strategic scenario planning by allowing managers to evaluate multiple possible outcomes. Instead of relying only on intuition, managers can use AI-generated insights to support evidence-based decision-making. However, literature highlights that AI-supported planning does not eliminate uncertainty. Algorithms depend on historical data, meaning inaccurate or incomplete information can produce misleading recommendations.
Therefore, AI enhances planning capability but requires managers to critically evaluate technological outputs before implementing strategic decisions.

2.4 AI and the Organising Function
The organising function focuses on structuring resources, designing workflows and ensuring effective coordination among organisational members. AI has influenced this function by enabling automated resource allocation, workforce analytics and intelligent process management.
AI-powered human resource management systems can analyse employee skills, predict workforce requirements and support recruitment decisions. For example, organisations increasingly use AI tools for candidate screening, employee performance analysis and personalised learning recommendations. According to Tambe, Cappelli and Yakubovich (2019), AI applications in human resource management can improve efficiency and decision consistency, but organisations must address fairness and transparency concerns.
Furthermore, AI contributes to organisational design by supporting flexible and adaptive structures. Digital platforms allow organisations to coordinate global teams, automate administrative processes and improve collaboration. For example, multinational organisations use AI-based workflow systems to allocate tasks according to employee availability, expertise and project requirements.
However, excessive automation within organising processes may create concerns regarding employee autonomy and workplace surveillance. If organisations rely heavily on algorithmic recommendations for workforce decisions, managers may unintentionally reduce opportunities for human interaction and personalised judgement.

2.5 AI and the Leading Function
Leadership represents the most human-centred management function because it involves motivation, communication, emotional intelligence and relationship building. While AI can support leadership activities, research suggests that it cannot fully replace human leadership capabilities.
AI-enabled leadership tools provide managers with insights into employee engagement, productivity patterns and workplace behaviour. For instance, sentiment analysis tools can analyse employee feedback and identify potential organisational issues. According to Huang and Rust (2021), AI is increasingly influencing service management and leadership by supporting personalised interactions and improving decision quality.
Generative AI tools are also changing managerial communication by assisting with report preparation, knowledge sharing and employee support. Leaders can use AI systems to summarise information, generate ideas and improve communication efficiency.
Nevertheless, leadership requires ethical judgement, empathy and understanding of individual circumstances. Algorithmic systems may identify patterns in employee behaviour but cannot fully understand emotional contexts or complex workplace relationships. Therefore, AI should support leaders rather than replace interpersonal leadership practices.

2.6 AI and the Controlling Function
The controlling function involves monitoring organisational performance, comparing outcomes with objectives and implementing corrective actions. AI has significantly enhanced organisational control through real-time analytics, automated reporting and predictive monitoring.
Traditional control systems often relied on periodic performance reviews, whereas AI enables continuous monitoring of operational indicators. Organisations use dashboards and machine learning systems to detect inefficiencies, predict equipment failures and improve quality management.
For example, manufacturing organisations such as Siemens integrate AI-based predictive maintenance systems to monitor machinery performance and reduce operational disruptions. These applications demonstrate how AI can improve accuracy and efficiency in organisational control.
However, AI-based control systems create ethical concerns related to employee monitoring and privacy. Excessive surveillance may negatively influence workplace trust and employee motivation. According to Kellogg, Valentine and Christin (2020), algorithmic management can increase managerial control while simultaneously creating new forms of workplace pressure and reduced employee autonomy.
Therefore, effective AI-based control requires transparency, proportionality and ethical governance mechanisms.

2.7 Human–AI Collaboration and Ethical Management
A growing body of literature suggests that the future of management will involve collaboration between humans and intelligent technologies rather than complete automation. Raisch and Krakowski (2021) describe this relationship as the “automation–augmentation paradox,” where AI can simultaneously replace certain tasks while enhancing human capabilities.
Successful AI adoption depends on organisational readiness, employee skills and ethical governance. Managers must develop digital literacy while maintaining responsibility for decisions influenced by AI systems. Issues such as algorithmic bias, data privacy and accountability require strong governance frameworks.
The literature therefore indicates that AI does not fundamentally eliminate classical management functions; instead, it transforms how these functions are performed. Planning becomes more predictive, organising becomes more data-driven, leading becomes digitally supported and controlling becomes more continuous. However, human judgement remains essential for responsible management.

