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This article investigates how the rise of Artificial Intelligence (AI) in organizations may affect managerial skills. We conducted qualitative and semi-structured interviews of 40 experts around the world who work with AI in a variety of disciplines and sectors. Using thematic content analysis on the data, we identify the trends showing how AI may replace, augment, or not affect managerial skills. In addition, our results highlight the technical and non-technical skills that managers should develop for successful implementation of AI. This study contributes to the scholarship in its depiction of these trends and in its empirical exploration of the links between managerial skills and AI. We also supplement existing taxonomies of managerial skills, provide future research proposals, and discuss the theoretical as well as the practical implications of our study.

Introduction

Artificial Intelligence (AI) is 'a system's ability to interpret external data correctly, to learn from such data, and to use those learnings to achieve specific goals and tasks through flexible adaptation' [START_REF] Kaplan | Siri, Siri, in my hand: Who's the fairest in the land? On the interpretations, illustrations, and implications of artificial intelligence[END_REF]. AI technology turns out to be essential for the success of many organizations [START_REF] Scarcello | Artificial Intelligence[END_REF] and one of the most disruptive technologies of the 21 st century [START_REF] Wamba | Are we preparing for a good AI society? A bibliometric review and research agenda[END_REF]. It has facilitated a fourth industrial revolution [START_REF] Ray | Online outsourcing and the future of work[END_REF] and continues to rapidly develop [START_REF] Lu | Brain intelligence: go beyond artificial intelligence[END_REF]. Between 1991 and 2015, AI patents increased by 11% each year [START_REF]Science, Technology and Industry Scoreboard 2017 -The digital transformation[END_REF].

As AI is likely to alter the future of work design [START_REF] Dennehy | Call for papers: Implications of Artificial Intelligence for Decision-Making and the Future of Work[END_REF], managerial skills are facing a possible upheaval by being replaced, extended, and even remodeled. However, theoretical [START_REF] Parker | The changing face of work design research: Past, present, and future directions[END_REF] and empirical [START_REF] Parliament | Digital automation and the future of work[END_REF] elements on that matter are still lacking. Although Huang and Rust [START_REF] Huang | Artificial Intelligence in Service[END_REF] have written that the rise of AI in organizations may replace some managerial skills, their research did not focus on managers. While Huang et al. [START_REF] Huang | The Feeling Economy: Managing in the Next Generation of Artificial Intelligence (AI)[END_REF] have suggested that 'managers must adapt the nature of jobs to compensate for the fact that many of the analytical and thinking tasks are increasingly being performed by AI', their analysis was performed at the macrolevel and based on secondary data. To our knowledge, the literature only offers scattered elements about the interplay between AI and skills with regard to the managerial category. No empirical study has yet been conducted to specifically assess the impact of AI on managerial skills.

In the next section, we review the academic literature on managerial skills in relation to AI. We then outline the exploratory and qualitative methodology of our empirical study. We next present and discuss the results of our study. Before concluding our study, we suggest paths for future research.

2.

Literature review

Managerial skills

Over time, managerial skills have been categorized in multiple ways. Fayol [START_REF] Fayol | Administration Industrielle et Générale[END_REF] first classified managerial competencies as related to planning, organizing, commanding, coordinating, and controlling. Mintzberg [START_REF] Mintzberg | The nature of managerial work[END_REF] later identified managerial skills as interpersonal, informational, and decisional. In parallel, Katz [START_REF] Katz | Skills of an Effective Administrator[END_REF] proposed an alternative set of three critical managerial skills: technical, human, and conceptual. Similarly, Bhanugopan et al. [START_REF] Bhanugopan | Managerial skills shortages and the impending effects of organizational characteristics: Evidence from China[END_REF] listed personal attributes, managerial skills, and business skills. Robbins and Coulter [START_REF] Robbins | Management[END_REF] added that due to rapid globalization, competition, and the pace of technology, managers face other integrative issues, such as managing in a global environment, diversity, social responsibility, change, and innovation.

