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Journal of Business, Innovation and Governance (JoBIG), izmir Katip Celebi Universitesi iktisadi ve idari Bilim-
ler Fakiiltesi (IKQU IIBF) tarafindan Haziran ve Aralik aylarinda olmak iizere yilda iki say1 seklinde yayimlanan,
uluslararas1 ve hakemli bir elektronik dergidir. Tiirkgenin yan1 sira, Ingilizce yaymnlarin da kabul edildigi JoBIG,
isletmecilik, inovasyon ve yonetisim alanlarinda akademik bakis agisinin gelistirilmesini amaglamaktadir. Dergiye
gonderilen tiim yayinlar, hakem degerlendirmesi oncesinde intihal programinda taranmaktadir. Dergide yer alan
yayinlarda ileri siirtilen fikirler yazarlarina aittir ve dergi yonetimi ile kurumun goriislerini yansitmamaktadir. JoBIG

kapsaminda yayimlanan eserlerden kaynak gosterilerek alint1 yapilabilmektedir.

Journal of Business, Innovation and Governance (JoBIG) is an international and peer-reviewed electronic journal
published bi-annually, in June and December, by Izmir Katip Celebi University Faculty of Economics and Adminis-
trative Sciences (IKCU IiBF). JoBIG, which accepts publications in English as well as Turkish, aims to develop an
academic perspective in the fields of business administration, innovation, and governance. All publications sent to the
journal are scanned in the plagiarism program before the referee evaluation. The ideas put forward in the publications
in the journal belong to the authors and do not reflect the views of the journal management and the institution. It is
possible to quote from the works published within the scope of JoBIG by showing the source.

Journal of Business, Innovation and Governance (JoBIG), y6netim, organizasyon, finans, muhasebe, tiretim yone-
timi, pazarlama, uluslararasi ticaret, iktisat, maliye politikalari, kamu yonetimi ve siyaset bilimi, uluslararasi iligkiler
ve saglik kurumlari yonetimi alanlarindaki bilimsel galismalari alanyazina kazandirmay1 amaglamaktadir. Bu kapsam-
larda hazirlanan makaleler ve kitap incelemeleri/elestirileri, JOBIG tarafindan degerlendirilmeye alinmaktadir.

Dergide yayinlanan eserlerde bilimsel etik kurallarina ve kor hakem sistemine bagl kalinmaktadir.

Journal of Business, Innovation and Governance (JoBIG) aims to bring scientific studies in the fields of manage-
ment, organization, finance, accounting, production management, marketing, international trade, economics, fiscal
policies, public administration and political science, international relations, and health institutions management to the
literature. Articles and book reviews/criticisms prepared within these scopes are evaluated by JoBIG. In the studies

published in the journal, scientific ethical rules and blind referee system are adhered to.
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EDITORDEN

Degerli Okurlarimiz,

Journal of Business, Innovation and Governance (JoBIG), 2023 yili ikinci sayisini sizlerle paylagsmaktan mutluluk
duyuyoruz. 6. Cilt, 2. Say itibariyle JoBIG, 2 adet aragtirma makalesine ev sahipligi yapmaktadir. Bu sayimizda da,
onceki sayilarimizda oldugu gibi alanyazina kiymetli katkilar saglayan, orijinal eserlere yer vermenin heyecani
icerisindeyiz. Sayida yer alan ¢aligmalarda, kurulus yeri segimi siirecinde analitik hiyerarsi siirecinin kullanilmasi bir
gida isletmesi iizerinden arastirilmig ve birinci petro donemi stratejik yonetim agisindan degerlendirilmistir.
Yazarlarimiza, dergimize gosterdikleri ilgiden dolay: tesekkiir ederiz. Sayida yer alan yayinlarin ilgi ile okunacagini

ve bagka aragtirmalara 151k tutacagini umuyoruz.
Sayimizin hazirlanmasinda, bilimsel goriisiinii ve destegini 6zveri ve titizlikle sunan hakemlerimize, emeklerinden ve
dergimizde yer alacak yaymlarim Kalitesinin artirilmasina yonelik yapmis olduklart degerli katkilarindan dolay1 sonsuz

tesekkiirlerimizi sunariz.

JoBIG sayisinin ve yapisinin gelistirilmesi igin emek sarf eden kiymetli yaymn ekibimize degerli katkilarindan ve

Ozverili galigmalarindan dolayi igten tesekkiir ederiz.

Dergimizin 6. yilina yaragir bu son sayisinda diger sayilarimizda oldugu gibi arzumuz ve gayemiz, ulusal ve

uluslararasi indekslerin belirlemis oldugu kriterlere ve standartlara haiz bilimsel bir yaymn organi olmak yoniindedir.

Meslektaglarimizi, alaninin geligmelerini yakindan takip eden aragtirmacilari, kiymetli ¢aligmalarini Journal of Busi-

ness, Innovation and Governance (JoBIG) araciligi ile bilim diinyasiyla paylagsmaya davet eder, saygilarimizi sunariz.

2024 yilinm ilk say1sinda bulusmak dilegiyle...

Dr. Nisa AKIN

Journal of Business, Innovation and Governance
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FROM THE EDITOR

Dear Readers,

We are pleased to share with you the first issue of the Journal of Business, Innovation and Governance (JoBIG),
2023. As of Volume 6, Issue 2, JoBIG hosts 2 research article. In this issue, as in our previous issues, we are excited
to include original works that make valuable contributions to the literature. In the studies included in the issue, the
use of the analytical hierarchy process in the establishment site selection process was researched on a food business
and the First Petro period was evaluated in terms of strategic management. We would like to thank our authors for
their interest in our magazine. We hope that the publications in the issue will be read with interest and will shed
light on another research.

We would like to express our endless thanks to our referees, who provided their scientific opinion and support with
devotion and meticulousness in the preparation of our issue, for their efforts and for their valuable contributions to

improving the quality of the publications to be included in our journal.

We sincerely thank our esteemed publication team for their valuable contributions and devoted work, who have

made efforts to improve theissue and structure of JoBIG.

In this last issue of our journal, worthy of its 6th year, as in our other issues, our desire and aim is to be a scientific
publication that meets the criteria and standards determined by national and international indexes.

We invite our colleagues, researchers who closely follow the developments in the field, to share their valuable studies
with the scientific world through the Journal of Business, Innovation and Governance (JoBIG), and we present our
respects.

Hope to meet you in the first issue of 2024...

Dr. Nisa AKIN

Journal of Business, Innovation and Governance
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OZET

Oz dogrulayict geri bildirim kisinin esenligini ve psikolojik tutarhlik halini etkilemektedir. Oz
dogrulama ¢abalarinin siklikla 6zel hayat baglamindaki sosyal iliskilerde incelendigi, is baglaminda
yapilmis c¢aligmalarin az oldugu goriilmektedir. Bu c¢alisma is yerinde alinan 6z dogrulayici geri
bildirimin insan iliskileri ve ¢alisanin is yeri davranislar {izerine etkisini incelemeyi amaglamaktadir.
Caligma kapsaminda 30 katilimet ile yiiz yiize derinlemesine goriismeler gergeklestirilmis ve katilimsiz
gozlem yapilmustir. Bulgular alanyazina birkag noktada katki saglamaktadir: mesai arkadaslarindan 6z
dogrulayict geri bildirim almanin iletisimi giiglendirdigi, etkin gorev dagilim vasitasiyla daha etkin
takim caligmasi sagladigi, ¢alisan ve 6z dogrulayici geri bildirim aldig1 mesai arkadas: arasinda giiven
tesis ettigi, duygusal baghlik olusmasina yardimci oldugu ve orgiitsel vatandaslik davranislarinin ortaya
¢ikmasina katkida bulundugu goériilmistiir.

Anahtar Kelimeler: Oz Dogrulayici Geri Bildirim, Orgiitsel Vatandaslik Davranisi, Duygusal Baglilik,
Giiven, Insan Kaynaklart Yénetimi

JEL Kodlari: D23, M12, 015, J24

ABSTRACT

People need to obtain feedback that verifies the self- views which they hold about themselves, as, it is
needed for psychological well-being and consistency. Trying to get self-verifying feedback, namely self-
verification strivings research is mostly conducted in personal settings and intimate relationships. Thus,
more research examining the topic in organizational settings and business relationships is needed. This
paper aimed to study self-verification strivings of employees in organizational settings and to obtain an
understanding of the influence of confirmatory feedback on workplace behavior and relationships. The
research was exploratory in its nature, thus a qualitative research design was used and in-depth
interviews with 30 participants were conducted. Additionally, the researchers made non-participant
observation in the workplaces of the participants. The study presents several contributions to the field:
It showed that receiving confirmatory feedback improves communication between colleagues; it enables
effective division of work which in turn improves teamwork; it ensures the colleagues to have precise
expectations about each other’s performances, it contributes to trust between the employee and the
verifier, it helps the formation of affective commitment towards the organization and contributes to the
development of organizational citizenship behaviors.

Keywords: Self-verifying Feedback, Trust, Organizational Citizenship Behaviors, Affective
Commitment, Human Resource Management

JEL Codes: D23, M12, 015, J24

“Self verification strivings in organizational settings / Orgiitlerde 6z-dogrulama cabalari” baslkli doktora tez ¢alismasindan tiiretilmistir.

izmir Katip Celebi Universitesi iktisadi ve idari Bilimler Fakiiltesi Dergisi, 2020; 3(1): 1 — 16
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1. INTRODUCTION

Self-verification theory, developed by Swann (1985), argues that people try to get
feedback which confirms their own ideas and beliefs on themselves. The theory portrays
people’s need to consistency about their self-views (Swann, 1987, 1985). When they receive
confirmatory feedback, they become certain on their self-views. Self-views serve maintaining
coherence by helping the individual to make sense of life and experiences, make predictions
about the world and guide behavior. A stable self-view makes up person’s knowledge systems
(Swann, 2011). As reported by Swann, self-verifying feedback assures that individual’s
system is in balance. It also improves his psychological well-being and maintains his
psychological coherence (Swann, 2011). On the other hand, if the person receives self-
discrepant feedback (feedback that does not support one’s self-view), he can be impaired
seriously. Because when the self-view is threatened, person faces the possibility of losing his
sense of control (Swann & Hill, 1982). To avoid this, he engages in self-verification strivings.
Cable and Kay (2012) define this concept as trying to lead others to know oneself as the
individual knows thyself. Self-verification strivings involve behaving, speaking, dressing in a
way that would ensure getting self-verifying feedback from others and preferring selected
environments which would grant receiving this type of feedback (McCall & Simmons, 1966;
Swann 2011; Swann, De La Ronde & Hixon, 1994; Swann, Pelham & Krull, 1989).

