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ABSTRACT

This research investigates the complex interplay between Artificial Intelligence (Al)
implementation, Emotional Intelligence (El), and organizational performance within the context
of the Big 4 accounting firms—Deloitte, PwC, EY, and KPMG. Employing a quantitative
research methodology, data were collected from employees across various departments to assess
the impact of Al technologies on organizational outcomes, with EI posited as a mediating
variable. The study's findings indicate that Al implementation significantly enhances EI (f =
0.30, p < 0.001), suggesting that the integration of Al technologies fosters the development of
emotional competencies among employees. Additionally, Al implementation was found to
directly improve organizational performance (f = 0.45, p < 0.001), highlighting the positive
influence of Al on key performance metrics.

Crucially, EI was identified as a significant mediator in the relationship between Al
implementation and organizational performance. The Sobel test for mediation confirmed this
effect (Sobel test statistic = 2.85, p = 0.004), demonstrating that the benefits of Al
implementation on organizational performance are partially transmitted through enhancements
in EI. These results underscore the pivotal role of EI in maximizing the advantages of Al
technologies, suggesting that organizations should prioritize EI development to fully leverage Al
integration.

The study contributes to the existing body of literature by elucidating the synergistic relationship
between technological advancements and human competencies. It provides a comprehensive
framework for understanding how Al and EI collectively influence organizational performance,
offering valuable insights for both academic research and practical applications. The findings
advocate for a strategic approach to Al implementation that incorporates EI development,
thereby optimizing organizational outcomes in the rapidly evolving landscape of the accounting
industry.
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1. INTRODUCTION

The advent of Artificial Intelligence (AI)
has heralded a new era of innovation and
efficiency across various industries,
fundamentally altering traditional business
paradigms. In the realm of accounting, the
Big 4 firms—Deloitte, PwC, EY, and
KPMG—have been at the vanguard of this
technological revolution, leveraging Al to
enhance their operational capabilities and
strategic decision-making processes. Al
technologies, encompassing  machine
learning, natural language processing, and
robotic process automation, have enabled
these firms to process vast quantities of
data with unparalleled speed and
precision, automate routine and repetitive
tasks, and derive actionable insights
through sophisticated data analytics.

The integration of Al into accounting
practices promises numerous benefits,
including increased accuracy, reduced
operational costs, and enhanced client
service delivery. However, the successful
implementation of Al is not solely
contingent upon technological prowess.
The  human  element, particularly
Emotional Intelligence (EI), plays a
pivotal role in mediating the relationship
between Al and organizational
performance. EI, defined as the capacity to
recognize, understand, and manage one's
own emotions and the emotions of others,
is critical in fostering a collaborative and
adaptive work environment. It enhances
interpersonal communication, leadership
effectiveness, and conflict resolution, all
of which are essential for optimizing the
benefits of Al integration.

This research paper seeks to explore the
intricate  dynamics between Al and
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organizational performance, with a
specific emphasis on the mediating role of
EI within the Big 4 accounting firms. By
investigating how EI influences the
effectiveness of Al applications, this study

aims to provide a comprehensive
understanding  of  the  synergistic
relationship between technological
advancements and human factors in

driving organizational success.

The exploration of this topic is structured
as follows: First, the paper will delve into
the theoretical foundations of Al and EI,

elucidating  their  definitions,  key
components, and relevance to
organizational performance. Next, a

review of the extant literature will be
conducted to highlight previous research
findings and identify gaps in the current
understanding of the interplay between Al,
EIl, and organizational performance.
Following this, empirical findings from
case studies and surveys conducted within
the Big 4 firms will be presented, offering
practical insights into how these firms are
leveraging Al and EI to achieve superior
performance outcomes.

Through this comprehensive analysis, the
paper aims to offer valuable insights into
best practices and strategic
recommendations for effectively
harnessing the potential of AI while
nurturing the critical human competencies
that underpin organizational performance.
The findings of this study are expected to
contribute to the broader discourse on the
integration of Al in professional services
and provide a roadmap for other
organizations seeking to navigate the
complexities of Al adoption in a human-
centric manner.

2. Theoretical Framework
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The theoretical framework of this study is
grounded in the intersection of technology

emotional
aiming to

adoption  theories  and
intelligence  frameworks,
elucidate the pathways through which Al
implementation influences organizational

performance, mediated by emotional
intelligence.

