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Foreword

In the rapid evolution of intelligent machines and algorithms, leaders
around the world are raising questions about various aspects of their busi-
nesses and organizations. However, one of humanity’s defining traits can
also be examined through this technological evolution: leadership. Has
leadership become outdated? It is an intriguing question, and given all the
predictions about the future of Al, it demands serious consideration.

Technology has always been a driver of transformation. It reshapes busi-
nesses and organizations and changes the way we work. The evolution

of technology cannot be stopped or slowed down. We need to learn

how to embrace it. However, as leaders, our responsibility goes beyond
promoting or adopting new technologies in our organizations. We have
an obligation to ensure good intent, fairness, empathy, and prosperity that
benefit humans, our organizations, and society.

We are standing at the threshold of a new technological era, where
artificial intelligence and humanity will converge in ways once consid-
ered science fiction. Al systems will soon assist leaders with tasks ranging
from routine to complex, including decision-making, communication,
interaction with others, and ultimately competence in leading their orga-
nizations. While the possibilities are exciting for improving (and why not,
rethinking) leadership, they also demand that we be open to experiment,
learn, and adapt in real time.

Leading Al and generative Al research at the Project Management
Institute (PMI), I've had the privilege of witnessing firsthand the potential
of this technology for project professionals and organizations from various
industries across the globe. Al is transforming the way project profession-
als execute tasks, make decisions, communicate, and learn. I've also seen
many challenges—it is common for organizations to rush into implementa-
tion and struggle to bridge the gap between technology adoption and true
transformation. The distinction is critical. True transformation integrates
technology into the fabric of an organization, aligning it with processes,
strategies, and structures to achieve better results.

viii



Foreword

In this book, Al-Powered Leadership: Mastering the Synergy of Technology
and Human Expertise, the authors offer a practical and forward-thinking
approach to Al adoption in project leadership. Central to their message is
the idea of a “Both/And” approach, where Al and human interaction bring
out the best in combined capabilities. It keeps humans firmly in the loop
and prioritizes enhancing human capabilities rather than replacing them.

This perspective is vital in an age when technology often seems to over-
shadow the very people it is meant to serve. The book also highlights the
importance of the 12 power skills, as proposed by PMI. PMI defines power
skills (also known as “soft skills” or “interpersonal skills”) as abilities and
behaviors that facilitate working with others and help project professionals
succeed in the workplace. If Al can augment these uniquely human traits,
as proposed, project professionals will be able to work smarter, build bet-
ter teams, deliver more successful projects, and achieve lasting results. As
the authors conclude,

. .. the omnipresence of Al means that leaders—even more than
before—must develop their power skills to better deal with their team
members and other stakeholders, as well as with Al itself.

For organizations, the path forward requires more than just enthusiasm
for AL It demands a clear strategy, robust governance, and well-defined
goals. Organizations with these characteristics, along with empowered
and motivated professionals who are willing to learn, experiment, and
adopt Al solutions, are already experiencing exponential productivity
growth, better problem-solving skills, and increased creativity. To be suc-
cessful, organizations need leaders who understand that success comes
not from deploying technology for its own sake but from aligning it with
their organization’s mission and values.

The bottom line is clear: Organizations and professionals embracing Al

are doing so to achieve better performance and outcomes. They aim to
improve project success and adapt to a world where technological progress
is both a challenge and an opportunity. This book will help you take one
step further on this journey, better prepare your organization and teams for
what'’s ahead, and shape the future of leadership in the age of Al

—Edivandro Carlos Conforto, Ph.D.
Global Director of Thought Leadership, Project Management Institute

ix



lcon Guide

To help you navigate and fully engage with the concepts presented in this
book, we've included three distinct icons to support your reading experi-
ence. Each icon has been thoughtfully designed to symbolize the unique
values of humans, artificial intelligence, and the transformative power

of the Both/And approach. These icons will serve as visual companions
throughout the book, drawing your attention to key insights and ideas.

Human Icon: A conceptual representation of a human being. The
&% neutral-colored head is intentionally meant to signify the impor-
@ tance of all humans. Within the icon, the brain represents the
human system, including critical traits such as creativity, uniquely
human thinking, and the human’s ability to process and reflect.
The heart symbolizes the essence of the forces that connect us to one
another and our environment. Together, these three elements remind us
of the unique and irreplaceable contributions humans bring to leadership,
innovation, and problem-solving.