Self-verification is studied in romantic relationships and personal domain mostly (e.g.
Emery, Gardner, Carswell & Finkel, 2018; Kwang & Swann, 2010; Weger, 2005). Also, there
are several research on self-verification in groups and in organizational settings (e.g.
Amarnani, Restubog, Shao, Cheng & Bordia, 2022; Booth et al., 2020; London & Smither,
2002; Messick & Mackie 1989; Swann, Polzer, Seyle & Ko, 2004; Swann, Kwan, Polzer &
Milton, 2003).

1.1.Outcomes of self-verifying feedback

When people give and receive confirmatory feedback for each other’s self-views,
interpersonal relationships and interactions gets smoother. Because when people know one
another, they have mutual predictability and trust (as predictability is an important part of
trust). Relationships get predictable, simple and safer (North & Swann, 2009; Rempel, Holmes
& Zanna,1985; Tyler, 2001). Receiving self-verifying feedback makes sure that the
experiences are coherent, relationships are predictable and thus, brings stability into people’s
lives. The resulting psychological comfort helps reducing worries and even improves
individual’s physical health (North & Swann, 2009; Swann, Chang-Schneider & Angulo,
2007).

The studies that focus on self-verification in groups present its outcomes in
organizational settings: Polzer, Milton and Swann (2002) argue that group members desire to
get self-verifying feedback from other members, so that they know the others see them as they
see themselves. In group relationships, self-verification is a part of the processes that people
negotiate their identities. Studies show that self-verifying feedback in group settings decreases
communication problems (like misunderstandings) and thus the possibility of conflicts. It also
creates mutual predictability, helps the formation of commitment, ensures a match between
capabilities and expectations and, improves interpersonal congruence and performance in
group work (Polzer et al., 2002; Swann et al., 2004; Swann et al., 2000). Additionally, in small
and diverse groups, as people know each other well, fear of being misunderstood, fear of the
other and the hesitation of stating debatable opinions are reduced. The group can produce
creative and innovative solutions and ideas more (Polzer et al., 2002; Seyle, Athle & Swann,
2009).

Regarding the information provided by the literature, current paper has two major points
of origin. First, the rich accumulation of studies mostly focuses on the personal domain, not
the organizational domain and second, the patterns of modern life make business and business
interactions a major part of people’s lives, as they are at their offices almost more than the half

izmir Katip Celebi Universitesi iktisadi ve idari Bilimler Fakiiltesi Dergisi, 2020; 3(1): 1 — 16



of day time. Thus, self-verification strivings in organizational settings still need academic
attention. The vast literature on self and other self-related concepts show that people’s self-
views are formed based on how the others see them. Additionally, to ensure coherence and
consistency, people need consistent self-views and to get consistent self-views, they need to
get confirmatory feedback from others. So, the following question arises in one’s mind:
remembering that modern people’s lives are mostly dominated by work, can they maintain
their self-views (and psychological coherence and well-being) only via verifying feedback
received from family members and friends? Thinking about the time spent at the office and
the centrality of work and career in modern people’s lives, probably not. People increasingly
define themselves via their professions and accomplishments in their careers and, business
relationships seem to be increasingly important for them.

Additionally, self-view formation process is influenced by the cultural context
(Marshall, 2001), so does feedback-seeking behavior (Sully De Luque & Sommer, 2000). So,
self-verification processes like self-verification strivings and getting discrepant and verifying
feedback may also be unlike in divergent cultural contexts. Tiirkiye, the residence to the
researchers, is a setting where self-verification research has attracted only minor attention: to
our knowledge, there are only few research examining the topic in the Turkish context (Akun
& Behrem, 2019; Tayfur, 2012; Yildirim & Akin, 2021), Conducting the research in Tiirkiye,
could provide additional insights into the topic. Thus, this paper aimed to examine employee
self-verification strivings in organizational settings, motivated by a fundamental question of
curiosity: how do employees feel when they receive confirmatory feedback and how does
confirmatory feedback influence their relationships with colleagues and their workplace
behavior (if it does)?

2. METHOD

The current study intended to obtain an understanding of the potential impact of
confirmatory feedback on interpersonal relationships in the workplace and individual
workplace behavior.

Research questions were as follows:

*How does self-verifying feedback that is received from colleagues influence
employee’s relationships with the feedback providers?

» How does the employee feel after getting confirmatory feedback from colleagues?

* Do receiving confirmatory feedback from colleagues influence individual workplace
behavior?

As the research questions had an exploratory nature, a qualitative research design was
preferred. The aim of this selection was obtaining a naturalistic understanding of human
experience (Todd, Nerlich & McKeown, 2004); and making sense of the topic at hand by
shedding light to the meanings that people give to it. (Banister, Burman, Parker, Taylor &
Tindal,1994; Denzin & Lincoln, 2005).

The study focused on collecting information about how does the employee feel upon
getting confirmatory feedback from colleagues and, how self-verifying feedback affects (if it
does) workplace relationships, so the sample had to be a group of participants who work in an
organizational setting which requires employees to work in interaction with colleagues on a
regular basis. Working with others as a routine part of a workday would ensure the chances of
giving and receiving feedback. Due to the efforts of improving quality of education, new and
participative managerial methods based on teamwork are used in schools (Gokge, 2009; Hall,
2001). Thus, schools rely on teamwork in their daily operations, which requires frequent
communication between organizational members. In Tiirkiye, the routine operation in schools
include the functioning of various teams like teachers’ board and coteries (based on expertise,
like science teachers’ coterie, music teachers’ coterie). Teachers meet regularly to produce
syllabus, make educational plans, ensure coordination, prepare exams, manage projects and
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organize events. All of these meetings and the nature of teamwork grants in-person
communication and provides plenty of chances to the teachers and principals to give and
receive self-verifying feedback. Additionally, unlike many other white-collar employees,
teachers do not have private offices. They share a teachers’ room. After, before, or between
their classes, they spend their time in teachers’ room and work, rest, chat or read there, with
other teachers. Sharing the physical work space also provides chances to communicate and
bond, and to exchange self-related feedback. Thus, the purposive sample of the study was
composed of teachers (high school and primary school teachers who work at private and public
schools) in the city of izmir, Tiirkiye.

The sample contained 30 teachers and it was formed to be inclusive of both genders and
school types:

» Gender: 16 female teachers and 14 male teachers.

» The type of school: 17 teachers from public and 13 teachers from private schools. This
distinction was made based on the knowledge that different ownership structures cause
differences in working conditions and expectations about performance in schools.

An interview protocol was prepared to guide the researchers and, potential participants
were contacted. Appointments for the interviews were organized based on participants’
availability. The volunteering participants were assured about anonymity and were briefed
about the research. Before the interviews and observations, the researchers reflected on their
personal ideas on the subject and found out potential individual biases and previously held
beliefs. The aim was to grant confirmability and to prevent biases and beliefs to influence the
process of developing an accurate understanding of the phenomenon. In order to build trust
between researchers and the participants, some personal interaction was incorporated before
the interviews and the observations. The researchers both have sociable and talkative
personalities, thus it was easy for them to initiate personal interaction with participants. Hereby
the participants did not feel tense and stressful and they did not feel like strangers.

The interviews were conducted at places of participants’ selection: places that they
would feel comfortable and at ease. Most of the participants preferred having the interviews
in their schools. That was an invaluable opportunity for the researchers to make observations
at the schools. The researchers arrived at the schools prior to the interviews and spent 3 to 4
hours at teachers’ room, observing teachers’ interactions. They also did not leave the school
right after the interviews: they spent additional time observing and occasionally, chatting with
the teachers. 150 hours of observation was made during the field study. The researchers tried
to understand the interpersonal relationships in the settings as they had the chances to have a
better, a closer perspective as an outsider (Kostera, 2007). They preferred to take a back seat,
merely observe, take notes and avoid possible interference, so that the members of the
organization be as they normally are in the daily organizational routine (Ciesielska, Bostrém
& Ohlander, 2018).

Most of the interviews were recorded with participant permission. Some participants
did not accept the recording, during these interviews the researchers relied on their field notes.
In addition to the interview recordings and field notes, the researchers kept diaries which
involved their observations, notes and feelings about the interviews and participants. The
recordings were transcribed verbatim right after every single interview. Participants and
interviews were given numbers. All confidential information about the participants were
removed from the transcriptions for anonymity purposes. During the field study, the
researchers listened to the audiotapes, examined the transcriptions and analyzed the data set at
the same time. Researchers stopped conducting interviews upon data saturation, as data sets
the sample size in purposive sampling. This is called as the golden standard by Morse (1995).

To ensure trustworthiness, the researchers followed Lincoln and Guba’s criteria (1985).
For credibility, continuous triangulation was employed. The researchers checked the data, their
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interpretations of data and the related theories, going back and forth between them. Moreover,
they used prolonged engagement:150 hours of non-participant observation was made. Field
notes included information about the setting, participants’ relationship with colleagues, his/her
behaviors, attitudes and reactions. Additionally, three random transcriptions were selected and
sent to the related participants for checking and all were approved.

The research team had the aim of granting mutual interaction between the theory and
the data (Morse, Barrett, Mayan, Olson & Spiers, 2002), thus the data collection and analysis
were concurrent. Data analysis was made using open coding / inductive constant comparison
(Glaser & Strauss, 1967; Corbin & Strauss, 1990; Miles & Huberman, 1994; Ryan & Bernard,
2000). This method is relevant for pointing out the underlying facts as themes throughout the
data set (Leech & Onwuegbuzie, 2007). All transcriptions were printed and read several times
by the researchers. In doing so, they aimed to find out the emerging meanings and themes and
to bring out the categories and the codes. The audio recordings were also listened to during
the initial readings. As stated by Corbin and Strauss, data were broken down analytically and
compared in order to find out differences and similarities (Corbin & Strauss, 1990), later they
were grouped together as codes and were conceptually named. Subsequently, the codes were
grouped based on similarities and categories were attained. The interpretations were double
checked, repeatedly going back to the recordings, field notes and the transcriptions. The
research team worked on the interpretations together, so that the construction of the
interpretation is dependable and stable. During this process, the researchers went back and
forth between data from interviews, field notes, their interpretations and the theory. As the
process continued, coding became refined. At some point, the analysis no longer brought out
new codes and categories, thus due to conceptual saturation, the researchers conducted no
more interviews.