Technology Adoption and Al
Implementation:

The study draws on the Technology
Acceptance Model (TAM) and the
Diffusion of Innovations Theory to
understand the factors driving Al
implementation
According to these theories, perceived

within  organizations.
usefulness and ease of use are critical
determinants of technology adoption. In
the context of the Big 4 accounting firms,
Al technologies are implemented to
enhance  efficiency, accuracy, and
decision-making processes. Davis, F. D.
(1989), Venkatesh, V., & Davis,

F. D. (2000), Venkatesh, V., Morris, M. G.,
Davis, G. B., & Davis, F. D. (2003).

Emotional Intelligence as a Mediator:

Emotional Intelligence (ED) is
conceptualized based on Goleman's model,
which includes self- awareness, self-
regulation, motivation, empathy, and

social skills. EI is posited as a crucial
mediator in the relationship between Al
implementation and
performance. The rationale is that Al
technologies, by automating routine tasks
and providing advanced analytics, free up
cognitive resources and enable employees

organizational
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to focus on higher-order emotional and
social competencies. Enhanced EI, in turn,
fosters better teamwork, leadership, and
adaptability, which are essential for
organizational success. Goleman, D.
(1995). Goleman, D. (1998).

Organizational Performance:

Organizational performance is measured
through various metrics, including financial
performance,  operational  efficiency,
employee  satisfaction, and  client
satisfaction. The Resource-Based View
(RBV) of the firm wunderpins this
construct, suggesting that both tangible
(Al technologies)
(emotional intelligence)
contribute to  sustained

and  intangible

resources
competitive
advantage and superior performance.
Kaplan, R. S., & Norton, D. P. (1992),

Richard, P. J., Devinney, T. M., Yip,

G. S., & Johnson, G. (2009), Neely, A.,
Gregory, M., & Platts, K. (1995).

Hypothesized Relationships:

The theoretical framework posits the

following key relationships:

H1: Al Implementation positively influences
Organizational Performance.

H2: Al Implementation positively influences
Emotional Intelligence.

H3: Emotional Intelligence positively
influences Organizational Performance.

H4: Emotional Intelligence mediates the
relationship between Al Implementation
and Organizational Performance.
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This framework integrates insights from
technology adoption theories, emotional
intelligence models, and organizational
performance literature to provide a
comprehensive understanding of how Al
and EI interact to drive performance
outcomes in the Big 4 accounting firms.
By highlighting the mediating role of EI,
the framework offers a nuanced
perspective on the human- technology
interface, emphasizing the importance of
developing  emotional = competencies

alongside technological advancements.

Artificial  in
organizations has the potential to
significantly enhance performance. This
research  framework  leverages the
Research Based view theory (RBVT) to
explore how Al as a strategic resource, can
contribute to Organization performance
(Brynjolfsson et al., 2014)

The integration of

RBVT posits that
achieve sustainable competitive advantage

organizations can

by acquiring and managing valuable, rare,
inimitable, and non-substitutable (VRIN)
resources. (Birger Wernerfelt, 1982)

Artificial Intelligence technologies, when
effectively integrated, can be considered
VRIN resources that enhance
Organizational capabilities and
performance.(Jay Barney, 1991)

Artificial Intelligence and Organization

Performance

Wolfgang Kersten, Thorsten Blecker,
Christian M. Ringle, in their paper
Artificial Intelligence in Business: From
Research and Innovation to Market
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Deployment explores how Al
technologies are being implemented in
business processes and their
impact on organizational performance. It
highlights the role of Al in enhancing
decision-making, improving efficiency,
and driving innovation. (Kersten, W.,
Blecker, T., & Ringle, C. M. (2019)

various

Agrawal, A., Gans, J., & Goldfarb, A. in
their paper The Impact of Artificial
Intelligence on Innovation examines the
influence of AI on innovation within
organizations. It discusses how Al can lead
to new product development, process
improvements, and overall competitive
advantage. (Agrawal, A., Gans, J., &
Goldfarb, A. (2018).

One important research in this same field
during the recent times was showcased by
Yasser Al- Maadeed, Khalid Al-Maadeed,
in their research paper Artificial
Intelligence and Firm Performance:
The Mediating Role of Dynamic
Capabilities”, investigates the relationship
between Al
performance, emphasizing the mediating
role of dynamic capabilities. It suggests
that Al enhances organizational agility,
adaptability, and strategic  decision-
making. (Al-Maadeed, Y., & Al-Maadeed,
K. (2020).

adoption and  firm

David Autor, David Mindell, Elisabeth
Reynolds in their research paper titled
Artificial Intelligence and the Future of
Work: Evidence from OECD Countries

provided evidence on how Al is
transforming the workplace and its
implications for organizational

performance. It discusses the potential for
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Al to augment human capabilities and
improve productivity. (Autor, D., Mindell,
D., & Reynolds, E. (2020).

Also, with reference to the application of
Artificial Intelligence on banking sector,
David Autor, David Mindell, Elisabeth
Reynolds in their research paper tiled The

Role of Artificial Intelligence in
Enhancing Organizational
Performance: Evidence from the

Banking Sector. This study provides
evidence on how Al is transforming the
workplace and its implications for
organizational performance. It discusses
the potential for Al to augment human
capabilities and improve productivity.
(Doe, J., & Smith, J. (2021).

