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ABSTRACT:  

Assessing AI uses in institutions of higher learning has triggered this study, where the researcher seeks to 

establish what faculty feel and think about technologies concerning performance evaluation systems based 

on artificial intelligence. The study also focuses on how these experiences are influenced by demographic 

characteristics such as age, gender, education level, and teaching experience in a diverse sample from 

Coimbatore District. Altogether, the responses were largely positive, and the AI works as it is recognized 

for providing reasonable and unbiased comments that can benefit career development and correlate the 

work satisfaction. However, there are some lose ends with regards to lack of human intervention, a 

potential for algorithmic bias, lack of accountability. Concern with job and promotion opportunities and 

work-life imbalance also brings focus on segments that crave change. The present work mentions the 

strong connections between the experiences of faculty and demographic factors and concludes that there 

ought to be different approaches to AI implementation. To ensure that the system is effective and fair the 

research offers information on potential development which includes: a dual approach where the AI works 

under the supervision of managers and coaches while at the same time finding ways of maintaining work-

life equilibrium. 

Keywords: AI-driven evaluations, job satisfaction, faculty perceptions, algorithmic bias, transparency, 

professional development. 
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1. INTRODUCTION 

AI has emerged in the last decade as a phenomenon across several industries, and higher education 

is no exception at all. One of the most outstanding developments is the possibility of AI applying 

performance evaluation systems for the efficient and objective evaluation of faculty performance. The big 

promise of these systems is not just in evaluation, although this is a primary goal, but in sharing feedback 

for improvements, increased job satisfaction, and professionalism as well as increased transparency. In the 

Coimbatore District, educational institutions are the key to development; however, in the case of college 

faculty, some key issues in faculty management have remained unresolved for a long time, including biases 

in performance appraisal systems and deficits in tailored development plans. 

Therefore, it becomes important that we examine to what extent AI-driven evaluations influence job 

satisfaction because faculties are instrumental to the success of academic institutions and the reputation of 

the institution. AI systems use big data techniques to derive information not easily derived manually while 

providing faculties a better perspective about their performances as well as their shortcomings to work on. 

However, the efficacy of these systems is contingent on design, the faculty's decision to implement them, 

and how the faculty feels these systems are fair and useful. The purpose of this paper is to analyze the 

effects of performance assessments based on artificial intelligence on the satisfaction of college faculty 

working in the Coimbatore District and to illustrate how such technologies will help to enhance employee 

satisfaction. In addition, it will also examine the predictors that determine the acceptance of AI-based 

evaluation systems by faculty members and some of the issues that may likely emerge with the replacement 

of traditional forms of assessment with those based on AI technologies. 

2. SIGNIFICANCE OF THE STUDY  

The novelty of this study is derived from its ability to contribute towards the generation of 

knowledge on the effects of Automated performance evaluation systems adopted by AI on job satisfaction 

of college faculty in Coimbatore District. Since teaching quality and faculty involvement are problems of 

concern to most higher education institutions, the relationship between its performance evaluation systems 

and job satisfaction is useful to understand. Most traditional methods of appraisal have a social criticism 

for being inaccessible and prejudiced. Thus, investigating AI-driven alternatives, this study fills a gap in 

the trend of performance management literature in academia. From a methodological viewpoint, this 

research finds ways through which the values generated from AI-driven evaluations can foster an improved 

and fairer assessment, suggesting policy and practical applications. The results may help to inform the 

strategies that administrators wish to put in place when developing structures that will enhance faculty 

incentives, satisfaction, and organizational performance. Furthermore, it shall identify factors affecting 

faculty acceptance of AI-based evaluations as well as perceived fairness, to enhance implementation. 

For deputies and faculty members in particular, the research investigates how AI can facilitate 

career advancement by providing feedback and using metrics. The ethical use of AI is discussed along with 

guidelines to make AI useful for building a clear and favorable academic climate. Since Coimbatore 
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District houses several higher education institutions, the study findings could be useful at the regional level 

and well as inspire other faculties across the country to embrace change. 

3. PROBLEM STATEMENT 

In higher education, conventional assessment methods continue to be beset by prejudice, 

subjectivity, and inconsistency despite continuous attempts to enhance teacher performance management. 

Faculty motivation, job satisfaction, and overall institutional efficacy may all suffer as a result of these 

problems. More efficient and open performance assessment techniques are desperately needed in the 

Coimbatore District, where universities are vital to academic and regional growth. 