The following section will present the findings alongside with the related participant
reflections.

3. FINDINGS

1950s: Confirmatory feedback influences an individual both sociologically and
psychologically. Previous studies on self-verification were mainly on these effects
experienced in marital relationships (e.g. Emery et al., 2018; Kwang & Swann, 2010;
Weger, 2005). As the current study only addressed confirmatory feedback in the
workplace, the field study did not focus on discrepant feedback. Findings present the
influence of confirmatory feedback on employee’s relationships in the workplace and
on individual workplace behavior.

3.1. Improved communication

Improved communication is the first emerging theme of the study. The data set showed
that receiving verifying feedback contributed to participant’s communication with the verifier.
When the participant received confirmatory feedback, she felt relaxed, safe and
communication became easier and more comfortable.

Participant.22: | was new at school back then. Nobody knew me, so talking to others
was not easy. | had to think hard before talking, as they did not know me, I did not know them,
I did not want to offend anyone, say something wrong. I didn’t want them to have bad
impressions about me. | was not talking much, not say much, less risky.

Participant.3: ...as time passed and I get to know about them and they get to know
about me, | relaxed, literally. I was talking and chatting as | wished. I was lucky, we had the
chances to talk, know each other and bond.

When the employee is known by the colleagues, as there is mutual predictability,
communication is easy. On the contrary, when she is unknown to the colleagues, she has to
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show efforts and spend time to make sure that interpersonal communication is accurate and
healthy. As the participant does not get confirmation to her ‘self’, she has to adopt certain
strategies in self-verification (McCall & Simmons, 1966; North & Swann, 2009; Swann, 2011;
Swann et al., 1994; Swann et al., 1989). She has to give particular messages to colleagues so
that she can get confirmatory feedback for her self-view. This means constantly striving to
present to others who she is. In such a situation, she does not merely communicate with
colleagues to inform them about her ideas, her needs and her wants; it becomes a complex
process of self-presentation and trying to get verifying feedback. Participant statements
showed that the energy and efforts spent on self-verification strategies and on communicating
with this motive could have been spent for work. They reported that, when working with
colleagues from whom they received confirmatory feedback and thus, who knew them, they
could devote these resources to work related issues and activities. As Swann (2011) stated, the
predictability created by being known in social settings provides a sense of comfort. That very
comfort enables the employee to completely focus on work and duties. This can also be seen
in Participant 5’s reflection:

Participant.5: We know each other for long, we know each other’s styles, like how do
1 talk, what do I mean when I say something, they know me. That’s a comfort, a luxury. We
don’t need to be cautious when talking, we don’t think what will he think if I say this. We
simply say what we need to say and we work, we concentrate on our jobs, not on what others
will think about me, say about me.

Communicating with others that does not know them creates anxiety, tension, stress
and fear in employees. Because it involves the risk of making communication mistakes,
producing conflict and creating a false and undesired image. When communicating with others
who provide confirmatory feedback, they feel seen and understood for who they are and this
creates a relaxed environment, as Participant 18 verbalized below.

Participant.18.... Weapons down...

This finding contributes to the idea that healthy communication is valuable in a
workplace, because communication is seen as an important force for the organizing function
(Putnam & Nicotera, 2009).

3.2. Simplified team work via effective task distribution

The next emergent theme was effective task distribution. When colleagues know each
other well, they know each other with strengths, weaknesses, skills, expertise, characteristics,
limitations and potential. Thus, when working with colleagues that they receive confirmatory
feedback from and thus are known by, team work is simplified. The team tasks are distributed
to members accurately based on skills, expertise, limitations and potential.

Participant.10: | told you before, my principal and my colleagues in my coterie, they
know me well. When we are sharing the tasks, when the principal is assigning us some duties,
it is known... where am I good at, or where I will need help ...some tasks, I am terrible at, like
organizing shows, | cannot do it good, they know it, they never give it to me (laughs). This is
good by the way, each job is in safe hands and the school runs good.

Participant.19: They know my limitations; they do not force me to things that | am
weak at... I don’t feel offended that they know my weaknesses, because it is good for me and
for the school. We are efficient because we share the tasks well.

As participants reflected, when colleagues know each other well, work is delegated
effectively. Each employee is assigned to jobs based on abilities, in this way team resources
are used with maximum efficiency and effectiveness. Additionally, they have the chances to
atone each other’s weaknesses and compensate deficiencies and lack of experience. As
London (2003) stated, group members’ knowledge of other members’ limitations and
capabilities, their strengths and weaknesses would contribute to group processes. This is how
team work is facilitated and colleagues are comforted. Team saves time, energy and efforts.
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Using team efforts wisely leads to an enhanced team effectiveness. As, the level of effort and
certain other factors determine the effectiveness of the group (Hackman & Oldham, 1980).

Additionally, as self-verifying feedback improves communication, it indirectly
contributes to teamwork. Healthy and effective communication prevents potential conflicts
and problems, it helps bonding between members and thus, members can exchange ideas and
feelings without the fear of being misunderstood, misjudged or excluded.

3.3. Accurate expectations about performance

Another theme was accurate expectations about performance. As participants stated,
when the teacher is known well by the colleagues, principals and students, each of these parties
have an accurate idea about what to expect from her.

Participant.8: Another advantage is, no one has unreal expectations from you, because
they know you, they know what you actually can do. So they never want you to do something
that you cannot...believe me its precious because we have good performances thanks to this
understanding.

Participant.12: ... we are efficient as a team, because of knowing everyone good. We
don’t lose time, we don’t waste efforts... some people think that, hmm it’s a professional
environment, I don’t need them to know me, I don’t need to know them, we just do our jobs.
No, | disagree, relationships matter in performing, if my principal does not know me well, he
can never know how to best use me...

Arranging expectations from the participant based on her personality and professional
capabilities creates reasonable performance expectations. Thus, the chances that participant
meets expectations are high. This reduces ambiguity and uncertainty in workplace
relationships, produces coherence and thus contributes to psychological well-being (Goffman,
1959; Swann, 2011). This finding added to Swann et. al.’s study (1992) in which they argued
that discrepant feedback could lead to incorrect expectations from the individual. This may
harm the interaction between parties and it can damage the intimate and marital relationships
(Swann et, al, 1994). Findings extended the contribution of these studies by showing that self-
verifying feedback ensures colleagues to have correct expectations from each other and
prevents potential workplace relationship challenges and work related problems.

3.4. Trust

Participant reflections show that confirmatory feedback contributes to building trust
between the person and the verifier, as behaviors and attitudes become mutually predictable.
The individual and the colleague know each other’s personalities and professional
characteristics, thus they know if they can rely on each other and when and how to rely on
each other.

Participant.24: ...if colleagues know each other, it’s a trusting place. You don’t have
to watch for your back. You come with peace.

Participant.9: ... I had to take some time off because of a family problem, a colleague
took over my classes, but I never had a tiny amount of doubt. | knew that she would handle it
very well, because we trust each other. | would do the same for her.

This finding extended Burke and Stet’s (1999) study to organizational settings: they
argued that self-processes (self-verification) directly and indirectly leads to trust in intimate
relationships, by replicating the same finding in workplace relationships. Because, the current
study showed that confirmatory feedback from a colleague for individual’s self-view leads to
trust between the two. Zand (1972) defines trust as the process of becoming vulnerable to the
other. Additionally, Hoy and Tschannen-Moran (2003) state that it is the individual’s willing
vulnerability to the other. This willing vulnerability is based on the belief that the other is
honest, reliable and open. It is also based on confidence to the other. Regardless of the context,
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trust is important in human interaction, Durkheim (1956) states that it is the foundation of
social order. On the other hand, as a critic to Durkheim, Elster (1989) argues that social order
is made up of the norms, rules and predictability of social life. But Mistral (1996) says that in
the absence of trust neither the daily life nor the social order can be as they are. Because trust
decreases uncertainty and it produces stability and coherence (Mayer et al., 1995; Porter et al.,
1975). Trust in organizational settings, namely organizational trust is described by Gibbs
(1972) as a climate that involves confidence in one another, acceptance of one another and
mutual positive feelings. Cook and Wall (1980) add that trust is a must in creating a healthy
climate in the organization and it is also vital for stability in the long term. Having noted these,
it can be suggested that confirmatory feedback indirectly contributes to a healthy
organizational climate via creating trust between colleagues.

3.5. Affective organizational commitment

The next theme presents that confirmatory feedback, when received from a colleague,
creates constructive and positive feelings in the individual. These positive feelings are not only
towards the colleague but also towards the organization and they grow and create affective
commitment towards the organization.

Participant.16. ...it is so good to know that people around you know who you are... I
go to school with such an enthusiasm, like 1 am not going to work but to meet friends, like
school is my place. | love my school.

Participant.20: I love the teachers, we know each other for years, its like a family... so
that makes you love the school, love the job, feel like you are the one who owns the school.

Meyer and Allen (1987) describe affective commitment as the individual’s
sentimental attachment to the organization: The individual is sentimentally attached and
committed to her organization. Receiving verifying feedback, thus, being known by the
colleagues creates positive feelings towards them, which results in a feeling of belongingness.
Feeling “at home and with family” leads to affective commitment. Swann, Hixon, and De
LaRonde (1992) have previously shown that receiving verifying feedback from the partner
increased commitment to the relationship in marital association and Burke and Stets (1999)
argued that self-verifying feedback leads to commitment in groups. Cable and Kay (2012), on
the other hand, presented that self-verification strivings predicted organizational commitment
positively. The current study supported these previous studies and it also contributed the
literature by showing how self-verifying feedback may lead to affective commitment in
organizational settings.

3.6. Organizational citizenship behaviors

The last theme shows that receiving self-verifying feedback contributes to the creation
of organizational citizenship behaviors via having trusted and close relationships with
supervisors and managers.

Participant.13: | worked at a village school. We were only two teachers there. We get
to know about each other quickly and we had such a good relationship ... we backed each other
in everything... what happens then is, you feel like you have to do more, more than what you
actually should.

Participant.14: ...we were like brothers and sisters... we were also painting the school
in summer time, fixing the tables of the students... that was not our job to do. But we felt like
we had to do it, because the school was our responsibility.