Artificial Intelligence Icon: A conceptual representation of the

@ technical essence of artificial intelligence (Al). The rectangular
% shapes represent data stacks that store and process vast amounts of
information. The circuitry symbolizes Al's “brain,” its computational
pathways that allow it to analyze and predict. The gear reflects the
mechanical force driving Al’s ability to process, automate, and create
outcomes. This icon encapsulates Al’s capability to enhance and comple-
ment human leadership through computational power.

Both/And Approach Icon: A conceptual representation of placing

human and Al work products together with the Both/And approach.

As human and Al work products interact, the negative space between

them creates an unseen yet familiar shape. The diamond represents
the unseen dynamics between. The lines across the diamond represent the
cohesive interaction necessary to achieve outcomes neither humans nor Al
can achieve alone. This diamond, now visible as reflective glass, is a
transparent object that has always been there but that is now intentionally
seen and used when leaders use the Both/And approach.



Introduction

The Unseen Dynamics

Leadership in the age of Al is no longer about mastering what is seen; it’s
about accessing and navigating what remains hidden. Beneath the surface
of every decision lies a web of unseen dynamics—those subtle, often-
overlooked forces that shape outcomes in profound ways. These dynamics
exist within both human and Al expertise, influencing decisions through
biases, blind spots, and unspoken interactions. These dynamics reveal
immense opportunities, provide powerful strengths, and enable innova-
tion and outcomes that matter.

Our journey with generative artificial intelligence (Al) begins with the
story of Marie...

Marie, a senior leader at a rapidly expanding manufacturing firm, sat at
the head of a long conference table, her fingers tapping rhythmically on
the surface as she listened to the debate unfold around her. Her team had
spent months testing a cutting-edge Al-powered tool designed to forecast
market demands and guide product development decisions. The data was
clear, and the AI's recommendation seemed solid: Shift resources toward
developing a new feature the algorithm predicted would drive user
engagement and sales. But something about it didn't sit right with her.

Across the table, Angela, one of the product managers, voiced concerns
that echoed Marie’s own. “I know the Al's insights are strong,” she began,
“but I'm worried about the disconnect with our loyal users. They’'ve been
asking for a different feature, one that aligns more with their direct needs.
The data doesn't capture that nuance.”

Marie nodded. She had always prided herself on her deep understanding
of their core customers, the ones who had supported the company from
its early days. Could the Al's recommendation really capture that kind of
loyalty? Could an algorithm understand the emotional connection and
trust their users felt, the kind that doesn’t show up in datasets?

On the other side of the table, Alex, the head of analytics, looked skepti-
cal. “We've built this Al to identify patterns and predict market trends. We
have to trust the numbers. If we don'’t prioritize this feature, we might be
missing a major opportunity for growth.”

xi
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Introduction

The room fell silent; all eyes turned toward Marie. The tension was pal-
pable—she knew this decision wasn't just about which feature to develop
next. It was about something much larger: How could she, as a leader,
leverage the power of Al with the deep expertise and relational knowl-
edge that came from her human team?

Marie’s story illustrates the challenge in modern leadership vividly. Facing
a critical decision at her manufacturing firm, Marie stood at the intersec-
tion of human and Al expertise. While the algorithm pointed one way,
her human instincts, backed by her team’s lived experience, suggested
another. The tension wasn't just about choosing between Al or human
expertise; it was about something far deeper. Uncovering and engaging
the unseen dynamics that could transform her decision and facilitate the
best possible desired outcome.

In an era when Al is often celebrated for its speed and accuracy, it’s
tempting to lean on technology as the ultimate solution. Conversely, the
deep human need to trust intuition and relational knowledge can lead to a
dismissal of Al's potential. The real challenge lies not in choosing between
the two but in fostering a cohesive interaction where both human and Al
strengths illuminate the path forward. Leaders must cultivate the capac-
ity to identify and engage these hidden forces. They must recognize the
strengths and weaknesses in human and Al expertise, the blind spots that
come from them, and the nuanced interplay between them.

It is in this interplay—the dynamic back-and-forth exchange between human

and Al expertise—that the true potential of leadership in the Al era is realized.