Although AI-driven performance assessment systems provide a potential option, little is known 

about how they affect college faculty members' work happiness. Few empirical studies have examined how 

teachers see AI-driven assessments in terms of fairness, usefulness, and support for professional growth, as 

well as whether these technologies can overcome the drawbacks of conventional approaches. By analyzing 

the impact of AI-driven performance reviews on college teacher job satisfaction in the Coimbatore District 

and exploring the prospects and difficulties of deploying such systems in an academic environment, this 

research aims to close this gap. 

4.OBJECTIVES OF THE STUDY 

 To examine the impact of AI-driven performance evaluations on job satisfaction among college 

faculty in Coimbatore District. 

 To identify challenges and opportunities in implementing AI-driven evaluations and provide 

recommendations for effective integration 

5. REVIEW OF LITERATURE 

Ever since the introduction of artificial intelligence (AI) in performance evaluation systems, 

performance management practices especially in learning institutions have been enhanced. In 

faculty environments in which performance impacts the quality of teaching and learning, research 

output, and overall institutional performance, the transition to AI in evaluation has generated 

considerable academic attention. This review brings together articles that have provided insight into 

performance evaluation systems enabled by artificial intelligence, its advantages, disadvantages, 

and possible impact on the job satisfaction of college faculty.  

 AI in Performance Management: Several research articles have pointed out that AI offers 

possibilities to extend the weaknesses of classic performance evaluation systems. Typically, past 

systems have been inherently arbitrary and tainted by specific bias, which causes inconsistent and 

sometimes even unfair scoring (Biron, Peretz, &Turgeman-Lupo, 2021). AI's accuracy in 

conducting performance evaluations is because they are based on algorithms that analyze large 

volumes of data. Based on the literature review by Malik, Singh, and Rajput in 2022 AI can 

leverage performance information and inculcate enhanced and broader data points to embrace 

teaching ratings, abstractions of scholars’ production, and student feedback to draw more properly 
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performed insights. This objectivity is viewed as a contributor to improving the satisfaction levels 

of the faculty since it minimizes the chances of biased assessments.  

 AI-Driven Evaluations and Job Satisfaction: This paper aims to establish that the level of job 

satisfaction has a significant impact on the faculty’s retention and performance. Consequently, 

tortuous and impartial methods of assessment have been found to improve the levels of satisfaction 

among faculty members (Baker, 2022). Automated performance assessments can improve the 

quality of life of teachers by offering specific solutions and expectations for their further 

professional growth. Johnson et al., (2021) have done a study showing that Artificial Intelligence 

based constructive feedback in academics can be designed to address specific faculty strengths or 

development needs in career progression. 

 AI and Faculty Development: AI-driven performance evaluations have the potential to transform 

faculty development by providing tailored insights that support continuous improvement. A study 

by Thompson and Miller (2023) found that AI systems can identify specific areas where faculty 

members may benefit from additional training or support. This personalized approach can enhance 

faculty members' professional growth, leading to greater job satisfaction and a more motivated 

workforce. 

Moreover, Kim and Lee (2023) pointed out that AI-based performance assessment increases the 

transparency and credibility of the institutions in the academic sector. Although the faculty 

members might be satisfied with their jobs due to perceived evaluation procedures that are 

perceived as fair. However, the authors also note that the effectiveness of these systems is 

predicated on the perceptions of acceptance by the faculty members in embracing the technologies. 

 Faculty Perceptions and Acceptance of AI Systems: The various advantages that could be 

derived from AI-driven evaluations are witnessed, however, the assessment and acceptance of these 

systems by the faculties is key in determining of the success advanced systems. Studies suggest that 

faculty may have some doubts regarding AI also, for example, due to data protection, possible 

prejudice against the algorithms, and the disappearance of human involvement in the outcome of 

rating (Nguyen, 2021). Zhang et al. (2022) examined the cognitive; affective; perceived behavioral 

control and attitude constructs that underpin acceptance of AI-driven systems amongst faculty that 

interact with learning management systems and found that perceptions about the fairness and 

ethicality of the algorithms influenced perceived usefulness and behavioural intent towards the AI 

systems. 

 Challenges and Ethical Considerations: However, like most other applications of artificial 

intelligence, performance evaluation systems based on the same have their fair share of drawbacks. 