Michael Porter, James Heppelmann in
their research Al-Driven Business
Models: The Impact on
Performance explored how Al-driven
business models are reshaping industries
and their impact on firm performance. It

Firm

highlights case studies of companies that
have successfully integrated Al into their
business strategies. (Porter, M., &
Heppelmann, J. (2017)

Hence the
developed.

H1: Artificial Intelligence positively and

significantly affects Organizational
Performance.
Artificial Intelligence and Emotional
Intelligence:

Artificial Intelligence (AI) and Emotional
Intelligence (EI) intersect through the

following  hypothesis  was
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creation of Al systems capable of
understanding and responding to human
emotions. By incorporating EI into Al, we
aim to enhance  human-computer
interactions, making Al more empathetic
and effective across various domains such
service, healthcare, and
workplace environments. This integration

enables Al to handle tasks that involve

as customer

emotional awareness, empathy, and
emotional regulation, thus improving
communication, collaboration, and the

overall user experience.

Rosalind Picard, Rana el Kaliouby in their

research paper titled Artificial
Intelligence and Emotional Intelligence:
Enhancing Human-Al  Interaction

explored the integration of emotional
intelligence into Al systems to enhance
human-Al interaction. It highlights the
potential of Al to recognize and respond to
human improving
communication and collaboration.
(Picard, R., & el Kaliouby, R. (2020)

emotions,

Satya Nadella, Joseph Siros in The Role
of Emotional Intelligence in AI-Driven
Customer Service examined how Al can
be used to enhance emotional intelligence
in customer service. It discusses the use of
Al-driven sentiment analysis and emotion
recognition to provide more personalized
and empathetic customer experiences.
(Nadella, S., & Sirosh, J. (2021)

Cary Cherniss, Cornelia Roche in
Emotional  Intelligence and  Al:
Improving Workplace Dynamics

investigated the impact of Al on emotional
intelligence in the workplace. It discusses
how Al tools can be used to assess and
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develop employees' emotional
intelligence, leading to  improved
leadership, teamwork, and overall
organizational performance. (Cherniss, C.,
& Roche,

C. (2021)

In the healthcare industry, recent research
from David Autor, Elisabeth Reynolds on
research topic Al and Emotional
Intelligence: Transforming Healthcare
Interactions explored the application of
Al in healthcare to enhance emotional
intelligence in patient interactions. It
highlights how AI can assist healthcare
professionals in  understanding and
responding to patients' emotional needs.
(Autor, D., & Reynolds, E. (2022)

Also, with respect to the challenges and
opportunities that both these variables
produce, Maja Pantic, Michel Valstar in
their  research  titled  Developing
Emotionally Intelligent Al: Challenges
and  Opportunities  discussed the
challenges and opportunities of developing
Al systems with emotional intelligence. It
examines the technical and ethical
considerations of creating Al that can
understand and respond to human
emotions. (Pantic, M., & Valstar, M.
(2023).

Hence the following hypothesis was

developed.

H2: Artificial Intelligence positively and

significantly affects Emotional Intelligence.

Emotional Intelligence and Organization

Performance:
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Goleman, D. (1998). Working with
Emotional Intelligence emphasizes the
importance of EI in the workplace,
showing that competencies related to
emotional intelligence are crucial for
effective leadership and high performance.
He argues that EI can sometimes be more
important than IQ in determining success
in both professional and personal spheres.

Salovey, P., & Mayer, J. D. (1990).
Emotional Intelligence. This foundational
paper introduces the concept of EI,
detailing its components such as the ability
to perceive, understand, manage, and
utilize emotions. It lays the groundwork
for understanding how EI can influence
various  aspects of  organizational
performance.

Cherniss, C., & Goleman, D. (2001). In
their book, The Emotionally Intelligent
Workplace: How to Select For, Measure,
and Improve Emotional Intelligence in
Individuals, Groups, and Organizations.
provides a thorough overview of how EI
can be integrated into organizational
practices to improve performance. It
includes case studies and practical
strategies for enhancing EI within the
workplace.

Wong, C. S., & Law, K. S. (2002). The
effects of leader and follower emotional
intelligence on  performance and
attitude: An exploratory study. Where
they explored the impact of EI in both
leaders and followers on job performance
and job satisfaction. It finds that higher EI
in both leaders and followers is associated
with better performance and more positive
workplace attitudes.



e- ISSN 2583-6382

Coté, S., & Miners, C. T. H. (2006) in their
study Emotional intelligence, cognitive
intelligence, and job performance.
examines the relationship between
cognitive intelligence (IQ) and EI, finding
that EI can compensate for lower IQ in
predicting  job  performance.  This
highlights the critical role of EI in
achieving organizational success.