Human expertise
Human expertise Al expertise and Al expertise

FIGURE 1.1 The interplay of leadership potential



Introduction xiii

Understanding the Need for Evolution

In a world that feels increasingly driven by algorithms and data, the
traditional ideas of leadership have begun to show their age. For decades,
leaders were measured by how effectively they could manage people, del-
egate tasks, and execute plans. Success relied heavily on human intuition,
the capacity to remain composed under pressure, and the depth of experi-
ence—all hallmark traits of effective leaders. However, the rise of artificial
intelligence has set the stage for a new kind of leadership, one that dis-
rupts the comfort of either/or thinking. This kind of thinking, which insists
that “The answer, solution, or best path to optimal performance lies in
one direction or the other,” is no longer adequate. It is no longer enough
for leaders to view leadership through this limited lens. Leadership cannot
function solely as a human endeavor, nor can it rely entirely on computa-
tional logic and technology to guide the way forward. Instead, the future
belongs to those who can see the dynamic interaction of the parts and the
whole, unlocking new forms of performance and potential by blending the
strengths of humans and Al

This is not about promoting another leadership fad, nor is it a debate
about whether Al or human expertise is superior to the other. The ques-
tion before us is far more profound:

How can leaders create and foster the conditions necessary to achieve the
best possible outcomes uniquely found from the cohesive strengths of

human and Al expertise?

The story we are about to tell isn't about one side replacing the other; it’s
about Both/And evolution. This evolution is already reshaping industries
and redefining success. We are living at a crossroads where Al has tran-
sitioned from being a futuristic buzzword to a tangible force, influencing
every aspect of work. What many leaders overlook is that while Al has the
potential to revolutionize daily operations, the true determining factor in
whether this transformation drives meaningful success or intensifies the
fog and friction that creates confusion and conflict lies in how human and
Al expertise are integrated.

As industries transform before our eyes, the question of how leadership
emerges and engages is no longer theoretical; instead, it demands critical
and immediate attention'. With unimaginable speed, Al-driven systems
are revolutionizing entire sectors, from health care to finance to education.

1 www.forbes.com/councils/forbeshumanresourcescouncil/2022/02/23/
why-the-hall-pass-of-leadership-is-undermining-performance


http://www.forbes.com/councils/forbeshumanresourcescouncil/2022/02/23/why-the-hall-pass-of-leadership-is-undermining-performance
http://www.forbes.com/councils/forbeshumanresourcescouncil/2022/02/23/why-the-hall-pass-of-leadership-is-undermining-performance
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Introduction

Leaders today are navigating entire ecosystems where the rules are
constantly changing, far beyond just shifting markets or evolving team
dynamics. The stakes couldn’t be higher. For businesses, this evolution
defines what is required to survive and thrive. For leaders, it will determine
their legacy. A leader who fails to adapt to this new era risks not just being
outperformed but becoming irrelevant.

Stage 3:
Both/And
ATl

Stage 2:
Either/Or

Stage 1:
Experience

FIGURE 1.2 Al-powered leadership evolution

This isn’t simply about understanding technology or applying leadership
tactics as we have in the past; it's about embracing a profound shift in how
leaders must operate. Leadership now requires an evolved competency,
one capable of integrating Al's computational logic with deeply human
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abilities like creativity, emotional intelligence, ethical considerations,
and uniquely human thinking. These aren’t “soft skills” but essential
capabilities that enable leaders to navigate the complexity and speed of
decision-making in the age of Al

The Both/And approach offers a powerful solution to today’s leadership cri-
sis, but to truly grasp its value, we must first step back and challenge the
thought processes that have shaped how leadership is commonly taught
and developed today.

Either/Or: Choosing a Side

-. Blind Spots

* Reduced Creativity

.
= Inefficient Systems ©

Both/And: Cohesive Collaboration

FIGURE 1.3 Either/Or thinking versus the cohesive collaboration of the
Both/And approach

There’s comfort in binaries. For decades, leaders have been taught to
streamline, optimize, and choose a side. Either we trust in human capa-
bilities or lean on AI's emerging power. Either we maintain control as
individuals with authority or relinquish some of that control to technology.
This kind of either/or thinking pervades not only our corporate strategies
but also our personal instincts as leaders.