As Participant 14 stated, due to his close relationship with the principal and other
teachers, as they knew each other well and trusted each other, he felt indebted to the principal
and the school, and undertook jobs and responsibilities which are not written in his job
description. He felt the organization as his own. Thus, based on the data, it can be concluded
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that self-verifying feedback contributes to the creation of organizational citizenship behaviors
via building trusting relationships between subordinates and supervisors. Organizational
citizenship behavior (OCB) was first coined by Smith, Organ and Near (1983). Organ (1988,
p. 4) described the concept as voluntary conduct which contributes to the functioning of the
organization and its performance. It is called as voluntary as it is neither formally included in
the individual employee’s job description, nor recognized and enforced by the formal policies
and systems (Bateman & Organ, 1983; Organ, 1988; Smith et al., 1983). OCB is a precious
asset for the organization, as the employee voluntarily contributes to the organization. It is
stated to help the organization overcome the unexpected contingencies via enhancing
flexibility (Smith et al., 1983). It is also claimed that the organization is very delicate if it only
relies on the pre-determined and written prescribed behavior, thus OCB is important in
strengthening the organization and handling the prevalent uncertainties of the modern business
life Katz (1964).

Previous research showed that self-verification strivings predict new employees’ OCB
significantly in a positive way (Cable & Kay, 2012). Current research extends this finding via
showing that receiving self-verifying feedback facilitates OCB via the trust based relationships
between organizational members in vertical hierarchical associations.

4. DISCUSSION

As shown in the findings section, confirmatory feedback given by colleagues creates
the following outcomes in organizational settings: improved communication, simplified team
work via effective task distribution, accurate expectations about performance. It also helped
building trust, contributed to affective commitment and the creation of OCB.

Self-verifying feedback among colleagues eases the communication process and thus
improves it. It also enhances collaboration indirectly and thus improves team work. As stated
in the literature (Main, 2010), professional dialogue (in this case, simplified by working with
a colleague that confirms person’s self-view via confirmatory feedback) promotes
collaboration. Additionally, as confirmatory feedback improves communication, it creates a
positive communication climate. That, also is suggested to contribute to maintaining
relationships (Canary, Stafford, Hause & Wallace,1993; Canary & Stafford, 1992; Messman,
Canary & Hause, 2000). Keeping these in mind, we can argue that self-verifying feedback,
besides improving communication and fostering the development of new workplace
relationships, also helps maintaining the existing ones.

On the other hand, team effectiveness is simplified through improved communication,
as communication is a team process (Kozlowski & llgen, 2006; Marks, Mathieu & Zaccaro,
2001). Craig (1999) states that people experience life via communication and thus, improving
communication means improving the overall life experience, both in professional and in
private settings. By providing the employees with opportunities to get to know one another,
management could enjoy the positive influence of confirmatory feedback on interpersonal
communication, workplace relationships and individual workplace experience. Human
resource management activities focusing on improving organizational communication,
teamwork effectiveness and performance expectations should address the influence of
confirmatory feedback.

As stated above, current findings supported Burke and Stets’ (1999) study suggesting
that self-verification operates directly on the behavioral measures of commitment and it
indirectly increases commitment and emotional attachment via trust and self-feelings.
Participant reflections showed how confirmatory feedback contributed to mutual trust and the
creation of affective commitment. Allen and Meyer (1990) described affective commitment
as the employee being emotionally attached and identified with the organization and happy
being a member of it. Their commitment model offered affective, normative and continuance
commitment components to the concept (Meyer & Allen, 1987). They are different than one
another and related to a number of organizational outcomes. Affective commitment on the

izmir Katip Celebi Universitesi iktisadi ve idari Bilimler Fakiiltesi Dergisi, 2020; 3(1): 1 — 16



other hand, is the one that has a significant relationship with individual workplace behaviors
like performance, OCB and attendance. It is also known to have a negative relationship with
work-family conflict and stress (Meyer et al.2002). Thus, confirmatory feedback may
contribute to these desired workplace behaviors and may prevent the undesirable ones via
fostering affective commitment.

Lastly, the current study extended previous research by showing that self-verifying
feedback contributes to organizational citizenship behavior in organizations. As stated by
Podsakoff, MacKenzie, Moorman and Fetter (1990) and Robinson and Morrison (1995),
employee’s relationship with his/her manager has an effect on OCB, via establishing
employee’s perceptions on the leader. The current findings showed self-verifying feedback’s
role in strengthening the employee-manager relationship, building trust among them and thus
contributing to OCB. OCB not only enhances organization’s flexibility (Smith, Organ & Near,
1983) which is precious in handling turbulence and uncertainties, but it also positively
influences profitability (Koys, 2001), productivity, efficiency and customer satisfaction
(Podsakoff, Whiting, Podsakoff & Blume, 2009). Additionally, it is reported to be negatively
related with unit-level costs and turnover (Podsakoff et al., 2009), actual turnover, turnover
intentions and absenteeism (Podsakoff et al., 2009). OCB is a highly desired individual
workplace behavior as it benefits the organization in multiple ways.

With these in mind, it would be correct to say that interpersonal relationships matter in
all organizations, thus having colleagues who know you well matter, too. Having colleagues
who know you well and give you verifying feedback contributes to individual psychological
well-being and it develops emotional bonds, not only between colleague and the individual
but also the organization and the individual. These bonds contribute to the development of
trust, affective commitment and OCB.

Findings of the current study emphasize the roles of managers and human resources
function. Knowing the positive impact of confirmatory feedback from colleagues on
workplace relationships and individual workplace behavior, managers and human resources
departments should create the climate and the chances for the organizational members to spend
time together and to know each other. Socializing alternatives like company picnics, family
weekends, corporate social responsibility projects, art workshops, corporate sports events
should be frequently provided to the employees. Workplace design should also be changed to
serve the purpose: coffee corners, shared work stations, team rooms, large and welcoming
cafeterias that encourage sitting and eating together and coffee break gardens are among the
options. Managing people has no standard recipes to follow to attain desired purposes. Thus,
being a manager is multi-faceted and complex in all that it demands, but research contributes
to the management knowledge and provides directions, like the current study humbly
attempted to do.

Future research may also enrich the cumulative knowledge on the issue: the role of self-
verifying/self-discrepant feedback on leader-follower relationships and the impact of self-
verifying/self-discrepant feedback on human resources processes like performance evaluation,
career progress and promotion need to be investigated.

The current paper has a number of limitations: field study was conducted in Izmir,
Tiirkiye, thus findings may be different in different settings like other cities of the country,
and other countries, due to sub-cultural and cultural differences. The sample was purposefully
selected as teachers, due to the constant interaction between colleagues. Findings may be
different with a different sample, as professions differ based on the nature of interaction
between colleagues.
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OZET

Bu ¢alisma, yapay zekanin gelisim tarihini belirli yillara ayirarak, kavramin kokeninden baslayarak
gegmisten giiniimiize, kritik karar verme yaklasimi konusunda is hayatina adaptasyonunu orneklerle
agtklamay1, gelecek arastirmalara bilgi saglamay1 amaglamaktadir. Bu inceleme ayn1 zamanda yapay
zekanin endiistriyel is baglamindaki evrimine, ilk kavramsallastirmasindan Endiistri 4.0'daki mevcut
uygulamalarina kadar kisa bir genel bakis sunmaktadir. Bu alan, on yillar boyunca veri odakli
yaklagimlara, makine Ogrenimine ve yapay zekanin endiistriyel siireglerle entegrasyonuna artan
vurguyla 6nemli gelismelere tanik oldu.Bu baglamda geleneksel literatiir taramasindan elde edilen
bulgular gegmisten giinliimiize 5 ila 10 yillik periyotlarda incelenerek tarihsel ve orgiitsel 6rneklerle
agiklanmustir. insan kaynaklar, pazarlama, yonetim, iiretim ve lojistik gibi yapay zekayla igige
calisabilecek boliimler kavramlarla giiniimiiz is hayatinda bir ihtiyactir."Yapay zeka' uygulamalari,
sektoriin tiim alanlariyla entegre ¢alisabilen kodlama ve algoritmalar araciligiyla, daha diisiik maliyetler
ve sirdiiriilebilirlik agisindan daha verimli bir ¢aligma ortami yaratilmasina yardimei oluyor. Sonug
olarak arasgtirma, insani duygular, etik, ahlak veya vicdan gibi faktorleri ortadan kaldirarak durumu
analiz edebilen, olasiliklari hesaplayip sonuglari raporlayabilen yapay zeka uygulamalarinin is hayatinda

ABSTRACT

This study aims to explain the adaptation of Al to business life regarding critical decision-making
approach with examples, starting from the origin of the concept from past to present, by dividing the
development history of Al into certain years, to provide information for future researches. The study
proceeded with a classic literature review as a method to understand and in order to shed light on the
historical development of artificial intelligence and explains its impact on decision-making authority
in business management in different sectors with examples. This review also provides a brief
overview of the evolution of Al in the industrial business context, regarding from its early
conceptualization to its current applications in Industry 4.0. In this context, the findings obtained in
the literature review were examined in periods of 5 to 10 years from past to present and explained
with historical and organizational examples. Al designed concepts in such as human resources,
marketing, management, production and logistics is a need in today’s business life. 'Al' applications,
through coding and algorithms that can operate in integration with all areas of the industry, help
create a more efficient working environment in terms of lower costs and sustainability. In conclusion
the research, aims to reveal the effect of artificial intelligence applications, which can analyse the
situation by eliminating factors such as human emotions, ethics, morality or conscience, and
calculate the probabilities and report the results, on decision-making in business life with exemplary
applications of leading companies in their sector.

Keywords: Literature Review, Artificial Intelligence, Algorithm, Management, Critical Decision
Making.
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INTRODUCTION

"Artificial Intelligence" has evolved in various forms from the past to the present. The
Word as a term has brought also the action within a gradually and made its way into every
country globally including Tiirkiye. Nowadays one of the most popular companies, leaders
respected and well-known in the sector of Global Business are strengthening and upgrading
their business game to rule the market with no doubt by engaging as much as possible with
Artificial Intelligence (Haigh, 2003). We encounter Al more often by seeing how it is
integrated in the systems of the leaders in their sector; such as Google, Apple, Tesla, Amazon
etc. This leads also to visible results for each business approach from organising to producing
or to packaging to logistics and of course to finance (Bishop et al., 2020). All with self-
programming and organising computers combined in the daily business life calendar, self-
driving cars, robots packing the products or cameras watching as 24-hour security duty around
duties that has been done by mankind for over a decade. What can only lead to groundbreaking
developments, especially in the service sector.

