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Abstract

The fast process of Artificial Intelligence (Al) implementation into the organizational processes
is transforming the nature of work, specifically in family-owners businesses. Though Al is
efficient and innovative, its implementation presents serious psychological and emotional
difficulties to the employees. This paper examines the problem of psychological safety loss in
family businesses due to the implementation of Al through identity threats and the sense of job
insecurity. In particular, it tests how Al-induced identity threat, affective job insecurity, cognitive
job insecurity and employee well-being are related to one another. Based on the recent empirical
and theoretical data, the study will develop the hypothesis that Al identity threat has a negative
impact on employee well-being, whereas it has a positive effect on both affective and cognitive
job insecurity. Besides, affective and cognitive job insecurity is suggested to have adverse effects
on the well-being of employees. These results demonstrate the need to focus on the emotional
and cognitive reactions of employees to technological change, especially in the context of family
businesses where relations and values play a significant role. The psychological risks, loss of
employee identity, and organizational resilience during digital transformation can be reduced by
the family firms through open communication, emotional support, and transparent leadership
when adopting Al.
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Introduction

Family businesses, as a specific subset of companies, represent the most widespread form of
business organization worldwide, so it is not surprising that research on them has proliferated
exponentially in recent decades. Today, the business landscape is undeniably being transformed
by the increasing integration of Al intovariousprocessesandsectors(Atienza-
Barbaetal.,2024).Inthespecific case of family businesses, Al presents unique challenges and
opportunities for enhancing their competitive advantages, which are related to the origin of social
capital (Soluk, 2022), intergenerational succession issues (Wang and Li, 2023), and the
peculiarities of governance and decision-making (Ulrich et al., 2023; Upadhyay et al., 2023).
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However, it is precisely the defining characteristics of family businesses, specifically the
importance of family structure and how its interactions and values permeate the corporate culture
(Upadhyay et al., 2023) that are shaping their strategy, leading them to view Al integration as a
low priority (Ulrich et al., 2023), with some even being sceptical of its potential.

Literature Review

H1: There is a negative relationship between Al identity threat and Employee Well-being

The integration of Artificial Intelligence (Al) into organizational processes has significantly
transformed the operational landscape, fostered increased efficiency and enabled data-driven
decision-making. However, this technological advancement is accompanied by challenges,
particularly concerning the psychological and emotional well-being of employees. A significant
body of research indicates that Al adoption can induce an identity threat, impacting the mental
health and overall well-being of employees who feel that their roles and significance within the
organization may diminish as Al systems take over essential functions (Gull et al., 2023).

When faced with the increasing capabilities of Al, employees may struggle with a profound sense
of loss regarding their job identity and worth. As Al assumes roles traditionally held by humans,
it can lead to feelings of purposelessness and obsolescence (Xu et al., 2023). This identity threat
is closely linked to cognitive job insecurity, which arises when individuals perceive a threat to
their professional identity due to Al advancements, resulting in increased stress, anxiety, and
decreased job satisfaction (Bai et al., 2024). Additionally, the complexity and decisional
autonomy embedded in modern Al systems may exacerbate these feelings of alienation, as
employees perceive their expertise as being disregarded, which undermines their confidence and
job satisfaction (Tang et al., 2023).

Moreover, the emotional toll of Al implementation is compounded by the collective fear of
displacement among employees, leading to workplace tensions and reluctance to embrace new
technologies (Bai et al., 2024). The shift toward a digitally transformed workplace necessitates
that employees not only adapt to new systems but also reconcile new definitions of success and
contribution, creating a significant source of emotional strain if not properly addressed (Gull et
al., 2023).

Organizations must recognize the substantial psychological impacts of Al integration and actively
engage with their workforce to mitigate these effects. Providing comprehensive training,
fostering open communication, and offering emotional support can help employees navigate the
changes brought about by Al technologies, enabling them to maintain confidence in their roles
and feel valued within the organization (Wan-qing & Li, 2022). Studies indicate that a supportive
organizational culture is crucial for sustaining employee well-being amidst the transformative
effects of Al, as it can buffer against job stress and promote resilience (Jeong et al., 2024).

H2: There is a positive relationship between Al identity threat and Affective Job Insecurity.

The integration of Artificial Intelligence (Al) into the workplace has sparked significant concerns
around Affective Job Insecurity (AJI), a construct that captures the emotional responses
employees experience in light of potential job loss or displacement due to automation. As Al
technologies become more embedded in various sectors, numerous studies highlight the
emotional distress that employees encounter, fundamentally tied to their professional identity and
the perceived threat posed by Al to their roles (Gull et al., 2023). The emotional responses such
as anxiety, stress, and worry, indicative of AJl, contribute to a substantial decline in morale and
commitment among employees as their roles transition increasingly towards automation
(Braganza et al., 2021).