Here’s the issue: In an age of increasing complexity, either/or thinking
is not just limited—it's dangerous. It creates blind spots, particularly in
a world driven by technology where both human and Al capabilities
have unique strengths and weaknesses. Over relying on Al can stifle

Xv
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creativity and overlook ethical or emotional nuances. On the other
hand, overvaluing human expertise alone risks inefficiency and out-
dated decision-making in environments that require real-time analysis
and adaptability.

The comfort of this either/or thinking is undeniably seductive. It offers a
false sense of control and certainty. But let’s be honest, this kind of think-
ing is exactly what needs to be unlearned. The illusion that there is one
single answer or one dominant perspective that brings success has held
us back for far too long. Leadership in today’s world demands something
greater: a paradigm shift.

The next evolution of leadership doesn't lie in either humans or Al, but in

their cohesive collaboration.

This brings us to an undeniable truth: Leaders must evolve. The solution is
not to simply adopt the latest tech trend or cling to traditional approaches.
Instead, it lies in developing a new set of competencies designed for this
era of intertwined human and Al interactions. The leader of tomorrow will
need the ability to interpret, synthesize, and orchestrate complex human

and Al dynamics, essentially becoming a master of both.

For leaders navigating today’s evolving business landscape, the challenge
is not just recognizing the need to integrate human and Al expertise. It

is about understanding how to do it effectively. This requires uncovering
the unseen forces shaping teams, decisions, and strategies. Leaders must
harness Al’s strengths while cultivating human skills that drive meaningful
interpretation, foster adaptability, and spark innovation. Most importantly,
they must develop these competencies with the understanding that their
future success depends on them.

Leaders today face critical decisions, much like Marie did, often without

a clear understanding of how to fully harness the combined potential of
human and Al capabilities. This gap in creating a cohesive strategy can
lead to uncertainty and hesitation. For example, there is no established
playbook for leading teams where human expertise and Al systems collab-
orate, each complementing the other instead of working independently.
Yet this is exactly where leaders must excel. Mastering human and Al
collaboration, which drives competitiveness, adaptability, and innovation,
is crucial for shaping the future of leadership and enabling organizations
to thrive.
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Navigating the Unseen Dynamics

In Marie’s case, the pressure to make the “right” decision, whether to
develop the product based on Al's data-driven recommendation or to rely
on her team’s human insights, reflected this growing challenge. She wasn't
simply balancing two different viewpoints. Instead, she was navigating
uncharted territory, where leveraging both Al and human expertise for
optimal success was crucial, yet no clear framework existed to guide her.

In the age of Al-powered leadership, success is not measured by titles or
hierarchical advancement. Instead, effective leadership hinges on the
ability to navigate the space where the complex factors that drive success
or failure live. We call this space the unseen dynamics—the space where
the strengths and weaknesses of humans and Al coexist independently
and interdependently. Leading effectively in this space requires moving
beyond conventional knowledge. Leaders who want to be successful must
develop the practical competency to engage humans and Al seamlessly
and synergistically. This journey begins with the ability to think differ-
ently, moving beyond linear approaches to adopt a more complete and
interconnected perspective. One that can see the multiple perspectives,
relationships, and interdependencies omnipresent within teams, sys-
tems, and environments. For a deeper exploration into the foundational
concepts that underpin the ability to access and successfully engage the
unseen dynamics, refer to the Appendix A, “Foundational Concepts for
Accessing the Unseen Dynamics.”

Leadership within the unseen dynamics also requires a nuanced under-
standing of the distinct factors that shape both human dynamics and

Al behavior. Leaders must grasp aspects such as cultural differences,
personal motivations, and emotional responses while having the ability to
correctly address Al-specific challenges like algorithmic bias, hallucina-
tions, and flawed decision-making models. Recognizing and managing the
complexities created by the interplay of these factors is essential for lead-
ers to harness the potential of human and Al collaboration effectively.