Summary
Overall, existing research demonstrates that classical management functions remain valuable in AI-enabled organisations but require adaptation. AI provides significant opportunities through improved efficiency, analytical capability and decision support. However, organisations must recognise limitations associated with algorithmic decision-making, ethical risks and reduced human interaction. The literature supports an integrated management approach where AI acts as a strategic support mechanism while managers retain accountability, creativity and ethical responsibility.
3. Strategic Analysis / Methodology 
3.1 Research Approach
This report adopts a qualitative strategic analysis approach to examine how Artificial Intelligence (AI) is reshaping classical management functions within contemporary organisations. A qualitative approach is appropriate because the purpose of this study is not to measure numerical relationships but to critically understand how technological transformation influences managerial practices, organisational structures and decision-making processes.
The analysis is based on secondary research, including peer-reviewed academic journal articles, management theories, industry reports and organisational case examples. The methodology integrates classical management concepts with contemporary AI literature to evaluate how traditional functions of planning, organising, leading and controlling are evolving in AI-enabled environments.
The research approach follows a conceptual analysis framework where Fayol’s administrative management functions are used as the theoretical foundation, while AI adoption practices are examined as the contemporary organisational context. This allows comparison between traditional managerial responsibilities and emerging technology-supported practices.

3.2 Analytical Framework
The strategic analysis applies the Planning–Organising–Leading–Controlling (POLC) framework as the primary analytical model. Although developed from classical management theory, POLC remains widely applicable because organisations continue to require goal setting, resource coordination, employee motivation and performance monitoring.
The framework is used to analyse four key areas:
1. Planning and AI-enabled strategic decision-making
This dimension examines how AI tools influence organisational forecasting, strategic planning and risk management. AI-based analytics, predictive models and machine learning systems are evaluated regarding their ability to improve decision accuracy and support evidence-based planning.
Key questions considered include:
· How does AI improve managerial forecasting?
· Does reliance on AI influence strategic judgement?
· What limitations exist when algorithms guide planning decisions?

2. Organising and AI-driven resource management
The organising dimension evaluates how AI affects organisational structures, workforce allocation and operational coordination.
The analysis considers:
· AI-supported human resource management systems
· Automated workflow allocation
· Digital collaboration platforms
· Changing managerial responsibilities
This section examines whether AI improves organisational efficiency while maintaining employee autonomy and fairness.

3. Leading and Human–AI Leadership Interaction
The leadership dimension focuses on how AI influences managerial communication, employee engagement and leadership decision-making.
The analysis evaluates:
· AI-supported communication systems
· Generative AI applications in managerial work
· Data-driven employee insights
· The continuing importance of emotional intelligence and ethical leadership
This approach recognises that leadership differs from other management functions because it depends heavily on human relationships, trust and motivation.

4. Controlling and Algorithmic Performance Management
The controlling dimension examines AI applications in monitoring, evaluation and organisational improvement.
The analysis considers:
· Real-time performance analytics
· Predictive monitoring systems
· Automated reporting
· Algorithmic management practices
It also evaluates ethical concerns related to employee surveillance, privacy and accountability.

3.3 Case-Based Organisational Analysis
To strengthen practical relevance, the report incorporates examples from organisations that have integrated AI into management practices.
Examples include:
Amazon:
AI applications in demand forecasting, inventory management and supply chain optimisation demonstrate how technology enhances planning and controlling activities.
Microsoft:
The organisation’s integration of generative AI tools illustrates how AI can support employee productivity, knowledge sharing and managerial decision-making.
Siemens:
AI-enabled predictive maintenance demonstrates the role of intelligent systems in operational control and efficiency improvement.
Unilever:
AI applications in recruitment and workforce analytics demonstrate how organisations are using technology to support organising and human resource decisions.
These examples provide practical evidence of how AI changes managerial processes while highlighting the importance of governance and human oversight.