Research indicates that the advent of Al can lead to a profound sense of instability among
employees, particularly when their job functions are subject to automation. Braganza et al.
emphasize that Al adoption creates uncertainties for workers, necessitating organizational
support to safeguard employee well-being amid job automation (Braganza et al., 2021). Likewise,
the model developed by Gull et al. illustrates that Al identity threat correlates with increased job
insecurity, linking feelings of inadequacy with the emotional burden of possible job displacement
Gull et al., 2023). Moreover, Mirbabaie et al. contribute to this discourse by elucidating how the
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perception of Al as indispensable can exacerbate feelings of identity threat, thus intensifying AJl
among employees (Mirbabaie et al., 2021).

The emotional ramifications of Al are not ephemeral; they extend into an overall reduction in
organizational commitment and can stimulate withdrawal behaviors among employees (Braganza
etal., 2021). Wang’s literature review reinforces this narrative, presenting the dual nature of Al's
impact where technological advancement can augment employee capabilities yet simultaneously
poses a risk of substitution Wang, 2023). This duality often leaves employees feeling conflicted,
creating a psychological landscape where the fear of being rendered obsolete by Al undermines
their emotional stability and engagement at work (Wang, 2023).

Furthermore, the emotional insecurity stemming from Al identity threat manifests in protracted
challenges to workplace dynamics. Employees who perceive their professional significance as
diminished by Al are likely to experience long-term emotional discomfort, which can lead to
broader organizational issues such as decreased performance and heightened resistance to change
(Mirbabaie et al., 2021). This highlights a critical need for organizations to strategically manage
Al integration, ensuring that the push toward technological advancement does not infringe upon
the emotional and psychological well-being of employees, thereby preserving their sense of
identity and professional value (Braganza et al., 2021; Gull et al., 2023; Wang, 2023).

H3: There is a positive relationship between Al identity threat and Cognitive Job Insecurity.
Cognitive Job Insecurity (CJI) emerges as a significant phenomenon in contemporary
workplaces, particularly in the context of rapid technological advancement, such as the
integration of artificial intelligence (AI). CJI refers specifically to employees’ rational assessment
of their job security based on observable changes in the workplace rather than emotional
responses. This form of job insecurity is heightened as Al technologies take on tasks traditionally
performed by humans, prompting a reevaluation of the relevance and security of employees' roles.
Research indicates that exposure to developments such as job automation considerably influences
perceptions of job security among workers, leading to a collective sense of vulnerability
regarding their future employment prospects (Cheng et al., 2020).

The relationship between Al implementation and CJI is evident in industries undergoing digital
transformation, where employees observe a direct substitution of human roles by automated
systems. In such environments, employees are more likely to perceive their job roles as
threatened, particularly if their specific functions are being automated or diminished. The
understanding is that as organizations restructure to accommodate Al technologies, workers'
cognitive appraisals of job security become increasingly negative, fostering anxiety regarding job
permanence (Shin et al., 2022; Charkhabi, 2019; Wang et al., 2023). Consequently, workers may
view organizational changes not only as structural adjustments but as significant threats to their
professional identities, linking their self-worth and identity closely with job security
(Urbanaviciaté et al., 2021; Virga, 2017).

Moreover, the cognitive assessment of job security is not merely a reaction to the presence of Al
but also intricately woven with the cultural and economic contexts in which workers operate. A
meta-analysis reflecting various studies has confirmed that economic fluctuations and
organizational changes provoke heightened job insecurity (Salas-Nicés et al., 2024; Nawrocka et
al., 2021). This is particularly true in sectors marked by intense competition and cost-cutting
measures, where technology often represents a means to reduce labor costs, further intensifying
workers' perceptions of inadequacy and contributing to CJI (Kemer & TEKELI, 2022).
Understanding the dynamics of CJI highlights the necessity for proactive interventions from
organizational leadership. Effective communication regarding the integration of Al and the
rationale behind job design changes is crucial in alleviating fears of obsolescence among
employees. Transparent discussions about the evolving nature of their roles can diminish
uncertainty, allowing workers to adapt cognitively to new operational frameworks (Qian et al.,
2020; Lin & Bai, 2022). The evidence underscores the importance of addressing CJI not only as
a psychological outcome of Al's integration into the workplace but also as a critical factor
influencing employee well-being and organizational efficacy.
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H4: There is a negative relationship between Affective Job Insecurity and employee well-being
The emotional health and well-being of individuals are significantly impacted by their
employment status, particularly through the lens of Affective Job Insecurity (AJI). This concept
encompasses individuals' fears and anxieties regarding their employment future, regardless of
their actual job security (Wu et al., 2020). The psychological implications of job insecurity are
profound; individuals often experience increased levels of stress and anxiety, which can detract
from their general mental well-being and job satisfaction (Hsieh & Kao, 2021). This emotional
disturbance can manifest through feelings of instability and despair, exacerbating a sense of
isolation and loneliness in the workplace (Jalali et al., 2020). The literature suggests that workers
facing job insecurity are more likely to experience emotional exhaustion and disengagement,
leading to a decline in motivation and productivity (Richter & Naswall, 2018).