The path is simple: To understand the aim of Al in the life of Business, first we need to
define what artificial intelligence exactly is, and how it is used to be successful in the
“’Business Industry”’? Artificial intelligence, in its most practical form, is a concept that has
become widespread throughout the world, derived from English World itself (Forredellas and
Gallestegui,2021). The strengthening of this concept and its increasing presence in human life
has paved the way for mechanization in various fields, especially in industry, from production
to logistics.

Artificial Intelligence, is a form of intelligence, that is distinct and different from the
natural intelligence found in humans and animals, and it refers to the intelligence displayed by
machines (Persson, 1964). Basically Al, can be also determined as a simulation of human
intelligence processed via machines or the algorithms of the computers. The studies starting
to impel Al are going back to the 1950’s, where machine learning as a concept came to the
surface as a study field for scientist and engineers.

The reason of the sudden impact of the ideal concept of Al-designed became efficient
in the early 1950s, where computers started to became more accessible to humans, the
possibility of creating algorithms and coding systems for machines became evident. The
starting point of the concept in general machine intelligence has been shown in early 1950s
thanks to “’Alan Turing’’, who has published the work “’Computing Machinery and
Intelligence’’, in which he aimed to measure the functional intelligence of machines through
the "Imitation Game." After this research, more and more engineers, scientist, where interested
in artificial intelligence not as term, but as a concept to gain a position in the life of human
being (Council of Europe, 2023).

The scientist Arthur Samuel, who was a popular computer scientist in 1952 has, also
developed a program, that plays checkers independently, and succeeded marking the first
program in history that could learn the game on its own. This was a game changer for other
scientist and after this finding Allen Newell and Herbert A. Simon took a big step introducing
their so called “’Logic Theorist’” as the first artificial intelligence program. to World in 1955.

As an outcome of the program scientists could prove that 38 out of 52 mathematical
theorems and found also new and elegant proofs for some theorems. Between the years 1950
to 1960 the concept of Al has been in the focus of the philosophers, mathematicians, scientists
and other individuals. One of these individuals was Alan Turing, who explored mathematical
probability of an Al as a young British scholar (Benbya and Pachidi, 2020). Turing had a
different perspective about how Al should be handled and tried to change the idea of the
society by arguing about specifically mentioning to focus on human as the starting point of
everything (Ambati, 2020). This made in the future lot of things possible as a solution option
for organizations act in different fields, such as Ford leaded by Harrison Ford one of the biggest
car manufacturers in his time. The questions about how humans solve their problems starting
by the usage of reasoning and decision making, as well as utilizing available information and
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this became the breaking point of all the thoughts holding humanity back from the
understandings form of evolving integrating with Al for the man-kind. “’Turing went against
the idea of why machines couldn't process information in the same way and, contrary to
prevailing thought, he discussed how intelligent machines could be constructed and how their
intelligence could be tested in his article "Computing Machinery and Intelligence"’” (Jarrahi,
2018). After the successful integration of the tests has shown, that machines can learn with the
right algorithms and coding system.

In current topics and approaches, this concept, originally adapted in personal areas, has
become a part of a larger picture in socio-cultural areas. Indeed, artificial intelligence
applications have rapidly increased and diversified in recent years, but the capacity to expand
and develop these applications has become a prerequisite for their implementation
(Wiederhold and McCarthy, 1992). Technological change that adds a new dimension to
national competition in various fields such as health, the military, education, and more is
becoming increasingly important in terms of national security and economic power.

In recent years, many countries and regions have published their plans and adaptation
processes under the name of "artificial intelligence strategy" in line with their global leadership
aspirations in the field (Persson, 1964). At this point, three highlighted and important issues
related to the topic can be listed as follows: First the creation, research, and development of
"artificial intelligence" workforce and the establishment of investment programs to create a
suitable environment in this field (Dirican, 2015). Governments and companies in private and
general co-operations started to find alternative solutions for the organic and inorganic changes
that "artificial intelligence" so the adaptation of Al can bring to business life in terms of
management and economics. The analysis that leads to financial and ethical impacts in the
industry in help of Al, that provides faster information for use in critical moments easily that
also allows for managers to calculate and evaluate with the help of Al in Daily risks of business
management decision making approach in organizations.

The research includes the background of Al regarding the previous effective historical
events that allows a brief overview the evolution of Al. Most important in the industrial
business context, from its early conceptualization to its current applications in Industry 4.0.
Particularly with Industry 4.0, the transition from human labour to machine power has become
evident in Tiirkiye as well.

This in general helps to improve the quality of the work by also reducing personal stress
of the employee after the adaptation of the system with Al. Saving time and coasts ad
mentioned before and also keeping manpower usage in minimum is saving life quality of the
employee in a way with these adaptations (Haigh, 2003). Human resource, marketing, public
relations, management, producing process and all together the strong parts of an organization
are deeply connected to the decision-making approach in business, because wrong decisions
can lead to big loss in the sector for the specific organizations. Leaders need to be aware of
the popular and useful concepts that are adaptable to their business easily and help them to
reach their goals in total for the business inquires (Nelson, 2023).

In this study the ethical side of Al usage is also discussed to give researchers an idea
about the implement of Al-designed concepts in business. There are also the future trends in
organizational structure to take advantage of in right time to be one step ahead in the market.

2. METHOD

In this part, the methodology of the research is explained with the content given in the
figure, showing the starting point of the research (Bishop et al., 2020). The method contains
the basic needs of the literature review as a *’qualitative interpretation of prior knowledge’ *by
collection of the secondary data via scientific articles, thesis’, online pages and the
combination of those.

The research questions are given below in two paragraphs and the importance of the
research is also explained regarding these questions. First question is: “’How Al affects
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executives in the decision- making approach especially in the critical decision-making path?’’
and second: ’What are the important points to work on, while designing Al integrated work
environments for employees and customers for ethical and fair business understandings
regarding to protect human rights?’’ (Benbya and Pachidi, 2020). Also, the research aims to
show how organizational areas, such as HR, logistics, marketing, sales, production process
parts of the business can work more efficient by building an Al-designed system with
cooperate culture (Jarrahi, 2018).

Another important and the third question that took time to answer was: “"How the
society- symbolized as the consumer and customer by cooperation’s- took part in the Al-
designed world of business for executives to take action for growth to read the market and to
make the external also internal analysis without disrespecting the cooperate vision working
with own bias and ethical responsibilities as human-beings?’’.

The research contains all materials showing answers to the questions shared and gives
future researchers a new and actual starting point. The information gathered to answer these
guestions summarized after categorising the primarily selected data such as the academic
papers, articles, books, proceeding of conferences and reports from databases (Sestino and
Mauro, 2021).

The sources were primarily selected from academic databases, like Harvard SE two
articles, Science Direct three articles, IEEE Xplore four articles, Google Scholar 21 articles
five thesis and Scopus one article, also web pages used with google. All these databases were
chosen due to extensive coverage of Al-related research in the business context. The key words
chosen for the online- resource search and phrases supporting the data search were as example;
Al, critical decision-making in management, Al effect in business, historical background of
Al etc. Below also the table content of the resource allocation is given.

Table 2.1 Resource Allocation

, 1R H . =

Harvard SE Science Direct IEEE Xplore Google Scholar Scopus

= Articles = Thesis

The method used contains the obligations of a traditional, classic literature review
priorities. Starting with a historical background, the research gives information about the also
examples about the development of Al practises in organizations globally in different business
areas such as Amazon, Tesla, Google etc. The leaders of the market started to implement their
work with the algorithms of Al already and today’s high-level managers and CEOs whose
leadership is always required especially in critical moments of decision-making need also to
work with Al-designed work integrations to improve their results in every are they operate.

3. LITERATURE REVIEW
1950s: The Birth of Al and Early Research:
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The concept and scientific field of artificial intelligence officially began in the 1950s as
it is in the historical background part mentioned, Alan Turing introduced the idea of a machine
learning to the World (Persson, 1964). In 1956 with the Dartmouth Conference where also
like Turing, McCarthy and the others, talked about machine learning but with the possibilities
of the computer language learning where this also referred lately to the algorithm’s
combination for neuron nets that eventually lead to self-improvement for all and reliable
results also for the business making-approach (McCarthy and others, 1955). He also developed
the concept of the “’Turing Test’’, which aimed to measure a machine's ability to exhibit
intelligent behaviour indistinguishable similar to a human being by using an applicable
reasoning method to understand the concept to develop a learning way for an Al (World,
2022). This also took researchers attention on this evaluation and made more scientific
developments in the field of Al possible.

1960s and 1970s: Knowledge-Based Systems:

The 1960s and 1970s were in many ways a development period for Al. Computer
programs learned the decision-making abilities of a human expert in a specific domain that
focused researches in this specific area to make progress (Shubik, 2012). “’Dendral’’, today a
well-known pioneering expert system developed in the 1960s, was used for chemical mass
spectrometry to analyse and to demonstrate the potential of Al in knowledge-based tasks for
the future researches starting with science, but getting ready for the Business requirements
(Wiederhold and McCarthy, 1992).

1980s: Knowledge Engineering and Commercial Application

Moving to 80s, people witnessed the commercialization of Al technologies, with the
development of expert systems for industrial and business applications. Al research
increasingly focused on knowledge engineering, which involved acquiring and representing
human knowledge in a machine-readable form. Studies in this field show that knowledge
engineering in fact had a huge impact on commercial applications by manufacturing industry
with automation concepts around World (Kriebitz and Liitge, 2020). Expert systems are
developed to be used in various industrial domains, including manufacturing, finance,
especially security and healthcare. Governments also focused on detailed researches for
security checks that can be easily applied and effects thousands of people around World (Pratt
et al., 2020).

1990s: Machine Learning and Neural Networks

In the 1990s, major changes and developments has been revealed. These developments
also determined the point of view as a shift toward machine learning approaches (Dirican,
2015). To explain more detailed discoveries in connection with neural networks, which
allowed Al systems to learn from data has been a game changer for many researchers (Jarrahi,
2018). This era marked the resurgence of interest in neural networks, and their application in
industrial settings, such as quality control and predictive maintenance, gained prominence.

2000s and 2010s: Big Data and Deep Learning

The 2000s and 2010s were marked by the explosion of big data and the development of
deep learning techniques, such as convolutional neural networks (CNNs) and recurrent neural
networks (RNNs). (Vaio et al., 2020) This was also a needed mile stone for robotics to enter
in the global markets for producing the household products that are mostly well-known brands
like Dyson. Industrial businesses started utilizing Al for data analysis, optimization, and
predictive maintenance (Haigh, 2003). Al was applied in supply chain management, quality
control, and logistics.