Artificial Intelligence

Farrow [START_REF] Farrow | To Augment Human Capacity-Artificial Intelligence Evolution through Causal Layered Analysis[END_REF] has defined AI as 'a computer science aiming to perform tasks that replicate human or animal intelligence and behavior'. This technology includes machine learning, robotics, computer vision, automated reasoning, machine perception, and knowledge representation [START_REF] Marsh | Revolution: The First 2,000 Years of Computing: The Computer History Museum, Mountain View, California[END_REF][START_REF] Mehta | Machine learning, natural language programming, and electronic health records: The next step in the artificial intelligence journey?[END_REF][START_REF] Tractica | Artificial Intelligence Software Revenue to Reach $59.8 Billion Worldwide by 2025[END_REF].

Relationship between AI and managerial skills

As AI changes the nature of work and collaboration [START_REF] Dennehy | Call for papers: Implications of Artificial Intelligence for Decision-Making and the Future of Work[END_REF], it interacts with managerial skills. Nevertheless, theoretical [START_REF] Parker | The changing face of work design research: Past, present, and future directions[END_REF] as well as empirical [START_REF] Parliament | Digital automation and the future of work[END_REF] elements are lacking and remain dispersed in the literature. In this section, we discuss how AI is likely to overtake or augment certain managerial skills, and which managerial skills are necessary for successfully implementing AI.

In fact, the current literature anticipates three major kinds of impacts of AI on jobs, tasks, and skills: the latter can be replaced, augmented, or remain unaffected [START_REF] Farrow | To Augment Human Capacity-Artificial Intelligence Evolution through Causal Layered Analysis[END_REF][START_REF] Daugherty | Human + Machine: Reimagining Work in the Age of AI[END_REF][START_REF]Trends Shaping Education[END_REF]. While this technology could in fact replace some skills and even jobs (often associated with repetitive and simple tasks), AI would also be capable of augmenting human tasks that remain too complex to be replaced by a machine. An optimized managerial decision or specific skill could then be based on an automated AI pre-analysis. This augmented output would be reached thanks to an optimized collaboration with the machine which could take the form of a hybridization of managers [START_REF] Moldenhauer | Leadership, Artificial Intelligence and the Need to Redefine Future Skills Development[END_REF], potentially through symbiotic metamorphosis [START_REF] Makarius | Rising with the machines: A sociotechnical framework for bringing artificial intelligence into the organization[END_REF]. Finally, some skills might neither be replaced nor augmented because of their extreme complexity or their strong human nature: like emotional intelligence, for instance (Mattingly & Kraiger, 2019). Those very skills would therefore remain unaffected by AI, at least in the form in which this technology exists today.

The literature also suggests that introduction of AI into organizations triggers the need for specific, or even new, managerial skills. Emergent AI is already able to automatically generate initial production system configurations [START_REF] Hagemann | Hybrid Artificial Intelligence System for the Design of Highly-Automated Production Systems[END_REF] and to optimize production [START_REF] Mohammadi | 2 -Artificial Intelligence in the Production Process[END_REF]. If AI can make predictions in an abundant and inexpensive way, then managers need to decide how to best implement such predictions, which will involve using their judgment. This judgment comes from knowledge of organizational history [START_REF] Kolbjørnsrud | How Artificial Intelligence Will Redefine Management[END_REF], a dimension that AI usually fails to consider and which should be monitored by humans. So far, AI looks unable to show advanced ethical judgment, emotional intelligence, artistic taste, or ability to define tasks well [START_REF] Agrawal | What to Expect From Artificial Intelligence[END_REF].

3.

Empirical study

Data collection

Qualitative research design and semi-structured interviews. We follow Yin's [START_REF] Yin | Case Study Research: Design and Methods[END_REF] argument that the 'how' questions should be addressed through qualitative research methods. Particularly, this study uses grounded theory-specifically Interpretive Grounded Theory (IGT)-because it allows new theory creation [START_REF] Martin | Grounded theory and organizational research[END_REF] about new phenomena, which can explain in conceptual terms what is actually going on in the field [START_REF] Fernández | Achieving rigour and relevance in information systems studies: Using grounded theory to investigate organizational cases[END_REF]. IGT served our needs because we were engaged in interpreting the data and extracting information from the literature before and during the data analysis. Secondly, this approach is consistent with the methodology used, as opencoding, axial-coding, and dimensions creation go hand-by-hand with IGT. Thirdly, the ultimate goal of theory development is in line with IGT.