The ability to harness these unseen dynamics transforms leadership into

a coherent force that drives innovation. Just as a laser focuses light to cut
through obstructions, leaders must bring focus to the interaction between
human and Al expertise. In doing so, they enable both agents to function
at their highest potential, generating outcomes that are not only successful
but uniquely transformative. This leadership is not merely about orches-
trating tasks but about steering the human-Al dynamic in a way that
avoids miscommunication, duplication, triplication, and quadruplication
of efforts, ensuring the best possible outcomes and performance.
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The importance of navigating the unseen dynamics is underscored by
both successes and failures in real-world applications. Take, for instance,
the groundbreaking work of DeepMind’s AlphaFold,? which transformed
scientific research by accurately predicting protein structures. This
success was the result of human-AlI collaboration, where Al provided
unprecedented computational power, and scientists directed its use for
practical breakthroughs. In contrast, the failure of Boeing's 737 Max
program? serves as a stark reminder of how internal dynamics, such as
corporate culture and leadership decisions, can undermine even the
most advanced technological projects. Despite Boeing’s access to cutting-
edge engineering and technology, the program was plagued by a culture
prioritizing cost-cutting and speed over safety and thoroughness. This
imbalance between technological capability and human oversight led

to devastating consequences, underscoring the critical importance of a
cohesive and coherent interaction between human and technological
strengths to achieve desired performance and success outcomes.

Leaders must possess an acute awareness of both human and technologi-
cal aspects to effectively lead within the unseen dynamics. It is in these
often-overlooked spaces where a project’s true potential lies. By mastering
the ability to synchronize human and Al strengths, leaders focus on work
that creates superior outcomes, drives innovation, and ensures long-term
success in an Al-powered world.

Seizing the Opportunity

As we navigate this transformative era, it becomes increasingly evident
that a holistic and systems-oriented approach is essential to harness the
full potential of both human and Al capabilities. This opportunity lies
within the unseen dynamics, where effective leaders can synchronize
these strengths to create innovative, impactful outcomes. To fully leverage
this potential, leaders must embrace the Both/And approach—a leadership
competency that creates and fosters the conditions necessary for a cohe-
sive interaction between human and Al expertise. Rather than treating
them as separate entities, it engages both in a dynamic and synchronized
exchange to achieve outcomes neither could accomplish alone.

2 https://aimagazine.com/articles/
alphafold-2-the-ai-system-that-won-google-a-nobel-prize

3 https://corpgov.law.harvard.edu/2024/06/06/boeing-737-max
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Back and Forth
Cohesive Interaction
Optimal Outcomes

FIGURE 1.4 Seizing the opportunity for optimal outcomes

The Both/And approach is the cornerstone of effective leadership in the
age of Al.

Furthermore, embracing this opportunity requires a strategic shift in lead-
ership mindset. The role of Al should not be relegated to automating tasks
or optimizing efficiencies but should be integrated as a powerful partner
in decision-making and problem-solving. Leaders must understand that
Al's analytical power can amplify human capabilities. Still, the best out-
comes are only possible when human creativity, emotional intelligence,
ethical considerations, and uniquely human thinking provide direction.
This is where the Both/And approach becomes critical: Al can identify
opportunities, flag potential risks, and predict trends, but humans must
guide Al to ensure that the decisions made are not only efficient but also
ethical and aligned with what is best for a human-inhabited world.

Implementing Continuous Learning and
Adaptive Reshaping

Leadership in the age of Al is not a destination but an ongoing journey

of continuous learning, adaptation, and reshaping.* As Al evolves and
changes the shapes of industries, so to must the capabilities of the leaders
charged with delivering success. In the age of Al, this means developing
the capability to understand and harmonize human and technological
advancements continuously.

4 Silberman, D., Carpenter, R. E., Cabrera, E., & Kernaleguen, J. (2022).
Organizational silofication: implications in grouping experts for organizational
performance. Development and Learning in Organizations, 36(6), 15-18.
https://doi.org/10.1108/DLO-10-2021-0193


https://doi.org/10.1108/DLO-10-2021-0193

XX

Introduction

&>

Lead productive and
dynamic interaction.

Develop leadership capacity
to understand and harmonize.
Continuous improvement mindset:
resilent, innovative, and

tackle emerging challenges.

FIGURE 1.5 Components of continuous transformation

Adaptability is critical in this context, as leaders must go beyond tracking
technological progress to address broader societal implications. Ethical
considerations, data privacy, and the risk of Al-driven biases demand pro-
active engagement. Building a culture of continuous learning, grounded
in systems thinking and feedback loops, equips leaders to anticipate
challenges and make decisions that benefit both their organizations and
society. These interconnected strategies ensure that Al is applied respon-
sibly and effectively.