2010 to Present: Industry 4.0 and loT

The World turned its face to a new generation of system that include robotics and Al to
every part of the industry. The new employees/workers of big companies started to change
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after the presentation era is characterized by the integration of Al with Industry 4.0. It is called
the fourth industrial revolution, which firstly focuses on smart factories and the Internet of
Things (loT). (Benbya and Pachidi, 2020) also includes to change the ideal manpower idea to
machines taking over the jobs man used to do. Al and machine learning are applied to real-
time data from sensors and loT devices for process optimization, predictive maintenance, and
autonomous decision-making in industrial settings (Ambati, 2020). Al-driven automation and
robotics are transforming manufacturing and supply chain processes.

Artificial intelligence (Al) and the object that include to work with Al is mostly used
these days in leader economies and companies in Amerika, Europe, in Asia and also some
Arab countries. The positive effects and also the importance of the appliance of the method
for Al transfer to organizations, caring points are shared with some real-life examples to solve
the most common daily business problems are given below:

Data Driven Decision Making : To collect data for customer behaviour or to provide
insight data to understand market trends in unknown competitive markets Al is an important
asset (Persson, 1964). Al can be used to transfer this information to build up a market strategy,
that can help CEOs and managers to make well informed thoughtful in many options,
strategically wise decisions as example for product development regarding the needs of the
market in aspects of culture and landscape or to expand the market.

Risk Assessment: Financial operational risks are one of the most important topics when
it comes to investments in each sector of the industry.Al algorithms can make the process
easier, by evaluating the potential threats, detecting frauds and crediting risks for executives
to take further steps to grow their market range regarding their business needs.

Scenario Analysis: “’Learn from the mistakes of others. You can't live long enough to
make them all yourself”” said ‘’Eleanor Roosevelt’’ (Rockwell, 2017). The same idea can be
adapted to business and usage of Al can make it possible by using historical data to simulate
various scenarios based on the current conditions, which helps the executives of the
organizations in the phase of planning and gives the organisation strategic options to succeed
by their goals without taking real life risks.

Competitive Intelligence: Al can be used to analyse competitors’ activities in the market
for the right pricing strategy or to upgrade and understand customer experience with outcomes
to design it better in aim to reach target market share. For executives, CEO’s it is more efficient
to build strong cases when it comes to finding new solutions against competitors’ fast growth.
(World, 2022)

Demand Forecasting: Forecasting models helps executives for organising departments
as example inventory management and production scheduling or reducing some costs and
ensuring efficient sustainable resource allocation.

Logistics Optimization: To optimize transportation routes, to manage warehouse
operations and to organise supply chain by ensuring clear and smooth operations by saving
costs it is possible to work with Al to gain all these given step by step (Dwivedi et al., 2021).
That makes Al an important tool for executives.

Customer Experience Enhancement: Use of Al is making personalization easier by
chatbots or Al-driven recommendation systems to reach customer support in matter of
customer satisfaction to be reachable on customer side it is an effective solution (Schultz,
2018). This helps the organisation to have fast feedback and also to social media data to
improve products and services.

Process Automation: The daily tasks of business life like reporting financial data, to
analyse contracts and human resource process can automated with the use of Al for business,
that can lead to repetitive tasks automation, that saves employee time on daily duties
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(Quinlivan, 2023). This also helps executives by decision-making process by reducing
operational costs and most importantly the errors that occur recurrently.

Energy Efficiency: Al with automation systems it is possible green energy saving
system for manufacturing and facilities. Optimization of the energy usage and reducing also
operational for the environmental and financial impact Al is an important tool.

Human Resources: Human resources are the capital of the organisation, that holds the
strength from the most important source, which is the employee (Persson, 1964). Starting with
talent acquisition to employee engagement and portfolio management human resource is
working with Al powered recruitment tools that can analyse resumes to match the right one
with the wished position, to screen candidates fit with a job in many companies (Haigh, 2003).
This transcends conventional methodologies to encompass resume analysis are the powerful
help behind the scenes. Al is also used in HR for engagement and to identify factors that affect
the productivity of the employee.

Financial Management: Al is used in wealth management for making investments
recommendations and for managing portfolios in many ways. A long-term work can easily
turn to a short-term work with Al-automatise expense reporting (Ambati, 2020). System can
ensure compliance with financial policies, that also help reducing unnecessary overhead.

Cybersecurity: Al identifies and responds to the code algorithms given that leads to
identification cybersecurity threats in real-time to secure company’s important data operations
by safeguarding Legal and Regulatory Compliance: Usage of Al helps organizations to evolve
regulations by analysing legal document such as contracts and other required policies
(Forredellas and Gallastegui, 2021). This gives executives options by saving time from daily
work routines requirements. Al stands as a sentinel for organizations, in high-level corporate
domains, CEOs and upper management wield Al as an invaluable strategic instrument for
driving data-informed decisions, to shape the future of the organization. Manufacturing
companies are already in this position and started to use more robot such as Amazon for
making work environment and the work itself more efficient by doing so also aiming to reduce
coast and gather financial power more and more in the sector (Vora, Gholap et al, 2023). It is
not wrong to share that companies declining the usage of Al integrated systems in their
business are most likely to lose profit in years. In high-level corporations to enhance decision-
making, streamline operations, and gain competitive advantages there are different ways to
apply to Artificial Intelligence in the system based on the needs of the organizations and there
is always an option for any sector the business operates on.

4. CRITICAL DECISION MAKING IN BUSINESS

Critical decision making in business refers to the process of making high-stakes,
impactful, and often complex choices that significantly affect the future of an organization
(Nelson, 2023). These decisions are typically made by senior executives, including CEOs, and
they involve strategic, financial, operational, and ethical considerations. Here are key aspects
of critical decision making in business:

Strategic Decision Making: Strategic decisions set the long-term direction and goals of
an organization (Jarrahi, 2018). They address questions related to market positioning,
expansion, product development, and competitive advantage.

Resource Allocation: Deciding how to allocate resources, including budget, personnel,
and technology, is a critical part of decision making (Saba et al., 2020). This involves choosing
which projects to fund and which to prioritize.

Risk Assessment: Critical decisions are mostly holding managing risks, that can lead to
potential financial, operational and regulatory risks including the market. Risk mitigation
strategies are crucial. (Haigh, 2003)
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Decision making approach is based on many different variations regarding the industry
that the business accurse (Nelson, 2023). Manufacturing and producing in a big mass or a start-
up business to grow, every company or organization has to make decision up to their goals for
planning, Al makes it easier to collect the data needed after that to analyse and report it in
hourly or daily basis regarding the need. (Rockwell, 2017) To save time and work more
efficient, Al can help to make better decisions when the time comes for the executives to take
action.

5. INTEGRATION OF Al TO BUSINESS WITH CASE STUDIES

All around the World, business is affected by Al and technology, no matter in which
field the business or organization operates, the need to work with Al options stays on to table
for all if it is the customer experience and data analysation, or logistics coast redaction t for.
Emerging economies are mostly manufacturers main address to produce but also there is the
option the build from zero than innovate a system that is working with failure.

After the integration and founding of Industry 4.0 era, Al is becoming increasingly
integrated into manufacturing processes, supply chain management, and other industrial
applications to enhance efficiency, reduce costs, and improve decision-making.

Today companies like Tesla and SpaceX, owned by Elon Musk are mostly focused on
Al and to make a big difference in the future for the human kind (Benbya and Pachidi, 2020).
Tests plant growing in the space to reach various important data to be able to survive on
another planet if there is no option on Earth.

1970-1980 Design Meets Innovation: In the 1970s one of the biggest companies of its
time Ford Motor Company combined their expertise in the new tech system and called it
DERPO (Design Evaluation Program). This was an early Al application just designed to
improve decision-making in the manufacturing process.

1990s-2000s Quality Control in Manufacturing: Specially in the car manufacturing
industry there are significant examples of the usage of Al. Toyota started to use Al-powered
quality control systems. The aim was to organise the system to analyse data from sensors on
the production line that could detect defects in real-time, to reduce waste and to ensure the
product quality to least.

2000s-Present Predictive Maintenance Years: In the 2000s Rolls-Royce made a major
difference when it came to the engineering of the vehicles. The cars of the brand gained a.
massive power by the usage of the aerospace and civil defence company’s aircraft custom
made engines for the brand (Pratt et al., 2020). Al algorithms could analyse the sensor data
and predict the needed power when it is maintenance to reduce downtime and increase lifespan
of engines. This also developed a different respect for the brand by other brands in the market.
After the success of the Rolls-Royce, German manufacturers in the automotive sector like
Porsche, Audi, Mercedes and BMW started also to work on many projects including the
different version of the Al by their systems (Liiber, 2023).

Robotics and Automation after Industry 4.0 Examples: Amazon is one the biggest
companies on Earth that has a revenue of “’$143.083B”’ and with ’12.57%"” increase rate that
added in years only more and more power on top (Amazon Revenue , 2023). Amazon started
to use Al driven robots in different departments like; packaging, e-commerce and logistics
(Schulz, 2023). This decreases the need of manpower in the department like logistics and
packaging as example by robots moving the products to or for the human workers that also
leads to efficiency in the supply-chain, which helps human by improving the quality of the
work-space (Quinlivan, 2023).

Another example can be shared on pharmaceutical manufacturing, Al-driven robotics
used by discovering drugs and to development of it (Vora et al., 2023). This accelerates the
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testing of a drug and helps the process by performing high-throughput screening to make
further steps in the area.

Present and Future: Factories and loT: Factories became stronger and smarter every
year with the new integrations of Al-design to make the work-space efficient and healthier for
the employee and to increase the quality of the work by saving money and time. (Persson,
1964)

Siemens as example introduced the world with a new concept called the ‘’Digital Twin’’
in manufacturing process. Here was the main idea to enable manufacturing process to simulate,
to analyse and to optimize by enabling the production by leading Al-driven digital models of
the physical product to increase efficiency and to reduce costs.

To build sustainable business for lifelong improving productivity is a must. To do that
practical application in quality control and automation is a need. There will be new ideas
becoming the reality in time without question to empower the globalization of Al-driven
manufacturing and co.’s adaptation.