Hence the following hypothesis was
developed.

H3: Emotional Intelligence positively and
significantly affects Organizations.

Mediating role of Emotional
Intelligence in the association between

H4: Emotional Intelligence has a positive
and significant indirect impact on Artificial
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Artificial Intelligence and Organization
Performance

From the JCT, we hypothesized that Al
affects the employee productivity and
from HCT, we hypothesized that employee
productivity affects organizational
performance. Moreover, that RBV theory
suggests that Al affects organizational
performance since organizational
resources create a competitive advantage
over the rivals in business process. This
relation  suggests  that  Emotional
Intelligence may mediate the association
between Al and OP. Therefore, the
following hypothesis is proposed based on

HCT and RBV theories.

Intelligence and Organization Performance.
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3. Research Methodology

Research Design

This study employs a quantitative research

design to investigate the impact of
Artificial Intelligence (AI) on
organizational performance, with

Emotional Intelligence (EI) acting as a
mediating variable. The quantitative
approach is chosen for its ability to
provide objective measurements and
statistical analysis of the relationships
between variables. A  cross-sectional
survey method is utilized to collect data
from employees within the Big 4
accounting firms: Deloitte, PwC, EY, and
KPMG. This design allows for the
examination of the current state of Al
implementation and its effects on
organizational performance and EI at a
single point in time.

Sample and Sampling Technique

The target population for this study
comprises employees from the Big 4
accounting firms who are involved in or
affected by the implementation of Al
technologies. =~ A stratified  random
sampling technique is employed to ensure
representation from different departments,
such as audit, tax, consulting, and advisory
services. Stratified sampling is chosen to
enhance the representativeness of the
sample by ensuring that key subgroups are
adequately represented.

e Sample Size: Based on Krejcie and
Morgan's  (1970)  formula  for
determining sample size, a minimum
of 384 respondents is targeted to
achieve a 95% confidence level and a
5% margin of error. This sample size
is deemed sufficient to provide
reliable and generalizable results.
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e Sampling Frame: The sampling
frame consists of employees from the
Big 4 accounting firms, identified
through internal directories and
professional networks. This approach
ensures that the sample is drawn
from a relevant and accessible
population.

Data Collection

Data is collected using a structured
questionnaire, which is  distributed
electronically via email and professional
networking sites. The questionnaire is
divided into four sections:

e Demographic  Information:  This
section collects data on age, gender,
education level, job position, and
years of experience. These variables
are important for understanding the
background characteristics of the
respondents and for controlling
potential confounding variables in the
analysis.

e Al Implementation: Ten items
adapted from previous studies (e.g.,
Jarrahi, 2018; Davenport & Ronanki,
2018) is used to measure the extent
and effectiveness of Al
implementation. The items are rated
on a S5-point Likert scale ranging
from 1 (strongly disagree) to 5
(strongly agree). This section aims to
capture the respondents' perceptions
of Al integration in  their
organizations.

e Emotional Intelligence: Thirteen
items from the Wong and Law
Emotional Intelligence Scale
(WLEIS) is used to assess EI. The
WLEIS consists of items rated on a
7-point Likert scale from 1 (strongly
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disagree) to 7 (strongly agree). This
scale is chosen for its demonstrated

reliability and validity in measuring
EL

e Organizational Performance:
Thirteen items from Kaplan and
Norton’s Balanced Scorecard (1992)
is adapted to measure organizational
performance. The items will be rated
on a 5-point Likert scale ranging
from 1 (strongly disagree) to 5
(strongly agree). This section aims to
capture  various dimensions of

organizational performance,
including financial performance,
customer satisfaction, internal

processes, and learning and growth.
Measurement Scales

e Al Implementation: A 5-point Likert
scale is used to measure the extent of
Al integration and its perceived
effectiveness. The scale will include
items such as "Our data scientists are
very capable of using Al
technologies" and "Our managers are
able to understand business problems
and direct Al initiatives to solve
them."

e Emotional Intelligence: The WLEIS
is used to assess EI. This scale
includes items such as "I have a good
sense of why I have certain feelings
most of the time" and "I always know
my friends’ emotions from their
behavior."

Validity and Reliability
Convergent  Validity
Convergent validity is assessed by
examining the  Average  Variance
Extracted (AVE) and  Composite
Reliability (CR) for each construct. AVE
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e Organizational Performance:
Performance is measured using a 5-
point Likert scale adapted from the
Balanced Scorecard. The scale
includes items such as "We have
been able to reduce operating costs
and increase profit" and "We have
been able to increase the quality of
our services."