3.4 Ethical and Strategic Evaluation
The methodology also incorporates an ethical evaluation perspective because AI adoption creates both opportunities and risks. The analysis considers issues including:
· Algorithmic bias
· Transparency of AI decisions
· Accountability for technology-supported decisions
· Employee privacy
· Overdependence on automated recommendations
This ethical perspective is important because effective management is not only concerned with efficiency but also responsible decision-making and stakeholder outcomes.
The report therefore evaluates AI adoption through a balanced perspective, recognising both technological advantages and managerial challenges.

3.5 Limitations of the Methodology
Although secondary research provides extensive theoretical and practical insights, certain limitations exist. The analysis does not include primary data collection from managers or employees, meaning individual organisational experiences may differ from the findings presented. Additionally, AI technologies continue to evolve rapidly, creating challenges in maintaining long-term relevance of specific applications.
Despite these limitations, the selected methodology provides a comprehensive framework for understanding how AI is transforming classical management functions and how organisations can strategically integrate technology while preserving human managerial capabilities.
















4. Findings and Analysis 
4.1 Transformation of Planning through Artificial Intelligence
The findings indicate that Artificial Intelligence has significantly transformed the traditional management function of planning by improving forecasting capability, strategic analysis and decision-making speed. Classical management theory views planning as the process of determining organisational objectives and developing appropriate strategies to achieve them (Fayol, 1949). Traditionally, managers relied on experience, historical trends and limited information when developing plans. However, AI-enabled organisations increasingly use predictive analytics and machine learning models to analyse extensive datasets and generate future-oriented insights.
AI improves planning by enabling organisations to identify market trends, anticipate customer behaviour and evaluate potential risks. For example, Amazon uses AI-based demand forecasting systems to predict purchasing patterns and optimise inventory decisions. These systems analyse customer behaviour, seasonal trends and supply chain information to support operational planning. As a result, managers can make faster and more evidence-based decisions rather than relying only on intuition.
Similarly, financial organisations use AI models for risk prediction and investment analysis. Machine learning algorithms can process large volumes of financial information to identify potential market changes and support strategic planning. According to Davenport and Ronanki (2018), AI provides significant value when organisations apply it to specific decision-making challenges rather than attempting complete automation.
However, AI-driven planning also creates managerial challenges. Algorithms depend on historical data, meaning biased or incomplete information may generate inaccurate predictions. For example, if previous organisational decisions contain biases, AI systems may reproduce these patterns in future recommendations. Therefore, managers must critically evaluate AI-generated insights and maintain human judgement in strategic planning.
The finding suggests that AI has not replaced the planning function but has transformed managers from information collectors into strategic interpreters who evaluate technology-supported insights.





4.2 Transformation of Organising through AI-Based Resource Management
The organising function traditionally focuses on arranging resources, assigning responsibilities and designing organisational structures. Findings demonstrate that AI is reshaping organising by improving workforce management, operational coordination and resource allocation.
AI-powered human resource management systems allow organisations to analyse employee capabilities, predict workforce requirements and support recruitment processes. For example, companies use AI-based recruitment platforms to screen applications, identify suitable candidates and reduce administrative workload. Research by Tambe, Cappelli and Yakubovich (2019) highlights that AI can enhance HR decision-making efficiency while also requiring careful management of fairness and transparency issues.
AI also supports organisational design by enabling flexible and data-driven workflows. Digital platforms can automatically allocate tasks based on employee availability, expertise and project requirements. This approach is particularly valuable for multinational organisations where teams operate across different geographical locations.
For example, Microsoft integrates AI-based productivity tools that assist employees in information management, collaboration and knowledge sharing. Such systems support organisational coordination by reducing repetitive administrative activities and allowing employees to focus on higher-value tasks.
Despite these advantages, findings identify concerns regarding excessive algorithmic involvement in workforce decisions. If organisations depend heavily on AI recommendations for recruitment, promotion or performance evaluation, managers may overlook contextual factors such as employee potential, personal circumstances or creativity.
Therefore, effective organising in AI-enabled organisations requires a balance between technological efficiency and human understanding. Managers must ensure that AI supports organisational decisions rather than becoming the sole decision-maker.