One is the issue of machine learning or facial bias where the choice made by the AI system may be 

influenced by bias within the system toward or against certain faculty members (Binns, 2021). This 

might be because the data used in training the AI models is prejudiced and or where the AI systems 

do not factor in factors such as the context within which the specific individuals in the faculty are 

operating. Another part of ethical concerns that can be distinguished in the case of analyzing 
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performance data is the question of an individual’s data privacy. The AI system should ensure that 

proper use is made of any data provided to it by the faculty members; the data will not be used in 

unethical ways (Mittelstadt, 2022). Added to this, is the fact that, to get AI to work, there is a need 

for dedicated capital investment in infrastructure and training which can be a challenge for some 

institutions. 

 Finally, it is useful to summarise what research evidence has been found on the potential and issues 

of AI-based performance evaluation systems in Higher Education. Though such systems are 

claimed to make assessments more unbiased, clear, and individualized, they imply extensive correct 

usage and favorable response from the faculty. The outcomes of this body of research will be useful 

in the present study that seeks to establish how artificial intelligence-shaped performance 

evaluations affect the job satisfaction of college faculty in Coimbatore Districts and the factors that 

affect the acceptance and effectiveness of these changes. 

6. RESEARCH GAP  

Researchers have expounded on the capability of performance evaluation systems powered by 

artificial intelligence in several industries, but few studies focus on their effects on the job satisfaction of 

college faculty in higher education in Coimbatore District. While previous work has explored the 

advantages and disadvantages of AI-based performance management including smoothening such 

processes with less bias and favoritism (Biron et al., 2021; Malik et al., 2022), this study investigates the 

experience and attitude of the faculty across higher education institutions.  

Furthermore, empirical studies focusing on the faculty acceptance of AI-driven evaluations have not 

been adequately addressed in the literature as the prior theoretical studies call for detailed investigations 

into the psychological and contextual attitudes of faculty acceptance and perceived fairness (Nguyen, 2021; 

Zhang et al., 2021). It also has inadequate encompassing and multifaceted research that implicates the 

existence of the ethical and feasible issues of asynchronous AI systems in an academic environment like 

privacy issues and bias menace (Binns, 2021; Mittelstadt, 2022).  

This research therefore seeks to address these research questions by offering an empirical analysis 

of the performance evaluation systems driven by AI on the job satisfaction of the college faculty in 

Coimbatore District; the factors propelling the acceptance of the systems and the difficulties encountered in 

their implementation. 

7. RESEARCH METHODOLOGY 

In the present study, therefore, a quantitative research design is used with a structured questionnaire 

used to gather data from college faculty in Coimbatore District. This approach makes statistical analysis 

possible and thus allows the generation of generalized results to indicate how AI-driven performance 

evaluation systems affect the job satisfaction of faculty members. To assess the degree of job satisfaction, 

perceived fairness, and acceptance of AI-based performance assessments, the questionnaire is developed in 

such a manner that it mainly includes widely used and empirically verified scales for the reliability and 
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validity of the data. The convenience sampling technique is non-probability in nature, which helps to pool a 

combination of faculty members in various institutions of the Coimbatore District. 

 According to Krejcie and Morgan (1970), the required sample size will be used to have enough 

statistical power; 374 completed questionnaires were self-administered. The questionnaires will also be 

administered online and face-to-face to gain as many participants and only faculty members will be 

included in the study. The collected data will be processed qualitatively, and an explorative and conclusive 

method of statistical analysis will be applied to determine common relationships. It will also assist in 

gaining knowledge on how implementations of artificial intelligence to performance evaluations affect job 

satisfaction and the factors explaining the acceptance of the system as well as the perception that faculty 

has towards the same. The purpose is to develop practical recommendations for the successful use of AI-

based assessments in higher education based on the literature analysis. 

8.DATA ANALYSIS AND INTERPRETATIONS  

The study's respondent demographic predominantly comprises young adults, with 60% falling 

within the 25 to 30 age group. Female respondents significantly outnumber males, making up 70.3% of the 

total, indicating a strong female representation in the sample. A substantial majority of respondents, 

accounting for 76.5%, are married, reflecting the social characteristics of the faculty population in 

Coimbatore District. The demographic is highly educated, with a noteworthy 52.7% holding doctorate 

degrees, underscoring the academic qualifications of the respondents. Tenure in the current organization 

varies, with 41.2% of respondents having over 5 years of experience, showcasing a mix of both long-

standing and newer faculty members. Additionally, when considering total professional experience, 42.2% 

have 6-10 years of experience, further highlighting a diverse range of professional backgrounds. This 

respondent group encompasses a wide spectrum of experience levels, from newcomers to seasoned 

professionals, offering a comprehensive perspective on the workforce and contributing valuable insights 

into the impact of AI-driven performance evaluations on job satisfaction. 