It is evident that machines, thanks to engineers and scientists, are gaining strength every
day. However, while loading emotional intelligence into these algorithmic developments and
mechanically adopting human qualities may be quite doubtful, it gives rise to multiple theories
regarding the unknown. At the same time, the independence of artificial intelligences to store
and develop knowledge and their ability to analyse millions of pieces of information by sifting
through them in a fraction of a second may suggest that machines could become competitors
for many tasks performed by the human brain in the future.

By using artificial intelligence applications in various functions, businesses can increase
operational efficiency, improve decision-making processes and gain competitive advantage.
There are commonly used Al applications and a roadmap for Al adoptions.

First of all, customer service and experience can be powered via chatbots answering
the needs of the customer and can provide the basic services via Al. Marketing and sales area
can be defined differently via the usage of Al by personalization, targeting and segmentation
for sales forecasting and also customer need and demand analysis. We can re-shape the human
resources and recruitment methods for CV screening candidates that can help time
management as an evaluation via automation and data analytics in recruitment processes.
Finance and accounting can also be shaped by Al for account reconciliation, predictive trusted
financial analysis and fraud detection, in automatic invoice and accounting process, where
human eye can miss or get lost in the details Al designed apps can help. There are also plus
sight on operational efficiency part where forecasting and inventory management can be
demanded easily via Al and applications for automation and control in production lines.

Another important topic is the risk management for business. Artificial intelligence
applications for credit the risk assessments and financial risk predictions. Al based systems
can be used also for security and also fraud detection. For management and strategic planning
Al usage can be important for decision support systems and strategic decision making. Data
driven Al applications can lead to better performance analysis and measurement.

In terms of roadmap, businesses can phase in Al adoption. This process may include
different steps like vision settings, talent and resource analysis, organizing training and
awareness programs for employees about artificial intelligence. There also opportunities in
prototype and pilot Projects are also a need for organization strategic steps by usage of Al this
can start with small-scale pilot projects and testing systems. Evaluating the effects of artificial
intelligence applications. The Al combinations can be expanded by the use of artificial
intelligence throughout the different areas and industries of business. Al is also a need for
business regarding continuous improvement. Continuous monitoring and improvement of
artificial intelligence systems There are many aspects for the combination and usage of the Al-
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designed work environments and these can be shaped according the industry and the needs of
the business.

6. FUTURE TRENDS FOR Al INTEGRATION IN CORPORATE
DECISION-MAKING

The integration of artificial intelligence (Al) into organizational decision-making is a
developing work area, with a changing spectrum of emerging trends and evaluations poised to
shape the future landscape. To understand the future trends, that will shape also the future of
the business of many ways the usage of the Al is a need for CEO’s and executives. For
corporate strategies Al gives the option of data collecting and analysing in many different
ways with one click.

“Future Al systems are expected to prioritize Explainable Al (XAI), ensuring that users
can comprehend the underlying logic and decision-making processes of Al models. This trend
is essential for building trust and maintaining accountability in Al-driven corporate decisions’’
(Dirican, 2015).

Artificial intelligence is also a developing field that is evaluated from different
perspectives and is taking steps to dominate the sector, which is expanding its field with new
concepts today. One of the important concepts, that shapes Al field is the <’ Generative Al’’,
that is likely to have a profound impact on organizational culture in the future of business.
Generative Al can generate high quality visions, content based texts that can be shaped
accordingly to the needs of business (Amazon, 2021). There are several ways in which it may
influence organizational culture like in innovation and creativity, collaboration, data-driven
decision making, continuous learning, flexibility and adaptability, employee well-being,
human Al collaboration, customer-centricity, agility and speed.

Innovation and Creativity:

Generative Al can assist in generating new ideas, designs, and solutions. This can foster
a culture of innovation as employees are encouraged to explore creative possibilities and
experiment with novel approaches. The emphasis may shift from routine tasks to more value-
added, creative activities.

Collaboration:

Al designs with tools and applications can enhance collaboration by providing platforms
for real-time communication and collaboration. Virtual assistants, collaborative editing tools,
and Al-driven project management systems can encourage a more connected and collaborative
organizational culture.

Data-Driven Decision Making:

Generative Al can analyse data faster and can provide insights for a better decision-
making approach. Organizations that embrace Al-designs may develop a culture that values
data-driven decision-making, with employees relying on Al-generated insights to inform their
strategies.

Continuous Learning:

There are different Al-driven learning platforms, that can open a new window regarding
employees’ engagement in continuous learning and upskilling. This can add to build values
for personal and professional development, as employees recognize the importance of staying
updated in a rapidly evolving technological landscape.

Flexibility and Adaptability:
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As Al automates routine tasks, that give employees the option to focus on new roles and
responsibilities. This can also change organizational culture of flexibility and adaptability,
where employees are open to learning new skills and embracing change.

Ethical Considerations:

The use of generative Al raises ethical considerations. For personal data usage
allowances are very important. Organizations may focus on cultivate a culture that prioritizes
ethical decision-making, transparency, and fairness in Al applications.

Employee Well-Being:

Automation of repetitive tasks can potentially reduce workloads and physical power
usage of human-beings that can also allow the employees to focus on more meaningful,
fulfilling work at the workspace. This shift can contribute to a culture that values employee
well-being, safety and being in better conditions regarding work environment and also job
satisfaction, and work-life balance.

Human-Al Collaboration:

The integration of Al into different parts of work may lead to a culture of collaboration
between humans and machines. Organizations that want to be successful for the future can
emphasize the importance of humans and Al working together synergistically to reach
organizational goals in the future.

Customer-Centricity:

Customer interactions can be enhanced by Al with personalization of strong and
efficient services. Organizations that are customer-focused may use generative Al to improve
customer experiences. This can lead to loyalty and trust and can end up with consumers being
customers for the future.

Agility and Speed:

Al can help automating certain processes, which can lead for organizations to become
more agile and responsive to market changes. Organization’s culture that values speed,
adaptability, and quick decision-making.

While the integration of generative Al offers numerous opportunities, organizations will
need to carefully manage the implementation to ensure a positive impact on culture. It's crucial
for leaders to communicate the benefits of Al, provide necessary training, and address
concerns to create a supportive and collaborative environment.

In the future Al must obtain more detailed law and regulations when it will come to
private data usage for important topics such as consumer behaviour or market analysis that
requires protection of the consumer or costumers trust, while collecting data for the market
research by Al. The Artificial Intelligence systems will increasingly operate at the edge, to be
closer on data sources reducing latency and enabling real-time decision-making. This is one
of the trends that gives hope regarding trend applications specially in supply chain
management and industrial processes for the future (Schulz, 2023). Al augmented creativity
and collaboration with creative professional and their speciality such as content creation,
product design and innovation are a necessarily fact in the sector for all now (Liiber, 2023).
Collaborative paradigm enhances creativity and also helps to optimize resource by utilization
and develops the decision-making approach.

How governments will be building common understandings when it comes to Al
regarding their own politic view is a big question for the future.

The synergy between Al and emerging technologies, such as quantum computing and
blockchain, promises to reshape the corporate decision landscape (Shubik, 2012). Preparing
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for these impending trends is imperative for businesses looking to harness Al's potential while
upholding ethical and regulatory standards.Argentina, Indonesia, Mexico and Turkey,
supported the short-term feedback hypothesis.

7. REGULATIONS AND ETHICS FOR AI-DESIGNED CONCEPTS IN
BUSINESS

The new kind of power lays on the correct and effectively use of 10T and Al in many
different branches. Where everything is basically possible with today’s findings regarding
yesterday seems to be impossible for Al, but where is the red-line? Where to stop considering
the regulations of ethics by collecting data from devices that people do use in daily-life
personal or in general at workspaces. There are many questions to ask and many to understand
to find the perfect balance by working with Al where there are actually no limits- unleash it is
not programmed to stop by algorithms.

The integration of artificial intelligence (Al) into business operations necessitates a
meticulous consideration of regulations and ethics to ensure responsible and ethical
deployment of this potent technology. In this part, the pivotal regulations and ethics governing
the use of Al specially in Business are shared step by step:

Data Protection and Privacy Regulations: Data protection and privacy regulations rules
has to be set for in Business matters (Pratt, Boudhane, Taskin and Cakula, 2020). There are
data protection laws around the World regarding governments and countries own perspective
of business ethics, such as the General Data Protection data protection laws such as the General
Data Protection Regulation (GDPR) in the European Union. These regulations mandate the
transparent and lawful collection and processing of (Schulz, 2023) personal data, necessitating
the consent of data subjects.

Algorithmic Fairness: To control, to ensure the limitations and to impose restrictions
when it comes to Al algorithms is a must to protect the society’s norms such as protecting
children to work with Al in different levels on. Also, the regulations demand that Al systems
do not discriminate against protected groups based on gender, race, or other characteristics
(Dirican, 2015). Compliance with anti-discrimination laws is fundamental.

Intellectual Property and Patents: For all business matters to protect uniqueness has to
be cognizant intellectual property regulations, particularly pertaining to Al-created works, and
ensure adherence to patent laws in cases where Al innovations are developed insure the
concept.

Sector-Specific Regulations: Depending on the industry, businesses may be subject to
specific regulations (Wiederhold and McCarthy, 1992). For instance, the healthcare sector
must comply with regulations like the Health Insurance Portability and Accountability Act
(HIPAA) when utilizing Al in patient data analysis.

Transparency: Ethical considerations necessitate transparency in Al systems.
Businesses should provide clear explanations of how Al systems operate and the criteria used
for decision-making

Accountability: Organizations are ethically bound to accept responsibility for the
outcomes of Al systems (Haigh, 2003). Clear lines of accountability are essential to address
issues or disputes arising from Al-driven decisions.

Bias Mitigation: To build a trust in the sector for each Business and organization it takes
a long-term effort and time. In general, to gain trust as a customer experience outcome such
as sustainable trustworthy system for a healthy business structure, organizations need to fulfil
the needs of the consumers (Ambati, 2020). One of the most important steps is to mitigate the
bias to gain that trust, consumers are unfortunately, often prone to focusing on urban legends
rather than focusing on the facts. Such as internet news from unrealistic sources can affect
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their judgment (Kriebitz and Liitge, 2020). To protect the business and the work with Al in
the right position it is a must to forecast the options and the steps to take to mitigate bias. The
ethical removal of bias from Al algorithms is critical. Businesses must strive to eliminate any
unintentional bias in data and algorithms that could lead to unfair decisions.

Data Privacy: Respecting individuals' data privacy is a fundamental ethical principle for
all Business matters. Businesses should safeguard the personal data to build trust to the
organization and ask for permission of the users in every kind of service they provide to collect,
process and seek informed consent for data usage or analysis.