4.3 Transformation of Leading through AI-Supported Leadership Practices
Leadership is traditionally considered the most human-centred management function because it involves motivating employees, building relationships and creating organisational commitment. Findings show that AI is influencing leadership by providing managers with additional information and communication capabilities; however, human leadership remains essential.
AI tools can support leaders by analysing employee feedback, identifying engagement trends and improving internal communication. Generative AI applications can assist managers in preparing reports, summarising information and developing communication strategies. These capabilities allow leaders to spend more time on strategic and interpersonal responsibilities.
According to Jarrahi (2018), AI creates a collaborative relationship between humans and machines where technology contributes analytical capability while humans provide creativity, ethical reasoning and contextual understanding.
For example, organisations implementing AI-based employee engagement platforms can identify workplace issues by analysing employee feedback patterns. Managers can then respond proactively to concerns relating to workload, satisfaction or organisational culture.
However, leadership cannot be completely automated because effective leaders require empathy, trust-building and emotional intelligence. AI systems may identify that employee engagement is declining, but they cannot fully understand personal motivations or workplace relationships behind that decline.
A major finding is that AI changes the role of leaders from direct information providers to facilitators who use technology-supported insights while maintaining human connection. Leaders must develop digital literacy while continuing to demonstrate ethical judgement and interpersonal skills.

4.4 Transformation of Controlling through AI-Based Performance Monitoring
The controlling function has experienced significant transformation through AI-enabled monitoring systems. Traditionally, managers controlled organisational performance through periodic reports, employee evaluations and financial reviews. AI now enables continuous monitoring through real-time analytics and automated reporting.
Organisations increasingly use AI systems to track operational performance, identify inefficiencies and predict future problems. In manufacturing, Siemens applies AI-based predictive maintenance technologies to analyse equipment performance and anticipate machinery failures before they occur. This reduces downtime and improves operational efficiency.
AI-based control systems also improve quality management by identifying patterns that human managers may not easily detect. For example, machine learning models can analyse production data and identify potential defects, allowing organisations to implement corrective actions quickly.
However, algorithmic control creates concerns regarding employee autonomy and workplace surveillance. Kellogg, Valentine and Christin (2020) argue that algorithmic management introduces new forms of organisational control where technology influences employee behaviour and performance evaluation.
Excessive monitoring may negatively affect employee trust and motivation. Employees may perceive AI-based tracking systems as a lack of managerial confidence rather than a productivity-support mechanism. Therefore, organisations must ensure transparency regarding how AI systems collect and use employee data.
The findings indicate that AI strengthens controlling activities by improving accuracy and speed, but ethical governance is necessary to ensure responsible implementation.

4.5 Overall Analysis: AI as an Augmentation Tool Rather Than Replacement
The overall findings demonstrate that AI is fundamentally reshaping classical management functions while maintaining their continued relevance. Planning has become more predictive, organising has become more data-driven, leading has become digitally supported and controlling has become more continuous.
However, the evidence suggests that successful AI adoption depends on human–AI collaboration. Organisations that treat AI as a replacement for managers risk losing critical capabilities such as creativity, ethical reasoning and emotional intelligence. In contrast, organisations that use AI as a decision-support mechanism can improve efficiency while maintaining responsible management practices.
The analysis supports Raisch and Krakowski’s (2021) automation–augmentation perspective, which suggests that AI simultaneously automates certain activities while enhancing human capabilities. Therefore, the future of management is likely to involve hybrid systems where managers and AI technologies work together.