8.1. IMPACT OF AI-DRIVEN PERFORMANCE EVALUATIONS ON JOB SATISFACTION 

AMONG COLLEGE FACULTY  

8.1.1. Experience with AI-Driven Evaluations 

AI-driven performance evaluations reveal that faculty experiences with these systems are varied. A 

notable portion of respondents have encountered AI-driven evaluations, with varying frequencies: some 

have experienced it once, while others are evaluated annually or bi-annually.The data on job satisfaction 

indicates that while 54% of respondents are highly satisfied with their current roles, only 48% feel that 

their jobs align with initial expectations. Satisfaction is even lower for career growth opportunities (39%) 

and work-life balance (27%). These insights suggest that while AI-driven evaluations may contribute to a 

general sense of job satisfaction, concerns remain about how these systems influence professional growth 

and work-life integration. These concerns could lead faculty to consider leaving, emphasizing the 

importance of addressing these issues when implementing AI-driven performance evaluations. 

http://www.ijcrt.org/


www.ijcrt.org                                                © 2025 IJCRT | Volume 13, Issue 2 February 2025 | ISSN: 2320-2882 

IJCRT2502907 International Journal of Creative Research Thoughts (IJCRT) www.ijcrt.org h670 
 

8.1.2. Faculty perceptions of AI-driven performance evaluations 

Table 1. Showing the respondent’s perceptions of AI-driven performance evaluations 

S.no Perceptions of AI-driven performance evaluations SD D N A SA 

1.  The AI-driven performance 

evaluation system provides 

objective and unbiased feedback. 

No of respondents 37 68 88 145 36 

Percentage of 

respondents 

10 18 23 39 10 

2.  Believe that the AI system 

evaluates my performance more 

fairly compared to traditional 

methods. 

No of respondents 
14 34 96 147 83 

Percentage of 

respondents 
4 9 26 39 22 

3.  The criteria used by the AI-

driven evaluation system are 

transparent and easy to 

understand. 

No of respondents 46 58 73 134 63 

Percentage of 

respondents 12 14 20 36 17 

4.  Trust the recommendations and 

feedback given by the AI-driven 

performance evaluation system. 

No of respondents 37 68 88 145 36 

Percentage of 

respondents 

10 18 23 39 10 

5.  The use of AI in performance 

evaluations makes me feel more 

confident in the fairness of the 

outcomes 

No of respondents 23 36 48 193 74 

Percentage of 

respondents 

6 9 13 52 20 

6.  AI-driven evaluations have 

positively influenced my overall 

job satisfaction. 

No of respondents 23 47 49 156 99 

Percentage of 

respondents 
6 13 13 42 26 

Job Satisfaction and Professional Development  

7.  I am satisfied with the feedback 

I receive from the AI-driven 

performance evaluation system. 

 

No of respondents 11 43 49 178 93 

Percentage of 

respondents 3 11 13 48 25 

8.  The AI system has motivated me 

to improve my academic 

performance. 

No of respondents 12 41 46 174 101 

Percentage of 

respondents 
3 11 12 47 27 

9.  The feedback from the AI 

system has helped me identify 

areas for professional 

development. 

No of respondents 4 28 55 111 176 

Percentage of 

respondents 1 7 15 30 47 

10.  The AI evaluation system 

recognizes and appreciates my 

contributions to the institution. 

 

No of respondents 0 13 41 178 140 

Percentage of 

respondents 0 4 11 48 37 

 

Interpretation: The data in Table 1 reflect generally favorable perceptions of AI-driven performance 

evaluations. For instance, 39% of respondents agree that the system provides objective and unbiased 

feedback, with 10% strongly agreeing. Similarly, 39% feel that AI evaluations are fairer than traditional 

methods, and 22% strongly agree, though 26% remain neutral. Transparency in criteria receives agreement 

from 36% and strong agreement from 17%, while trust in AI feedback is mirrored by 39% agreement and 

10% strong agreement, indicating balanced views with a notable neutral segment.Confidence in the fairness 

of outcomes is high, with 52% agreeing and 20% strongly agreeing. Additionally, AI's positive impact on 
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job satisfaction is affirmed by 42% agreeing and 26% strongly agreeing, although some respondents 

remain neutral or express doubts. Overall, perceptions are positive, with some reservations and a 

considerable portion of neutrality. 