Human Oversight: Ensuring that Al systems do not operate entirely autonomously is an
ethical imperative. Human oversight should be maintained to prevent potential misuse or
harmful decisions. This can be developed for the future to protect.

Societal Impact Assessment: Ethical Al deployment involves assessing and addressing
potential societal impacts. Businesses should conduct impact assessments to anticipate
consequences and mitigate negative effects (Kriebitz and Liitge, 2020).

Given the global nature of business, adherence to international standards and
cooperation with relevant agencies is vital. Cross-border data flows and international Al
collaborations require businesses to navigate a complex landscape of varying regulations and
ethics.

8. CONCLUSION AND RECOMMENDATIONS

To build an efficient management system that allows organisation to continue to grow
in today’s needs of the World Market, managers need to take action to make important changes
to make a difference among competitors (Schulz, 2023). Working with Al in business
necessitates a comprehensive understanding and adherence to regulatory frameworks and
ethical considerations data collection and analysing the data is a must. By doing this
compliance with data protection regulations is a need, algorithmic fairness, and transparency,
along with a commitment to mitigate bias, ensures that Al serves business objectives while
respecting the rights and dignity of individuals (Kriebitz and Liitge, 2020). Ethical and
responsible Al deployment is not only a legal requirement but also a necessity in the corporate
World.

“How Al affects executives in the decision- making approach specially in the critic
decision-making path and what are the important points to work on, while designing Al
integrated work environments for employees and customers for ethical and fair business
understandings regarding to protect human rights?’’ where the important questions designing
this research. To summarize the subject, Al helps decision-making approach beginning with
the data collection method, to improve the ways of the collection of data with algorithms
designed to get to customers easily via usage of Generative Al methods. Making decision is a
whole process.

Like a strategic decision-making approach via SWOT analysis, managers need to see
the strong and weak sights and also the opportunities and treats while moving the company
regarding their strategies to succeed. Google, social media like Instagram, Facebook, Twitter
& co. are easily matched with Generative Al models. It is easier for brands to reach customers
and consumers via advertisements, links, awarding systems and surveys that can lead to better
marketing analysis and also to stronger marketing strategies. Not only outsources also
insources can be designed differently with the usage of the Al in business. As example for
employee’s communication systems and human recourse is using also for years now surveys
and online employee training systems to understand, to motivate and also to improve the
quality of the work the employee applies, via Al designed systems. Sound, face or finger prints
recognitions for labs, hospital and also high-level security adaptations are also trending apps
when it comes to the usage of Al algorithms that will develop its-self in the future to a different
level. For hotels, restaurants robotics are used in the sector of the service industry.

izmir Katip Celebi Universitesi iktisadi ve idari Bilimler Fakiiltesi Dergisi, 2020; 3(1): 1 — 16



Many applications are getting viral day after day and we will see more lifechanging
news in the field in the future like the big tech company Apple using algorithms to combine
and to collect data via iPhones and Apple Watch for health measurements by collecting data
with allowance of the person using it. Here the most important aspect is to design Al
algorithms, applications, robots even regarding the ethical duties for human rights, privacy
allowance by collecting any kind of data, that shouldn’t lead to a gap when it comes to security
and the protection of the personal data.

In another section of the industry for the future logistics will be different than today.
The research made examples about the leaders of the industry via different parts of the
organizational structure. As example Amazon started to use robots for carrying and sorting
packages as a test group that will continue to grow and develop in also other branches and
companies that can switch to this new global trend and power the usage of Al.

For the future researchers the physical power of man will be replaced slowly with the
examples in the robotics area, also the health systems and a issues about privacy would be the
trending topics when it comes to healthy ways to implement the Al-designed work spaces.
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EXTENDED ABSTRACT

Artificial intelligence (Al) has been applied in industrial businesses over the years.
Innovations across various fields provide opportunities for significant advancements in
Business for humanity, driven by technological methods and developments with the outcome
of Al.

This study aims to explain the adaptation of Al to business life regarding critical
decision-making approach with examples, starting from the origin of the concept from past to
present, by dividing the development history of Al into certain years, to provide information
for future researches. The study proceeded with a classic literature review as a method to
understand and in order to shed light on the historical development of artificial intelligence
and its impact on decision-making authority in business management. The findings obtained
in the literature review were examined and explained in 5-to-10-year periods from past to
present.

This review also provides a brief overview of the evolution of Al in the industrial
business context, regarding from its early conceptualization to its current applications in
Industry 4.0. The field has witnessed significant developments over the decades, with
increasing emphasis on data-driven approaches, machine learning, and the integration of Al
with industrial processes.

In business approach with the combination of Al, each industry structure has been
affected in a way, regarding the main stones of making business regarding today’s most
popular methods in business decision making (Van de Wetering et al., 2022). The concept of
"artificial intelligence,” which has become an integral part of making business like human
resource, marketing, management, producing, logistics and co. Al transitioned from
conception of every part of and now occupies a significant place in the real life of business
management. This also is affecting the ability to work more in efficiency, how people do
business and how managers make critical decisions due to its ongoing impact in industry of
technology.
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For years, applications that provide numerous options and calculate probabilities trusted
for time-saving and obstacle assessment on daily life of a human-being starting from waking
up to finish up a day at work have already become part of the daily life of people, listing search
engines, which offer hundreds of options, as examples of artificial intelligence applications
(Hughes, 2021).

Within the scope of the research, the reliability of artificial intelligence applications that
can perform situation analysis by eliminating factors like human emotions, ethics, morals, or
conscience and report results by calculating probabilities will be investigated (Persson, 1964).
It raises the question of whether this form of intelligence, devoid of human emotions, can
effectively transmit the necessary data to leaders regarding critical decision-making and the
vital sustainability of a healthy sustainable business structure for success.

In many developed countries, the period of mechanization in industries requiring
physical strength became even stronger from 2015 onwards and began to take its place in our
country with Industry 4.0 projects. Of course, the main question here is how to deal with the
already high unemployment rates by mechanizing activities that are carried out by human
labour in moderately developed countries with a sufficient young population and physical
strength. This is an important issue that needs to be discussed from the perspective of
businesses and the economy. For top-level executives, CEOs, and CFOs, the question of which
way this intense development ratio will evolve in every aspect of the organization is vital.

Certainly, this change is the result of technological accumulation that spans many years
and will lead to more significant differences over time (Forredellas and Gallestegui,2021). The
biggest question is how to adapt to changes that can profoundly affect every unit of
management within the organization and can cause significant disruptions. To improve quality
of work, to reduce costs and to grow artificial intelligence (Al) plays a crucial role in business-
critical decision-making by providing data-driven insights, automation of processes, and
predictive analytics.

Business co-operations have been using data analysing for many years now, only the
methods are developed and innovated with the driven technology of today. Robotics and
coding are the one of the most popular areas to study that also leads to feed the need in the
market for the new coming technologic evolutions in the understanding of doing business
(Rockwell, 2017). Leaders of today now the importance of the leading skills to be a good
leader for the followers. Al makes this easier for CEOs, CFOs and managers all kind by using
algorithms to understand the needs of the employee also to manage the teams to lead them to
success.

The working routines of employees are part of the organizational success, where
executives combined with the work of HR-department need to take it under to loupe. Even the
time used on computer, the clicks of a mouse is reported on the system and the screen savers
(Pratt et al.,2020) time can be used as the time stayed off-line, which is also giving information
about the employees work style and work ethics that can be tracked with Al programs adapted
to the specific business (Nelson, 2023). The actual hidden face of the motivational guidelines
in business analysis that is used to understand consumers or customers behaviour and desires
are also used to understand the situation of an employee by “’working’’ efficient or not? When
understanding what an employee needs to be motivated to show better performance at work
helps to shape the dynamics in the organizational culture and to now the educational needs for
HR to reduce stress on employees or to educate them in the specific regulations when it comes
to the updates on organizational direction to reach common goals (Quinlivan, 2023). This
combination of work has a huge impact for the office dynamics that should be under control
to produce in a healthy, peaceful environment for each business area. The mindset of co-
workers can affect each-other for motivational reasons, where Al is easy to apply on systems
to follow up the weekly or daily reports. This reporting system is very useful for executives
where time is worth of gold and there are a lot of expectancies’ forcing them to combinate
their work regularities with their work style (Jarrahi, 2018).
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Combination of all this is a power and an asset as a package shows, that Al combined
systems are not only one step further than other organizations, also they are more aware of the
needs of a growing building business with their approaches and needs in this field. Designs
combined with Al are more controlled regarding the reporting, analysing and resulting issues
effectively to overcome for the aim of the co-operations. This is an example for Al usage for
External and Internal reasons, regarding the needs of the organizational structure. (Vaio et al.,
2020). Operational movements like in logistics, packaging, and transportation areas are for
secured and controlled with the help of the Al-designed machines. What gives people the
option to work faster and also reduces in stress by being able to control operational steps via
Al designs. Man-power becomes machine power, that also will help to reduce work accidents
in areas which required physical performance in called dangerous work fields like high level
chemicals or movements of constructional pieces that can harm human body easily.

All of the given information above in total showing the idea behind this research. The
optional usage to understand the Al concept for the business areas in fact is an emerging need.
The aim for the research here comes with this idea and shares information to shed light on
future researches. As a result of the studies conducted and the results obtained, changes in the
way of doing business around the world are not ignorable in the future and will be even more
under the influence of the concept of artificial intelligence. At this point, it will become
imperative over time to evaluate these practices within the scope of business ethics,
organizational culture and values, and to switch to an application that best represents the
organizational structure.

The fact that it produces applicable results with accurate analysis while addressing the
needs and desires of customers in a realistic way is an indication that artificial intelligence has
begun to make big differences in the field of marketing (Liiber, 2023).

The study conducts a literature review by examining the general and specific appliance
of artificial intelligence conceptually and in the different fields of business, sharing the positive
impacts also with the potential treads for the Al concept that must be shaped regarding human
rights and ethical concepts (World, 2022) . Another important impact of the concept in the
field of security that come as cybersecurity forward is one the main important topics regarding
governments military and civil security needs for countries. Al as a term from the starting
point to a concept for the present is in this study piece by piece and the usage of the concept
is shared with. examples presented by grouping them into ten-year periods as the method and
approach.

Keywords: Literature Review, Artificial Intelligence, Al, Algorithm, Business, Management, Critical Decision
Making
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