The ability to evolve alongside technological advancements will separate
effective leaders from those left behind. Continuous learning on human
and Al expertise is not just a strategy to stay current but a pathway to
driving impactful change. Leaders who embrace an iterative process of
adaptation will not only maintain their relevance but also lead initiatives
that transform their organizations and industries.

Before we explore the journey ahead, let’s revisit Marie’s dilemma. She found
herself at the intersection of data-driven logic and human intuition and emo-
tion. The Al's analysis pointed to a new feature as the clear path to growth,
while her team and loyal users offered conflicting feedback. This moment
wasn'’t just about selecting a feature; it was about reconciling advanced
technology with the relational insights that only humans can provide.

In this challenging situation, Marie faced a decision between the straight-
forward recommendation of Al and the nuanced understanding provided
by her team and customers. What if she had leveraged the unseen
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dynamics of her position and embraced the Both/And approach? Imagine
if she had treated Al as an integrated partner in her decision-making pro-
cess. By asking the Al to refine its analysis, incorporating raw data, user
feedback, and her team'’s insights, she could have unlocked a more fully
informed and comprehensive perspective.

Let’s explore how this might have played out.

Marie’s initial prompt:

“Acting as a senior leader in product development, with expertise in bal-
ancing customer loyalty and business growth, help me solve a dilemma
we're facing. Our Al-driven tool recommends prioritizing a new feature
for our next product release, which could attract new users and increase
sales. However, our loyal customers, who have supported us from the
beginning, are asking for improvements to an existing feature that better
aligns with their needs. | want to ensure we're not alienating our core
customer base, but we also need to focus on growth. Can you provide
suggestions on how to balance these two priorities while maintaining

both customer loyalty and business growth?”

AI’s response:

Based on your leadership role and the specific challenges of balancing
customer loyalty with growth, I've structured this response to achieve
the following goals:

1. Evaluate potential trade-offs: Assessing how each option affects both

core customer satisfaction and potential new user acquisition.

2. Provide data-driven insight: Analyzing the impact of delaying one
feature versus the other.

3. Recommend a cohesive strategy: Proposing a blended approach to
ensure growth without alienating your loyal customers.

Strategy Suggestion:

After reviewing the data from both customer feedback and growth

potential:

1. Dual-Phase Rollout Plan:

Begin with a focused effort to enhance the requested feature for loyal
users, ensuring they feel heard and valued. This would maintain their

trust and reduce churn.

Simultaneously, initiate development on the new feature with a longer
timeline, creating a second-wave release. This provides a steady
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stream of updates that can attract new users without overwhelming

your current customer base.

. Customized Communication Strategy:

Prepare a communication plan targeted at your loyal users, explain-

ing how their input shaped the upcoming improvements and inviting
them to provide continuous feedback. Highlighting their importance
will strengthen your relationship.

Market the new feature separately to attract potential users, creat-
ing a distinct narrative that positions your brand as innovative while
maintaining credibility with your loyal customers.

. Feedback Integration:

Use Al tools to continuously monitor how both customer segments
respond to each release. By integrating this feedback, you can adjust
marketing and product efforts dynamically, ensuring you remain
responsive to evolving needs.

Marie’s first follow-up:

“That strategy seems promising, but my concern is the development

team’s capacity to handle both feature updates simultaneously with-

out delaying the overall timeline. Could you provide a capacity analysis

based on the team’s workload and the potential timeline risks?”

ATl’s response:

Here's an analysis of your development team’s current capacity:

1.

Team Capacity: Based on their recent velocity, your team has the
capacity to manage two features simultaneously, but there's a 20%
risk of delay if unexpected technical issues arise with either feature.

Risk Mitigation: | recommend adjusting the timeline for the secondary
feature to stagger the releases, allowing for better resource allocation
and reducing burnout.

. Resource Adjustment: To mitigate risk further, you could consider

bringing in a short-term contractor or redistribute tasks among other
teams to handle any emerging bottlenecks.