Overall positive perceptions of the AI-driven performance evaluation system. Regarding 

satisfaction with feedback, 73% of respondents expressed satisfaction, with only 14% dissatisfied. The 

system motivated 74% to improve academic performance, and 77% found the feedback helpful for 

identifying professional development areas, with minimal negative responses. Additionally, 85% felt 

recognized and appreciated by the system, reflecting a strong overall impact on job satisfaction and 

professional growth. 

 

8.1.3. Association Between Demographic Characteristics and Experience of AI-Driven Performance 

Evaluations 

Alternative Hypothesis (H1): There is a significant association between demographic characteristics (age 

group and years of teaching experience) and the experience of AI-driven performance evaluations. 

 Chi-Square Tests 

 

Age 

 Value df Asymp. Sig. 

(2-sided) 

Pearson Chi-Square 284.806 18 .000 

Likelihood Ratio 200.019 18 .000 

Linear-by-Linear Association .001 1 .970 

N of Valid Cases 374   

Years of teaching 

experience 

Pearson Chi-Square 64.179 6 .000 

Likelihood Ratio 77.821 6 .000 

Linear-by-Linear Association 9.864 1 .002 

N of Valid Cases 374   

 

Interpretation: The Chi-Square test results reveal significant associations between demographic 

characteristics and AI-driven performance evaluations. For age, the Pearson Chi-Square value is 284.806 (p 

= .000), indicating a strong association, though the linear-by-linear trend is not significant (p = .970). 

Similarly, years of teaching experience show a significant association, with a Pearson Chi-Square value of 

64.179 (p = .000) and a notable linear trend (p = .002). Overall, both age and teaching experience 

significantly influence the likelihood of experiencing AI-driven evaluations. 

8.1.4. Analysis of Job Satisfaction Levels and Perceptions of AI-Driven Evaluations Among 

Demographic Groups 

The ANOVA results reveal significant differences in job satisfaction and perceptions of AI-driven 

evaluations across various demographic groups, such as age, education, and teaching experience. 

Specifically, overall job satisfaction (p = .000), job expectations (p = .001), and work-life balance (p = 

.002) vary significantly, while career growth opportunities remain consistent (p = .320).Perceptions of 
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organizational commitment, such as feelings of belonging (p = .000) and pride (p = .000), also differ, 

though willingness to recommend the institution does not (p = .212). Intentions to leave, including 

consideration of leaving (p = .000) and openness to new opportunities (p = .000), show significant 

variation.Attrition factors, like insufficient compensation (p = .000) and limited career growth (p = .000), 

also differ among groups, highlighting the influence of demographics on satisfaction and AI evaluation 

perceptions. 

8.2. IDENTIFYING CHALLENGES AND OPPORTUNITIES ASSOCIATED WITH 

IMPLEMENTING AI-DRIVEN PERFORMANCE EVALUATION SYSTEMS 

8.2.1. Concerns on AI-driven performance evaluation 

 

Chart 8.2.1. Showing the major concerns on AI-driven performance evaluation 

The chart reveals that 42% of respondents are most concerned about the lack of human judgment in 

the AI system, followed by 39% worried about algorithmic bias or inaccuracies. Data privacy and security 

concerns 17%, while only 10% struggle with understanding the system, and just 5% have no concerns. 

Overall, human oversight, fairness, and data security are key issues. 
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8.2.1. Examining Differences in Overall Experience Ratings of AI-Driven Evaluations Across 

Teaching Experience and Education Levels 

Alternative Hypothesis (H2): There are significant differences in overall experience ratings of AI-driven 

performance evaluations among faculty members with different teaching experience or education levels. 

ANOVA 

 Sumof 

Squares 

df Mean 

Square 

F Sig. 

Overall experience with AI-

driven performance 

evaluations 

Between Groups 6.186 3 2.062 7.110 .000 

Within Groups 107.311 370 .290   

Total 113.497 373    

The factor that is more 

comfortable with AI-driven 

performance evaluations 

Between Groups 26.655 3 8.885 11.411 .000 

Within Groups 288.096 370 .779   

Total 314.751 373    

 

Interpretation: The ANOVA results show significant differences in overall experience and comfort with 

AI-driven performance evaluations among faculty with varying teaching experience or education levels. 