5. Discussion 
The findings demonstrate that Artificial Intelligence is not eliminating classical management functions but fundamentally transforming how managers perform their responsibilities. The integration of AI into organisational processes represents a shift from traditional experience-based management towards data-supported, adaptive and technology-enhanced management practices. However, this transformation requires organisations to maintain a balance between technological capability and human managerial judgement.
Classical management theory developed by Henri Fayol emphasised that effective organisations require systematic planning, organising, leading and controlling. Although these principles were developed before digital technologies existed, the findings indicate that they remain highly relevant in AI-enabled environments. The difference is that AI has changed the methods through which these functions are executed. For example, planning has moved from relying mainly on historical information and managerial intuition towards predictive analytics and real-time data interpretation. However, strategic decisions still require managers to understand organisational objectives, stakeholder expectations and ethical implications.
The transformation of planning highlights both the opportunities and limitations of AI. AI-based forecasting systems allow organisations to analyse complex datasets and identify patterns that may not be visible through traditional approaches. This creates opportunities for improved efficiency, innovation and competitive advantage. Nevertheless, the quality of AI recommendations depends heavily on the quality of available data. Therefore, managers must remain responsible for evaluating AI-generated insights rather than accepting algorithmic recommendations without critical assessment.
Similarly, AI has significantly influenced the organising function by changing how organisations allocate resources and structure work. AI-supported human resource systems can improve recruitment, workforce planning and employee development. However, algorithmic decision-making introduces concerns regarding fairness, transparency and accountability. If managers rely exclusively on AI recommendations, organisational decisions may become less personalised and overlook important human factors. Therefore, AI should enhance managerial capability rather than replace human involvement in organisational design.
The discussion of leadership reveals an important distinction between AI-supported management and human leadership. While AI can provide valuable information about employee behaviour, productivity trends and communication patterns, leadership remains dependent on emotional intelligence and interpersonal relationships. Effective leaders must interpret technological insights within social contexts and use them to support employees rather than simply monitor performance. This supports Jarrahi’s (2018) argument that future workplaces will involve collaboration between human intelligence and artificial intelligence.
The transformation of controlling also demonstrates the dual nature of AI adoption. AI-based monitoring systems improve organisational visibility by providing real-time performance information and predictive analysis. These capabilities allow managers to identify problems earlier and improve operational efficiency. However, increased algorithmic control may create employee concerns regarding privacy, autonomy and workplace surveillance. Organisations must therefore establish transparent policies explaining how AI systems are used and ensuring that employees are treated fairly.
From a strategic perspective, the findings support the view that AI adoption requires organisational change rather than simple technology implementation. Successful AI integration depends on employee training, ethical governance and leadership commitment. Organisations must develop managerial capabilities that combine technological understanding with critical thinking and ethical responsibility.
The automation–augmentation perspective proposed by Raisch and Krakowski (2021) provides a useful explanation of this transformation. AI can automate repetitive administrative activities while simultaneously increasing human capacity for strategic and creative tasks. Therefore, organisations should focus on redesigning managerial roles rather than removing managers from decision-making processes.
Overall, the discussion highlights that AI represents an evolution of management rather than a complete replacement of classical approaches. The fundamental purpose of management remains unchanged: achieving organisational goals through effective coordination of people and resources. However, the methods, tools and capabilities required by managers are changing. Future managers will need to combine traditional management knowledge with digital skills, ethical awareness and the ability to collaborate effectively with intelligent technologies.