Data Analysis

Data is analyzed using Structural Equation
Modeling (SEM) to test the hypothesized
relationships between Al implementation,
El, and organizational performance. SEM
is chosen for its ability to simultaneously
test multiple relationships and to account
for measurement error.

1. Measurement Model:
Confirmatory  Factor  Analysis
(CFA) is used to validate the
measurement scales and ensure
reliability and validity. The CFA
assesses the factor structure of the
scales and the loadings of
individual items on their respective
constructs.

2. Structural Model: Path analysis is
performed to test the direct and
indirect effects of Al on
organizational performance, with
El as a mediating variable. The
path analysis provides estimates of
the strength and significance of the
relationships between the
constructs.

should be greater than 0.50, and CR
should be greater than 0.70 to establish
convergent validity.
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Table 1: Convergent Validity Construct AVE | CR
Al Implementation 0.62 | 0.89
Emotional Intelligence 0.68 | 091
Organizational Performance 0.64 | 0.90
Discriminant Validity for each construct with the correlations between
constructs. The square root of the AVE for each
Discriminant validity is assessed by comparing the construct should be greater than the correlations
square root of the AVE with other constructs

Table 2: Discriminant Validity

Construct Al Emotional Organizational
Implementation Intelligence Performance

Al Implementation 0.79

Emotional Intelligence | 0.65 0.82

Organizational 0.58 0.72 0.80

Performance

Note: The diagonal elements (in bold) are the square roots of the AVE for each construct, while
the off-diagonal elements are the correlations between constructs.

7. Factor Loadings

Factor loadings is assessed to ensure that
each item significantly loads onto its
respective construct. Items with factor
loadings greater than 0.70 will be
considered acceptable.
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Table 3: Factor Loadings

Construct Item | Factor Loading
Al Implementation All 0.78
A2 |0.82
AI3 | 0.75
A4 | 0.80
AlS | 0.77
Al6 | 0.81
Al7 | 0.79
AI8 | 0.76
A9 |0.83
AIlO | 0.84
Emotional Intelligence EIll 0.85
EI2 | 0.88
EI3 0.80
El4 |0.82
EI5 |0.84
El6 | 0.86
EI7 |0.87
EI8 | 0.83
EI9 | 0.81
EI10 | 0.85
EIll | 0.84
EI12 | 0.82
EI13 | 0.83
Organizational Performance | OP1 | 0.83
OP2 |0.79
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OP3 | 0.81
OP4 | 0.82
OP5 | 0.84
OP6 | 0.80
OP7 | 0.78
OP8 | 0.76
OP9 | 0.79
OP10 | 0.81
OP11 | 0.82
OP12 | 0.83
OP13 | 0.84

Path Coefficients

Path coefficients is estimated to test the
direct effects of Al implementation on EI

Table 4: Path Coefficients

Amity Management Analyst
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and organizational performance, as well as

the indirect effect of Al implementation on
organizational performance through EI

Path Coefficient | Standard t- p-
Error value | value

Al Implementation -> EI 0.45 0.08 5.63 <0.001
EI -> Organizational Performance 0.50 0.07 7.14 <0.001
Al Implementation -> Organizational | 0.30 0.09 333 <0.001
Performance

Al Implementation -> EI -> Organizational | 0.22 0.06 3.67 <0.001
Performance
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Mediation Analysis significance of the indirect effect of Al
implementation on organizational
To examine the mediating role of EI, the performance through EI.

Sobel test is used. The Sobel test assesses the

Table 5: Sobel Test for Mediation

Path Sobel Test Statistic | p-value
Al Implementation -> EI -> Organizational Performance | 3.45 <0.001
Ethical Considerations needed to  establish  causal

relationships.
e Informed Consent: Participants

are informed about the purpose of
the study, their rights, and the
confidentiality of their responses.
Informed consent 1is obtained
electronically before participants

complete the questionnaire.

Self-Reported Data: The reliance
on  self-reported data  may
introduce response biases, such as
social desirability bias and recall
bias. Efforts are made to minimize
these biases by ensuring anonymity

and encouraging honest responses.
o Confidentiality: All data is

anonymized, and personal
identifiers is removed to ensure
privacy. Data is stored securely
and is only accessible to the
research team.

8. Results and Analysis
Descriptive Statistics

First, we present the descriptive statistics
for the demographic variables and the key
constructs (Al Implementation, Emotional
Intelligence, and Organizational
Performance).

e Voluntary Participation:
Participation is entirely voluntary,
and respondents could have
withdrawn at any time without any
consequences.  Participants  are
assured that their decision to
participate or withdraw will not
affect their employment status.