Therefore, our study design draws upon semi-structured interviews with experts who work on AI in a variety of sectors and countries. Semi-structured interviews are the most commonly used designs in qualitative research [START_REF] Bell | Business Research Methods[END_REF]. As Bell et al. [START_REF] Bell | Business Research Methods[END_REF] recommended, we used an interview guide. Qualitative interviews focus on the interviewee's point of view rather than on the researcher's concerns, with the objective of obtaining rich and detailed answers. This approach sometimes requires flexibility in ordering questions and even openness to adding new questions based on respondents' replies [START_REF] Bell | Business Research Methods[END_REF]. Interviewing respondents is a structured and common way to collect data on respondents' experiences and perspectives [START_REF] Alvesson | Interviews[END_REF][START_REF] Lindlof | Qualitative Communication Research Methods[END_REF].

Data were collected in the summer of 2019, after and during a time of rapid AI development [START_REF] Duan | Artificial intelligence for decision making in the era of Big Data: evolution, challenges and research agenda[END_REF]. Two researchers from our team led face-to-face interviews in English. Each interview lasted approximately an hour and was audio-recorded (with the permission of the participants), and then transcribed. To increase the credibility of our qualitative research, a validation process was conducted by sending a summary of the findings to each participant to seek corroboration of interpretations of the interview responses [START_REF] Bell | Business Research Methods[END_REF]. We sent summaries, rather than entire scientific documents, to avoid difficulties in terms of participants understanding theories, concepts, and contextual issues [START_REF] Skeggs | Situating the Production of Feminist Ethnography[END_REF]. To guarantee dependability (reliability), we kept complete records of all phases in the research process, including the participant selection, fieldwork notes, interview transcripts, and data analysis, in case further verification and justification were needed [START_REF] Bell | Business Research Methods[END_REF].

Sampling

The sampling of a variety of management levels, sectors, and countries should increase the transferability and dependability of our results [START_REF] Guba | Competing paradigms in qualitative research[END_REF]. In sum, our sample includes 40 participants from 30 companies and seven industries (research, consulting, automotive, education, aerospace, energy, and utilities). The sample is composed of 22.5% women and 77.5% men, which is representative of the current population of AI specialists in terms of gender 1 . The average age is 42 years, with four years of job tenure. External reliability is difficult to acquire in qualitative research (LeCompte & Goetz, 1982), but we attempted to increase external reliability and external validity by using a variety of management levels, sectors, and countries.

Data analysis

We used the NVivo 12 software, a common tool in business research [START_REF] Bell | Business Research Methods[END_REF], which allows thematic content analysis of a full transcript of interviews, as recommended by Roulston [39]. This method of analysis is the most common in organizations and best suited to these kind of data [START_REF] Symon | Qualitative Organizational Research: Core Methods and Current Challenges[END_REF]. To improve internal reliability, each researcher simultaneously interpreted and analyzed the data before proceeding to comparison [START_REF] Bell | Business Research Methods[END_REF].

4.

Results and Discussion

Our study aimed to answer calls from scholars regarding further investigation of the links between AI and skills [START_REF] Parker | The changing face of work design research: Past, present, and future directions[END_REF][START_REF] Budhwar | Call for papers: Artificial Intelligence Challenges and Opportunities for International HRM[END_REF][START_REF] Budhwar | Call for papers: Leveraging Artificial and Human Intelligence through Human Resource Management[END_REF][START_REF] Felten | A Method to Link Advances in Artificial Intelligence to Occupational Abilities[END_REF] with empirical elements [START_REF] Parliament | Digital automation and the future of work[END_REF] and regarding the future of work [START_REF] Dennehy | Call for papers: Implications of Artificial Intelligence for Decision-Making and the Future of Work[END_REF]. Fig. 1 summarizes our findings. The collected data has allowed us to identify the most plausible upcoming trends about the interplays between AI and managerial skills. Two major trends (in grey in Fig. 1) have indeed been shared and expressed by most of our respondents and are likely to significantly impact organizations: First, AI is likely to augment most managerial skills; Second, technical and non-technical managerial skills will probably have to be developed in order to optimize the use of AI in organizations.

Our results first show which managerial skills are likely to be replaced, augmented, or remain unaffected, confirming the relevance of those categories when it comes to qualify the effects of AI on jobs, tasks, and skills [START_REF] Farrow | To Augment Human Capacity-Artificial Intelligence Evolution through Causal Layered Analysis[END_REF][START_REF] Daugherty | Human + Machine: Reimagining Work in the Age of AI[END_REF][START_REF]Trends Shaping Education[END_REF]. In a recent article, Raisch and Krakowski [START_REF] Raisch | Artificial Intelligence and Management: The Automation-Augmentation Paradox[END_REF] argue for a change of perspective on these categories as, in the management domain, augmentation cannot be neatly separated from automation.