Research has shown that job security correlates positively with employee satisfaction and
emotional stability. Employees in secure positions generally report higher levels of job
satisfaction and lower workplace stress (Frone, 2018). Workplace stability contributes to feelings
of safety and purpose, which are crucial for maintaining resilience against everyday challenges
(Llosa et al., 2018). Conversely, the threat of job loss often undermines employees' trust in their
organizations, thus deteriorating their job satisfaction (Richter & Naswall, 2018). For instance,
individuals who perceive their roles as insecure are less engaged and can struggle to establish
meaningful workplace relationships, further compromising their emotional health (Kim &
Knesebeck, 2015; Klug, 2017).

Organizations have a critical role in alleviating the psychological impacts of job insecurity.
Implementing supportive measures, including clear communication, emotional support, and fair
treatment, can help mitigate workers' anxieties and promote overall well-being (Jin & Lee, 2019;
Wege et al., 2017). Failure to effectively address these concerns can lead to long-term mental
health issues, such as depression and diminished life satisfaction (Helbling & Kanji, 2017).
Consequently, fostering a supportive workplace culture during uncertain times is essential for
improving employee well-being and fostering a more cohesive social climate that alleviates the
tensions associated with job insecurity (Jiang et al., 2019; Vasquez et al., 2020).

H5: There is a negative relationship between Cognitive Job Insecurity and employee well-being
Cognitive Job Insecurity (CJI) reflects an employee's rational assessment of potential job
instability, influenced by various external factors such as organizational changes, economic
conditions, and structural shifts in the workplace (Bazzoli & Probst, 2022; Shin et al., 2022). This
perception diverges from emotional job insecurity, which is characterized by affective responses
to threats of job loss, thus emphasizing the importance of understanding the cognitive
underpinnings of job security perceptions (Zyl et al., 2013). Research indicates that CJI is
causally linked to multiple psychological and behavioral outcomes, leading to decreased job
performance, increased absenteeism, and diminished employee engagement. For instance,
cognitive stress arising from perceived job insecurity can severely impair cognitive functions
such as problem-solving, thereby limiting creative and collaborative efforts that are vital for a
productive work environment (Hootegem et al., 2018).

The adverse effects of cognitive job insecurity extend beyond cognitive impairments. Employees
who perceive their job as unstable report significant declines in well-being, manifesting not only
as emotional distress but also through physical symptoms. This phenomenon is well-documented,
with findings revealing that job insecurity can lead to insomnia, heightened health complaints,
and reduced capacity to focus on work-related tasks (Jiang et al., 2019; Salas-Nicas et al., 2024).
A meta-analytical review highlighted a compelling correlation between job insecurity and mental
health issues, with a notable percentage of workers exposed to job loss insecurity at risk for
developing psychological conditions (Llosa et al., 2018). Moreover, the organizational context
plays a crucial role; inadequate communication from leadership can augment feelings of
insecurity, while supportive management practices, such as open communication and
opportunities for skills enhancement, have been shown to buffer the negative impacts of
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perceived job insecurity (Shin et al., 2022).

To address cognitive job insecurity effectively, organizations must recognize its profound
influence on employee behavior and overall workplace dynamics. By fostering a transparent and
communicative work environment, employers can mitigate the damaging outcomes associated
with cognitive job insecurity. Studies suggest that increasing employee control and providing
social support are effective strategies to lessen these adverse effects, thereby cultivating a more
resilient workforce capable of thriving despite uncertainties (Nawrocka et al., 2021). Ultimately,
understanding the multifaceted nature of cognitive job insecurity not only aids in formulating
effective employee engagement strategies but also enhances organizational health and
productivity (Virga, 2017).
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