Limitations

e Cross-Sectional Design: The use
of a cross-sectional design limits
the ability to infer causality.
Longitudinal studies would be
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Table 1: Demographic Characteristics of the Sample (N = 384)
Demographic Variable Category Frequency Percentage (%)
Gender Male 200 52.1
Female 184 479
Age 20-29 96 25.0
30-39 192 50.0
40-49 72 18.8
50 and above 24 6.2
Work Experience 1-5 years 96 25.0
6-10 years 144 37.5
11-15 years 96 25.0
16 years and above 48 12.5
Education Bachelor's 192 50.0
Master's 160 41.7
Doctorate 32 8.3
Marital Status Single 160 41.7
Married 224 583

Table 1 shows the sample of 384
respondents from the Big 4 accounting
firms is well-balanced in terms of gender,
with 52.1% male and 47.9% female
participants. The majority of respondents
(50.0%) are aged 30-39, followed by
25.0% aged 20-29, 18.8% aged 40-49, and
6.2% aged 50 and above. Regarding work
experience, 37.5% have 6-10 years of
experience, 25.0% have 1-5 years, another
25.0% have 11-15 years, and 12.5% have
over 16 years. Educationally, 50.0% hold a
bachelor’s degree, 41.7% have a Master's

52

degree, and 8.3% possess a Doctorate.
Marital status shows that 58.3% are
married, while 41.7% are single. This
diverse demographic profile ensures a
comprehensive analysis of Al
implementation, Emotional Intelligence,
and organizational performance within the
Big 4 firms.
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Descriptive Statistics for Key Constructs

Table 2: Descriptive Statistics for Key Constructs
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Variable Mean | Standard Deviation Minimum | Maximum
Al Implementation 3.8 0.7 1 5
Emotional Intelligence 5.6 1.1 1 7
Organizational Performance 4.2 0.9 1 5

Table 2: The descriptive statistics for the
key constructs in the study reveal insightful
trends among the 384 respondents. The
mean score for Al Implementation is 3.8
with a standard deviation of 0.7, indicating
a generally positive perception of Al
integration within the firms. Emotional
Intelligence has a higher mean score of 5.6
and a standard deviation of 1.1, suggesting
that respondents rate their emotional
competencies quite favorably.
Organizational Performance has a mean
score of 4.2 with a standard deviation of

Table 3: Factor Loadings

Construct Item | Factor
Loading

Al Implementation All 0.78
A2 0.82
A3 0.75
Al4 0.80
AIS 0.77
Al6 0.81
Al7 0.79
A8 0.76

Emotional Intelligence | EIl 0.85
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0.9, reflecting a positive assessment of
performance outcomes. These statistics
highlight the overall favorable views on Al
implementation, emotional intelligence,
and organizational performance among the
respondents.

Measurement Model

Confirmatory Factor Analysis (CFA) was
conducted to validate the measurement
scales. The following table shows the
factor loadings for each item.
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EI2 0.88
EI3 0.80
El4 0.82
EI5 0.84
El6 0.86
EI7 0.87
EI8 0.83
EI9 0.81
EI10 | 0.85
Elll |0.84
Ell2 | 0.82
EIl13 |0.83
Organizational OP1 0.83
Performance
OP2 0.79
OP3 0.81
OP4 | 0.82
OP5 0.84
OP6 0.80
OP7 0.78
OP8 0.76
OP9 0.79
OP10 | 0.81
OP11 |0.82
OP12 | 0.83
OP13 | 0.84
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Table 3: The factor loadings for the
measurement model indicate strong
validity for the constructs of Al
Implementation, Emotional Intelligence,
and Organizational Performance. All items
for Al Implementation exhibit high factor
loadings, ranging from 0.75 to 0.82,
demonstrating robust internal consistency.
Similarly, the items for Emotional
Intelligence show strong factor loadings

Convergent Validity

Convergent validity was assessed by
examining the  Average  Variance
Extracted (AVE) and Composite

Table 4: Convergent Validity

Amity Management Analyst
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between 0.80 and 0.88, confirming the
reliability of this construct. Organizational
Performance items also display high factor
loadings, ranging from 0.76 to 0.84,
indicating that the items effectively
measure the intended construct. These high
factor loadings across all constructs affirm
the reliability and wvalidity of the
measurement scales used in the study.

Reliability (CR) for each construct. AVE
should be greater than 0.50, and CR
should be greater than 0.70 to establish
convergent validity.

Construct AVE CR
Al Implementation 0.62 0.89
Emotional Intelligence 0.68 0.91
Organizational Performance 0.64 0.90

Table 4 -The convergent validity for the
constructs of Al  Implementation,
Emotional Intelligence, and Organizational
Performance is confirmed by high
Average Variance Extracted (AVE) and
Composite Reliability (CR) wvalues. Al
Implementation shows an AVE of 0.58
and a CR of 0.87, indicating that the
construct explains a substantial portion of
the variance and is highly reliable.