Major trend

Minor trend As highlighted in Fig. 1, two minor trends first appear in our results: only a few managerial skills are likely to be (1) fully replaced or (2) unaffected by AI.

Managerial skills likely to be replaced by AI. Because managerial jobs are complex, involving analysis, solving advanced operational problems, and human relations, the sampled experts confirm that few managerial skills are eligible for wholesale replacement by AI [START_REF] Huang | The Feeling Economy: Managing in the Next Generation of Artificial Intelligence (AI)[END_REF]. Our respondents recall that AI has already replaced managers for information provision and simple decision making [START_REF] Harms | Algorithmic Leadership: The Future is Now[END_REF]. This finding is consistent with the work of Lichtenthaler [START_REF] Lichtenthaler | Substitute or Synthesis: The Interplay between Human and Artificial Intelligence[END_REF], who has categorized automation jobs involving limited complexity as a 'substitute' matrix that replaces human work increased efficiency. Therefore, AI may increase managers' opportunities to focus on work requiring their core competencies in order to better participate in value creation [START_REF] Hagemann | Hybrid Artificial Intelligence System for the Design of Highly-Automated Production Systems[END_REF], even though our respondents add that some specific managerial skills will then be needed for successful AI implementation (see Managerial skills that optimize the use of AI in section 0, below).

Managerial skills unlikely to be replaced by AI. Our respondents add that AI might never replace advanced managerial skills such as imagination and leadership.

Imagination, including such tasks as thinking of questions to ask and imagining something that does not yet exist, may indeed not be replicable by AI [START_REF] Rometty | Digital Today, Cognitive Tomorrow[END_REF]. Agrawal et al. [START_REF] Agrawal | What to Expect From Artificial Intelligence[END_REF] have also noted that AI is not creative enough to find new opportunities by itself. In that sense, we can confirm that storytelling and motivational speeches are unlikely to be duplicated by AI [START_REF] Lichtenthaler | Substitute or Synthesis: The Interplay between Human and Artificial Intelligence[END_REF][START_REF] Wilson | The Jobs That Artificial Intelligence Will Create[END_REF]. The interviewed experts also indicate that AI may be unable to lead because of the inherent difficulty it has to generate ideas ex nihilo and dealing with employees' trust or emotions [START_REF] Ferràs-Hernández | The Future of Management in a World of Electronic Brains[END_REF]. Leading should remain a core managerial and human competency unaffected by AI, consistent with previous findings [START_REF] Agrawal | What to Expect From Artificial Intelligence[END_REF][START_REF] Manyika | AI, automation, and the future of work: Ten things to solve for (Tech4Good)[END_REF].

Major trends about the relationships between AI and managerial skills

In contrast, our respondents indicate two major trends about the relationships between AI and managerial skills: (1) a majority of managerial skills are likely to be augmented by AI while (2) specific, and maybe new, managerial skills may be needed to optimize the use of AI in companies.

Managerial skills likely to be augmented by AI. Our respondents agree that managerial skills to be augmented by AI actually cover a large spectrum from planning, organizing, and controlling [START_REF] Fayol | Administration Industrielle et Générale[END_REF][START_REF] Robbins | Management[END_REF], to self-insight roles like selfmanagement and self-development [START_REF] Gentry | Managerial skills: what has changed since the late 1980s[END_REF] and through creativity. Another example yielded by our data is that AI could produce abundant and inexpensive predictions to enable managers to better know their jobs and business, which completes the work by Agrawal et al. [START_REF] Agrawal | What to Expect From Artificial Intelligence[END_REF]. Our results additionally suggest that prediction can help for the identification of talents [START_REF] Jantan | Human talent prediction in HRM using C4. 5 classification algorithm[END_REF]. Even if our data confirm that AI may not conduct a full recruitment process autonomously, they suggest that its applications for hiring and selecting can be useful, even though the literature recalls that contextual factors should be carefully considered [START_REF] Pan | The adoption of artificial intelligence in employee recruitment: The influence of contextual factors[END_REF]. Our respondents confirm how AI can continue to augment managers for time, project management, and even stress management (i.e., [START_REF] Egger | New Developments in Project Scheduling[END_REF][START_REF] Javanmardi | Hybrid Job Scheduling Algorithm for Cloud Computing Environment[END_REF]. The technology can indeed process information [START_REF] Brynjolfsson | Artificial Intelligence and the Modern Productivity Paradox: A Clash of Expectations and Statistics[END_REF]) that provides managers with more control, therefore reducing stress [START_REF] Lambert | Psychological hardiness, workplace stress and related stress reduction strategies[END_REF] in adverse situations. AI may also augment managerial skills for communication through enhanced (1) relationships, as already suggested by Sumi and Nishida [START_REF] Sumi | Communication support system adapted to a user's background knowledge and the topic context[END_REF], with the provision of valuable background information about individuals, and (2) translation. Due to rapid globalization, managers face integrative issues such as managing multilingual and multicultural teams [START_REF] Robbins | Management[END_REF] which might provoke communication issues caused by language differences where AI could be particularly helpful.