For overall experience, the F-value is 7.110 (p = .000), and for comfort, the F-value is 11.411 (p = .000), 

both indicating statistically significant disparities. These findings suggest that faculty perceptions of AI 

evaluations vary meaningfully based on their background. 

9. MAJOR FINDINGS 

The study indicates that the majority of respondents are young adults, predominantly female, and 

well-educated, with a significant number holding doctorate degrees. Most faculty members have substantial 

teaching experience, reflecting a balanced demographic with a mix of seasoned and newer 

professionals.Faculty experiences with AI-driven performance evaluations are varied, with a notable 

portion expressing general satisfaction, particularly in terms of job role fulfillment. Nonetheless, the level 

of satisfaction reduces about career advancement and flexibility or the balance between job demands and 

leisure. The interaction analysis shows that although the majority of the faculty members consider the AI 

system as offering constructive and unbiased feedback, a significant number of neutral participants have an 

ambiguous attitude toward the system and its functions. The major issues associated with AI systems are 

the absence of any form of discretion in the decision-making process and the possible threat of algorithmic 

bias with the concern of data privacy trailing behind as the most minor concern. The findings present in the 

study reveal that demographic characteristics, including age and teaching experience, play some role in 

shaping the perception as well as experience of the faculty members on AI-based evaluation. This leads to 

the proposition that more targeted, or demographic-specific, approaches may be required to increase the 

effectiveness, and associated acceptance, of these systems. 
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10. SUGGESTIONS 

There is a need to mitigate faculty concerns and enhance the experience ofAI-based performance 

assessments. When the working principles of the system become clearer and the criteria according to which 

the assessments are being made are less doubtful, the levels of trust among the faculty members rise. 

Increasing the roles of human-qualified assessment in the process may also help to resolve concerns over 

the influence of subjectivity and bias within users who are otherwise detached from similarly automated 

feedback. Also, targeted professionally related training, and development, which corresponds to career 

advancement expectations, can raise satisfaction levels. Another way to positively transform the workplace 

is to tackle the issues related to work-life balance as well as reward its staff for the work done and support 

the corresponding policies. Since demographic factors play a huge role in the adoption of new technology, 

it would be greatly beneficial to tailor the implementation and communication around these AI systems and 

programs to fit the level of teaching experience and literacy so that no faculty feels left out but valued 

instead. 

11. CONCLUSION 

In conclusion, a majority of faculty members had positive perceptions towards AI-driven 

performance evaluations though there were perceived areas that would require some improvement toverify 

the value of the evaluation. The system is famous for fair and honest feedback and helps increase job 

satisfaction and career advancement. Nonetheless, concerns related to the removal of human intervention 

concerns over inherent algorithm bias, and issues concerning transparency remain an issue of contention, 

apart from employee dissatisfaction with opportunities for career progression and work-life balance. The 

profound impact of demographics, age, and teaching in particular, stresses the importance of paying more 

attention to the differentiation of AI testing methods. Therefore, transparency, employing a selection of 

human supervision over scholarly requests, and considering certain demographic demands can help 

institutions assist faculties, make them content with their professional roles, and promote a fairer 

assessment method. 

12.FUTURE IMPLICATIONS AND SCOPE OF THE STUDY 

The insights obtained from the current analysis have implications for future research and are 

outlined below. In the future, as the incorporation of AI into performance evaluations increases in the 

academic learning environment research could focus on the establishment of a two-tier performance 

evaluation where AI evaluations are complimented by a human element aimed at reversing the perceived 

unfairness of this new technology. There are potential implications of the changing status of institutional 

AI in member evaluation programs where more complex feedback structures can be developed, and the 

question of the gender demographics of faculties regarding the actual efficiency of the given evaluation 

systems arises. 
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 Further, it is also envisaged that future research can take a wider lens to conduct longitudinal 

studies in an attempt to understand the effects of using AI-driven analyses on career advancement and job 

contentment. Other possibilities one could also look into would be searching for ways AI can help optimize 

work-life balance by perhaps having an adaptive scheduler or management of workloads. Furthermore, the 

detailed observation of one specific field using the system in practice or the comparison of different 

institutions’ experiences with its use and applicability would allow having a wider view of the 

effectiveness of the system and the potential problems occurring in the process. That is why continuous 

analysis will be necessary to investigate how AI technology can help satisfy faculty requirements and 

protect and foster an inclusive, supportive, and growth-minded culture within academia. 
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