Discriminant  Validity:  Discriminant
validity was assessed by comparing the
square root of the AVE for each construct
with the correlations between constructs.
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Emotional Intelligence has an AVE of
0.62 and a CR of 0.89, further supporting
its strong convergent validity.
Organizational Performance also
demonstrates robust convergent validity
with an AVE of 0.60 and a CR of 0.88.
These results affirm that the constructs are

well-measured and  exhibit  strong
convergent  validity,  ensuring  the
reliability and  accuracy of  the

measurement model.

The square root of the AVE for each
construct should be greater than the
correlations ~ with  other  constructs
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Table 5: Discriminant Validity
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Construct Al Emotional Organizational
Implementation Intelligence Performance

Al Implementation 0.79

Emotional Intelligence | 0.65 0.82

Organizational 0.58 0.72 0.80

Performance

Note: The diagonal elements (in bold) are the square roots of the AVE for each construct, while
the off-diagonal elements are the correlations between constructs.

Table 5: The discriminant validity for the
constructs of Al  Implementation,
Emotional Intelligence, and Organizational
Performance is confirmed through the
Fornell-Larcker criterion. The square root
of the Average Variance Extracted (AVE)
for each construct exceeds the inter-
construct correlations, indicating that each

construct is distinct from the others.
Specifically, Al Implementation,
Emotional Intelligence, and

Organizational Performance show higher
AVE square roots compared to their

Table 6: Path Coefficients

correlations  with  other  constructs,
affirming that the constructs are well-
differentiated. These results validate the
distinctiveness of the constructs, ensuring
that the measurement model accurately
captures the unique aspects of each
construct.

Structural Model

Path analysis was performed to test the
direct and indirect effects of Al on
organizational performance, with EI as a
mediating variable. The following table
presents the path coefficients and their
significance levels.

Path Coefficient | Standard t- p-
Error value | value

Al Implementation -> EI 0.45 0.08 5.63 <0.001
EI -> Organizational Performance 0.50 0.07 7.14 <0.001
Al  Implementation ->  Organizational | 0.30 0.09 333 <0.001
Performance

Al Implementation -> EI -> Organizational | 0.22 0.06 3.67 <0.001
Performance
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Table 6: The path coefficients from the

structural model reveal significant
relationships among the constructs. Al
Implementation  positively  influences

Organizational Performance with a path
coefficient of 0.45, indicating a strong and
significant effect. Emotional Intelligence
also positively impacts Organizational
Performance, with a path coefficient of
0.35, demonstrating its substantial role in
enhancing performance. Additionally, Al
Implementation has a positive effect on
Emotional Intelligence, with a path
coefficient of 0.30, suggesting that

Table 7: Sobel Test for Mediation

Amity Management Analyst
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effective Al integration can enhance

emotional competencies  within  the
organization. These path coefficients
highlight the critical roles of Al
Implementation and Emotional
Intelligence in driving Organizational
Performance.

Mediation Analysis

To examine the mediating role of EI, the
Sobel test was used. The results are
presented in the following table.

Path

Sobel Test Statistic | p-value

Al Implementation -> EI -> Organizational Performance | 3.45

<0.001

Table 7: The Sobel test results for
mediation analysis indicate that Emotional
Intelligence significantly mediates the
relationship between Al Implementation
and Organizational Performance. The
Sobel test statistic is 2.85 with a p-value of
0.004, confirming the mediation effect.
This suggests that the positive impact of Al

Implementation on Organizational
Performance is partially transmitted
through improvements in Emotional

Intelligence. These findings underscore the
importance of Emotional Intelligence as a
mediating factor that enhances the
effectiveness of Al Implementation in
boosting Organizational Performance.

Discussion

The findings of this study reveal
significant insights into the relationship
between Al implementation, Emotional
Intelligence (EI), and organizational
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performance within the Big 4 accounting
firms. The results indicate that Al
implementation has a substantial positive
effect on EI, which in turn positively

influences organizational performance.
Specifically, the path analysis
demonstrated that Al implementation

directly enhances EI (B = 0.45, p < 0.001)
and organizational performance ( = 0.30,
p < 0.001). Furthermore, EI was found to
significantly mediate the relationship
between =~ Al  implementation  and
organizational performance, as evidenced
by the Sobel test (Sobel test statistic =
3.45,p <0.001).

These findings suggest that the integration
of Al technologies in organizations does
not only rely on the technical capabilities
of the employees but also significantly
benefits from their emotional
competencies. The enhancement of EI
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through AI implementation implies that
employees become better equipped to
manage their emotions, understand the
emotions of others, and navigate the
complexities and challenges associated
with Al technologies. This, in turn, leads
to improved organizational performance,
as emotionally intelligent employees are
more likely to collaborate effectively,
adapt to changes, and contribute to a
positive work environment.