Our results provide specific clues about how managerial practices are likely to be enhanced by AI in the coming years [START_REF] Gratton | Rethinking the Manager's Role[END_REF]. The anticipated augmentation of most managerial skills is a significant contribution to the AI-HRM literature, which must anticipate how the interplay between AI and humans should be framed and supervised. This observation supports the hypothesis that managers may have to radically adapt to AI [START_REF] Merrill | Be ready[END_REF] and strive towards hybridization [START_REF] Moldenhauer | Leadership, Artificial Intelligence and the Need to Redefine Future Skills Development[END_REF], possibly through symbiotic metamorphosis [START_REF] Makarius | Rising with the machines: A sociotechnical framework for bringing artificial intelligence into the organization[END_REF].

Managerial skills that optimize the use of AI A second major trend highlighted in our data suggests that managerial skills may need to be developed to optimize the implementation and use of AI. These skills should be technical as well as nontechnical. If the literature has previously investigated the topic from a macro point of view [START_REF] Huang | The Feeling Economy: Managing in the Next Generation of Artificial Intelligence (AI)[END_REF], our results provide specific elements about the managerial occupations.

Our data suggest that managers should at first acquire technical skills like basic AI knowledge as well as the ability to define when and how AI could be helpful for their activity. Our results confirm that managers play a key role in identifying the rationale for using AI [START_REF] Fiore | The 5 Things Your AI Unit Needs to Do[END_REF], analyzing business cases [START_REF] Henke | You Don't Have to Be a Data Scientist to Fill This Must-Have Analytics Role[END_REF], weighing costs and benefits as well as spotting any misleading conclusions that could be produced by AI applications [START_REF] Schrage | Is "Murder by Machine Learning" the New "Death by PowerPoint[END_REF].

Moreover, managers are invited to own non-technical managerial skills in order to optimize AI implementation. According to our respondents, a good AI prediction remains subject to a good managerial judgment. This finding is consistent with the literature stating that AI usually lacks good judgment [START_REF] Agrawal | What to Expect From Artificial Intelligence[END_REF] and that managerial training may shift from focusing on prediction-related skills to judgmentrelated skills [START_REF] Pistrui | The Future of Human Work Is Imagination, Creativity, and Strategy[END_REF]. Thus, final decisions related to critical and ethical issues are unlikely to be replaced and should be handled by humans. We confirm that future managerial skills are likely to be about determining how to best apply AI to making predictions and what should be predicted [START_REF] Agrawal | What to Expect From Artificial Intelligence[END_REF]. Our respondents also reiterate the necessity for managers to maintain a clear sense of ethics to prevent AI bias and misuse [START_REF] Barfield | Research Handbook on the Law of Artificial Intelligence[END_REF][START_REF] Ford | Architects of Intelligence: The truth about AI from the people building it[END_REF].

Additionally, our results suggest that managers need to be open-minded and keener on taking risks: although AI remains costly, this technology does not always yield immediate results as it often requires learning and adjustment. Building and maintaining trust with a risky tool therefore seems to be a priority [START_REF] Shestakofsky | Working Algorithms: Software Automation and the Future of Work[END_REF]. Therefore, our results confirm that organizational change management skills could facilitate commitment to AI [START_REF] Adil | Impact of change readiness on commitment to technological change, focal, and discretionary behaviors: Evidence from the manufacturing sector of Karachi[END_REF] and reduce resistance to new technologies [START_REF] Abraham | Electronic monitoring at work: The role of attitudes, functions, and perceived control for the acceptance of tracking technologies[END_REF]. These nontechnical skills are important skills, as AI may be seen as a threat to some occupations and can trigger significant fears [START_REF] Papacharissi | A Networked Self and Human Augmentics[END_REF] as well as unrealistic expectations [START_REF]Looking Forward Artificial Intelligence[END_REF].