6. Recommendations 
6.1 Establish Ethical AI Governance Frameworks
Organisations should develop comprehensive AI governance frameworks to ensure that artificial intelligence is implemented responsibly across management functions. Although AI improves decision-making efficiency, issues such as algorithmic bias, lack of transparency and accountability concerns can negatively affect organisational outcomes. Therefore, organisations should establish clear guidelines defining how AI systems are selected, monitored and evaluated.
Managers should ensure that AI-generated recommendations are explainable and that decision-making responsibility remains with human leaders. Regular audits of AI systems should be conducted to identify potential biases, particularly in areas such as recruitment, employee evaluation and resource allocation. Ethical AI governance will enable organisations to benefit from technological capabilities while maintaining fairness and stakeholder trust.

6.2 Develop AI Literacy and Managerial Capabilities
The successful integration of AI requires managers and employees to develop appropriate digital skills. Organisations should provide continuous training programmes that improve understanding of AI technologies, data interpretation and ethical decision-making.
Rather than viewing AI as a replacement for managerial roles, organisations should prepare managers to work collaboratively with intelligent systems. Training should focus on areas such as interpreting AI-generated insights, identifying limitations of algorithms and applying human judgement in complex situations.
Developing AI literacy will allow managers to perform traditional management functions more effectively. For example, managers who understand predictive analytics can use AI-supported information for better planning while still considering organisational values, employee needs and strategic objectives.

6.3 Adopt a Human-Centred AI Implementation Approach
Organisations should ensure that AI adoption supports employees rather than creating excessive technological control. While AI can improve efficiency through automation and monitoring, organisations must consider employee experiences and workplace relationships.
Managers should communicate clearly with employees about how AI systems are being used and how data is collected and analysed. Transparent communication can reduce employee concerns regarding surveillance and job displacement.
A human-centred approach requires maintaining a balance between technological efficiency and human interaction. AI should automate repetitive administrative tasks, allowing employees and managers to focus on creative problem-solving, innovation and relationship-building activities.

6.4 Integrate AI with Strategic Decision-Making Processes
Organisations should incorporate AI as a decision-support tool within strategic management processes rather than allowing complete algorithmic decision-making. AI can provide valuable insights through forecasting, predictive analysis and performance monitoring, but final decisions should involve managerial evaluation.
For example, AI-generated market predictions may support planning decisions, but managers should consider broader factors such as organisational culture, stakeholder expectations and ethical consequences before implementation.
This approach ensures that AI strengthens classical management functions while preserving human accountability.

6.5 Create Continuous Evaluation and Improvement Mechanisms
AI implementation should be treated as an ongoing organisational transformation process rather than a one-time technology investment. Organisations should regularly evaluate whether AI systems are achieving intended objectives and producing positive organisational outcomes.
Performance reviews should examine both technological outcomes and human impacts, including employee satisfaction, decision quality and ethical compliance. Feedback from employees and stakeholders should be incorporated to improve AI systems over time.
Continuous evaluation will allow organisations to adapt to technological developments while ensuring that AI remains aligned with organisational goals and responsible management practices.







7. Conclusion 
Artificial Intelligence is significantly transforming classical management functions by changing how organisations plan, organise, lead and control their activities. The findings demonstrate that AI improves forecasting, resource management, communication and performance monitoring while creating new challenges related to ethics, transparency and human judgement.
Although AI technologies provide substantial opportunities for efficiency and innovation, they cannot replace the essential human elements of management, including creativity, empathy and ethical decision-making. The future of management will therefore depend on effective collaboration between human managers and intelligent technologies.
Organisations that successfully integrate AI will be those that combine technological capability with responsible governance, employee development and human-centred leadership. Rather than making classical management theories obsolete, AI is expanding their application by providing new tools that enable managers to perform traditional functions more effectively in an increasingly digital business environment.
