Marie’s second follow-up:

“Thanks for that breakdown. How can | use Al to predict how our loyal

customers will react to this staggered approach? | want to be sure we're

not overpromising and under-delivering to either group.”
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ATl’s response:

To ensure clarity and manage expectations with loyal customers:

1. Sentiment Analysis: Al can analyze customer sentiment based on
previous feedback and interactions. This will allow you to identify any
emerging dissatisfaction patterns and adjust communication strate-
gies in real time.

2. Customer Reaction Simulation: Using data from prior product
rollouts, Al can simulate customer reactions to staggered feature
releases, giving you predictive insight into how loyal customers
might respond.

3. Communication Strategy: | recommend crafting targeted messaging
that emphasizes the value of each phase of the rollout, ensuring that
your loyal customers know their needs are being prioritized and when

to expect the improvements.

Marie’s interaction with Al offered a more informed perspective, enriched
by other perspectives beyond what she and her team could have achieved
alone. Initially, the Al provided a data-driven analysis, uncovering market
trends, predicting feature performance, and offering capacity insights.
However, the exchange was not one-sided. Through follow-up interac-
tions, Marie explored deeper insights, clarified ambiguities, and received
context-specific solutions informed by both the human concerns of her
loyal customers and the strategic priorities focused on driving the com-
pany’s growth.

Through this dynamic interaction, Marie incorporated the emotional and
ethical nuances that Al alone could not capture while leveraging its abil-
ity to process vast data and forecast long-term scenarios. This cohesive
approach resulted in a staggered product rollout plan that addressed loyal
customers’ needs while focusing on the company’s growth objectives.

In essence, this synergy between human and Al strengths allowed Marie
to arrive at a decision that was more informed, nuanced, and strategically
sound than either a purely human or purely Al-driven process could have
achieved alone.

Looking Ahead

As we progress through this book, we’ll explore the fundamental com-
petencies necessary for effective leadership in an Al-driven world.
Chapter 1, “Understand and Apply the Both/And Approach in
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Leadership,” lays the foundation for how leaders can harness the unique
strengths of both human capabilities and Al This approach emphasizes
that effective leadership is not about choosing between technology or
human skills but about leveraging both in a complementary way. Leaders
who adopt this approach will redefine their careers and organizations by
fostering an environment where human and Al expertise work in har-
mony, driving innovation and strategic success.

In Chapter 2, “How Artificial Intelligence Works,” we'll dive into the
practical applications of Al in leadership. Here, you'll discover ways to
amplify your leadership through Al-powered tools, explore prompt engi-
neering, and see how maintaining a human-first connection ensures that
Al's analytical prowess is applied ethically and effectively. Real-world case
studies will illustrate how to use Al to enhance decision-making, optimize
processes, and avoid common pitfalls like bias or flawed algorithms.

In Chapter 3, “The Synergy in Human-Artificial Intelligence Interaction,”
we'll delve deeper into the power skills that remain essential in the age of
Al. Empathy, ethical decision-making, and critical thinking are highlighted
as indispensable human competencies, even in a technology-centric
environment. This chapter discusses how these uniquely human abilities
can be enhanced when working alongside Al, ensuring that Al serves as an
enabler of human-centric outcomes rather than a replacement.

Lastly, Chapter 4, “Practical Applications and Future Trends,” will offer
a forward-looking view of how the Both/And approach will shape leader-
ship in the years ahead. From cutting-edge technologies to evolving project
management techniques, we’ll look at future trends that will redefine
leadership in an Al-powered world. Through surveys, expert opinions, and
practical examples, you'll gain insights into how to future-proof your leader-
ship strategies in this dynamic and ever-changing landscape.

This book explores the Both/And approach, a competency and framework
that equips leaders to not only recognize the presence of the unseen
dynamics but also to lead through them with intentionality and skill. By
engaging in this evolved approach to leadership, leaders can navigate the
complexities of today’s rapidly transforming world, making certain that the
interaction between human and Al expertise produces ethical, innovative,
and impactful outcomes.

This book equips you with the tools to harness the synergy between
human and Al expertise, ensuring that you remain at the forefront of
leadership in the Al era.
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transparency, 36, 135
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Al trustability, 4, 86
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unseen dynamics in human-Al projects
Al-driven dynamics, 18-20
DSRP model for, 206-209
ethical considerations, 30
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leadership for, xi—xii, 17-18, 23-28, 53
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power skills in, 123-125
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