Our results corroborate that managers must develop the necessary skills to define new job descriptions and organizational structures required by AI [START_REF] Knickrehm | How Will AI Change Work? Here Are 5 Schools of Thought[END_REF]. This technology will probably produce a stronger multidisciplinary collaboration. Our experts agree that clear role descriptions and task separation may be needed in order to grant an effective AI-HRM interface as humans team up with machines [START_REF] Design | Business Models, and Human-Technology Teamwork[END_REF]. Our respondents also confirm that AI may radically change power relationships [START_REF] Moldenhauer | Leadership, Artificial Intelligence and the Need to Redefine Future Skills Development[END_REF][START_REF] Sousa | Sustainable Skills for the World of Work in the Digital Age[END_REF]. In fact, knowing that technical changes are occurring at a fast pace [START_REF] Sousa | Sustainable Skills for the World of Work in the Digital Age[END_REF], our respondents confirm that the development of organizational learning appears to be a prerequisite for a successful AI implementation [START_REF] While | Are you IT savvy?[END_REF].

Overall, our respondents verify that the success of AI requires preliminary socialization [START_REF] Makarius | Rising with the machines: A sociotechnical framework for bringing artificial intelligence into the organization[END_REF]. Thus, our results suggest that managers may be in charge of dealing with AI-induced changes, including power reconfigurations [START_REF] Sousa | Sustainable Skills for the World of Work in the Digital Age[END_REF]. From that perspective, non-technical skills such as organizational change management and multidisciplinary collaboration appear necessary to cope with AI implementation. Our research therefore confirms that companies adopting AI should further consider the relational and structural complexities associated with the implementation of such advanced technology [START_REF] Makarius | Rising with the machines: A sociotechnical framework for bringing artificial intelligence into the organization[END_REF].

Our results confirm that with the advent of AI, managers 'will need to be more skilled than ever before' [START_REF] Gratton | Rethinking the Manager's Role[END_REF]. Our study even implies that the existing taxonomies of managerial skills (e.g., [START_REF] Gentry | Managerial skills: what has changed since the late 1980s[END_REF] should be updated and reprioritized so that an effective AI-HRM interface can be set up [START_REF] Malik | Digitisation, AI and HRM[END_REF]. Our results show that AI might increase managers' opportunities to focus on work requiring their core competencies in order to better participate to value creation [START_REF] Hagemann | Hybrid Artificial Intelligence System for the Design of Highly-Automated Production Systems[END_REF]. They also warn that the right conditions must be met (i.e., managers having the appropriate skills to implement AI). For example, they recall that human decision making based on AI will likely require managers to acquire new skills, as the literature has already claimed about other occupations [START_REF] Lindebaum | Insights From "The Machine Stops" to Better Understand Rational Assumptions in Algorithmic Decision Making and Its Implications for Organizations[END_REF].

Conclusion

Our results reveal major and minor trends about the managerial skills that are likely to be replaced, augmented, or unaffected by AI and how such changes might occur. Further, our data evince specific technical and non-technical skills that managers are expected to develop to successfully accommodate the growing presence of AI.

Limitations

A major limitation of our study is the heterogeneity of our sample in terms of selected locations, occupations, and sectors. Because access to AI experts was challenging, we thought it was more important to produce rich accounts of experts' experiences, a technique known as 'thick description' [START_REF] Geertz | Thick Description: Towards an Interpretive Theory of Culture[END_REF], thereby providing other researchers with a useful database for assessing the possible transferability of findings to other contexts [START_REF] Lincoln | Naturalistic Inquiry[END_REF]. The diversity of our respondents finally turns out to be an interesting way to undertake a comprehensive exploration of a globally rising phenomenon like the introduction of AI into corporations and its impacts on managerial skills at the AI-HRM interface [START_REF] Vrontis | Artificial intelligence, robotics, advanced technologies and human resource management: a systematic review[END_REF].
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