References 

1. Brynjolfsson, E., & McAfee, A. (2017). Machine, platform, crowd: Harnessing our digital future. W.W. Norton & Company.
2. Davenport, T. H., & Ronanki, R. (2018). Artificial intelligence for the real world. Harvard Business Review, 96(1), 108–116.
3. Fayol, H. (1949). General and industrial management. Pitman Publishing.
4. Huang, M. H., & Rust, R. T. (2021). A strategic framework for artificial intelligence in marketing. Journal of the Academy of Marketing Science, 49, 30–50.
https://doi.org/10.1007/s11747-020-00749-9
5. Jarrahi, M. H. (2018). Artificial intelligence and the future of work: Human–AI symbiosis in organisational decision-making. Business Horizons, 61(4), 577–586.
https://doi.org/10.1016/j.bushor.2018.03.004
6. Kellogg, K. C., Valentine, M. A., & Christin, A. (2020). Algorithms at work: The new contested terrain of control. Academy of Management Annals, 14(1), 366–410.
https://doi.org/10.5465/annals.2018.0174
7. Raisch, S., & Krakowski, S. (2021). Artificial intelligence and management: The automation–augmentation paradox. Academy of Management Review, 46(1), 192–210.
https://doi.org/10.5465/amr.2018.0072
8. Shrestha, Y. R., Krishna, V., & von Krogh, G. (2021). Augmenting organisational decision-making with deep learning algorithms: Principles, promises, and challenges. Journal of Business Research, 123, 588–603.
https://doi.org/10.1016/j.jbusres.2020.09.068
9. Tambe, P., Cappelli, P., & Yakubovich, V. (2019). Artificial intelligence in human resources management: Challenges and a path forward. California Management Review, 61(4), 15–42.
https://doi.org/10.1177/0008125619867910
10. Dwivedi, Y. K., Hughes, L., Ismagilova, E., et al. (2021). Artificial Intelligence (AI): Multidisciplinary perspectives on emerging challenges, opportunities, and agenda for research, practice and policy. International Journal of Information Management, 57, 101994.
https://doi.org/10.1016/j.ijinfomgt.2019.08.002
11. Davenport, T. H., & Mittal, N. (2022). How generative AI is changing the way we work. Harvard Business Review.
12. Makarius, E. E., Mukherjee, D., Fox, J. D., & Fox, A. K. (2020). Rising with the machines: A sociotechnical framework for bringing artificial intelligence into the organisation. Journal of Business Research, 120, 262–273.
https://doi.org/10.1016/j.jbusres.2020.07.045
13. Kaplan, A., & Haenlein, M. (2019). Siri, Siri in my hand, who’s the fairest in the land? On the interpretations, illustrations and implications of artificial intelligence. Business Horizons, 62(1), 15–25.
https://doi.org/10.1016/j.bushor.2018.08.004
14. Von Krogh, G. (2018). Artificial intelligence in organisations: New opportunities for phenomenon-based theorising. Academy of Management Discoveries, 4(4), 404–409.
https://doi.org/10.5465/amd.2018.0084
15. Benbya, H., Davenport, T. H., & Pachidi, S. (2020). Artificial intelligence in organisations: Current state and future opportunities. MIS Quarterly Executive, 19(4), 263–273.

Appendix A: AI Transformation of Classical Management Functions
	Classical Management Function
	Traditional Approach
	AI-Enabled Approach
	Strategic Impact

	Planning
	Experience-based forecasting and decision-making
	Predictive analytics, machine learning forecasting
	Faster and evidence-based strategic decisions

	Organising
	Human-led resource allocation and workflow design
	AI-supported workforce planning and automation
	Improved efficiency and coordination

	Leading
	Direct communication and employee motivation
	AI-supported communication and employee analytics
	Data-informed leadership decisions

	Controlling
	Periodic reviews and performance reports
	Real-time monitoring and predictive control systems
	Continuous improvement and risk reduction





Appendix B: Strategic Framework for Human–AI Management
AI Capability
↓ 
Data Processing + Predictive Analytics + Automation 
↓ 
Managerial Functions
· Planning → AI forecasting + human strategic judgement 
· Organising → AI optimisation + human resource understanding 
· Leading → AI insights + emotional intelligence 
· Controlling → AI monitoring + ethical oversight
↓ 
Outcome
Responsible, efficient and human-centred AI-enabled organisation