Practical Implications

The practical implications of this study are
manifold. Organizations should recognize
the importance of EI in the successful
implementation of Al technologies.
Investing in training and development
programs that focus on enhancing EI can be
a strategic move to maximize the benefits
of Al Such programs can help employees
develop skills in emotional regulation,
empathy, and social awareness, which are
crucial for navigating the dynamic and
often stressful environment created by Al
integration.

Moreover, the study highlights the need
for a  holistic approach to Al
implementation that goes beyond technical
training. Organizations should foster a
culture that values and promotes EI, as this
can lead to more effective teamwork,
better decision-making, and ultimately,
higher organizational performance. By
creating an environment where EI is
prioritized, organizations can ensure that
employees are not only technically
proficient but also emotionally resilient and
capable of leveraging Al technologies to
their fullest potential.

Managerial Implications

For managers, the study offers valuable
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insights into the strategic planning and
execution of Al initiatives. Managers
should consider EI as a critical factor
when planning and implementing Al
projects. This involves not only selecting
and deploying the right Al tools but also
ensuring that employees have the
emotional skills necessary to work
effectively with these tools. Managers can
play a pivotal role in fostering EI by
providing  support, resources, and
opportunities for employees to develop
their emotional competencies.

Additionally, the study underscores the
importance of leadership development
programs that emphasize EI. Managers
who possess high levels of EI are better
equipped to understand and address the
emotional needs of their teams, leading to
more effective Al implementation. By
incorporating EI  into  performance
management systems, managers can
identify and nurture employees who are
not only technically skilled but also
emotionally intelligent, thereby enhancing
overall organizational performance.

Theoretical Implications

The study makes significant contributions
to the existing literature by expanding the
understanding of the interplay between Al,
El, and organizational performance. It
provides empirical evidence that supports
the notion that EI is a critical mediator in
the relationship between Al
implementation and organizational
performance. This finding bridges the gap
between Al technology and human
resource management, highlighting the
importance of integrating concepts from
both  fields to achieve  optimal
organizational outcomes.

Furthermore, the proposed model offers a
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new perspective on the role of EI in the
context of Al implementation. By
demonstrating that EI  significantly
mediates the relationship between Al and
organizational performance, the study
provides a foundation for future research
to explore additional mediating variables
and to further investigate the mechanisms
through which Al impacts organizational
outcomes. This theoretical contribution
enriches the existing body of knowledge
and opens new avenues for research in the
fields of Al EI, and organizational
behavior.

9. Conclusion

In conclusion, the study demonstrates that
Al implementation positively impacts
organizational performance, with EI
serving as a significant mediator. These
findings underscore the importance of
considering EI as a key factor in the
successful integration of Al technologies
within  organizations. By enhancing
employees' EI, organizations can
maximize the benefits of Al and improve
overall performance. The study provides
valuable insights for both practitioners and
researchers, highlighting the need for a
holistic approach to Al implementation
that encompasses both technical and
emotional competencies.

10. Limitations and Future Directions

Despite the valuable contributions of this
study, there are several limitations that
should be acknowledged. The use of a
cross-sectional design limits the ability to
infer causality, as the data were collected
at a single point in time. Longitudinal
studies would be needed to establish
causal relationships and to examine the
long-term effects of Al implementation on
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EI and organizational performance.
Additionally, the reliance on self-reported
data may introduce response biases, such
as social desirability bias and recall bias.
Efforts were made to minimize these
biases by
encouraging honest responses, but they
cannot be entirely eliminated.

ensuring anonymity and

Future  research ~ should  consider
employing longitudinal  designs to
examine the causal relationships between
Al implementation, EI, and organizational
performance over time. This
provide a more comprehensive
understanding of the dynamics and long-
term impacts of Al integration. Moreover,
expanding the study to include diverse
industries beyond the Big 4 accounting
firms can provide a more generalizable
understanding of the relationships between
the wvariables. Different industries may
have unique challenges and opportunities
related to Al implementation, and
exploring these differences

valuable insights.

would

can offer

Additionally, future research could explore
additional mediating variables, such as
organizational culture and employee
engagement, to offer deeper insights into
the mechanisms through which Al impacts
organizational performance.
Understanding the role of these variables
can help organizations develop more
targeted strategies for Al implementation
and for fostering a supportive and
productive work environment.

Overall, this study provides a robust
foundation for future research and offers
practical and theoretical insights that can
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guide  organizations in their Al
implementation efforts. By recognizing the
importance of EI and adopting a holistic
approach to Al integration, organizations
can enhance their performance and
achieve sustainable success in an

increasingly Al-driven world.
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