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, rv business has increasingly positive and volatile decision envir_onments requiring
[he contemporary u tensive decision-making. Managers have to make fast but informed decision
_PfUumCSS o da'[d-”s]uch as operations, supply chain, healthcare and'ﬁnan-ce. AI'DSS‘SatiSﬁeS this
in m'xmcr(‘)us son;?fl:rsing intelligent recommendations, anomaly detecpoq, risk forecgstmg, scenario
requirement by d reasoﬁing. They, therefore, enhance organizational effectiveness, reduce

analysis and automate ' L
human bias, and enhance the quality of decisions.

However, there are also new challenges assc?giated with t_he use of Al In decns:on—n}aﬁing_ Alg OTiFl}Jns
bias, transparency, trust, model interpretability, and ethical conclims ?‘reldsomfe ; \ e most critical
issues that affect the adoption and use of AI-DSS by managers. ew fields 0f strategic concern are
the maintenance of accountability in AI-a_ssmed Judg_ments, ensuring fairness in automateq
propositions, and developing sufficient trust without becoming too reliant on it.

By and large, AI-DSS are technology tools that enhance human judgment besides being strategic
facilitators. \K}ith the adoption of digital transformation by businc?sses, the role of AI.-base_d decision
systems will increase, and future managerial decision-making will be more responsible, intelligent,

and adaptable.

Novelty and Contribution

The research provides an array of new works to the sphere of healthcare management and human-AI
interaction and contains new knowledge which is not limited by the current literature on clinical use
of Al First, it better examines the use of AI-DSS in managerial decision-making in particular, which
has not been studied extensively even though it is considered the core of organizational effectiveness
and patient-flow safety. The majority of the previous research has copcentrated on Al in clinical
diagnosis or predictive modeling without any substantial gaps In the research regarding
administrative and operational decision processes. This study provides a unique insight into the role
of Al on managerial cognition, trust relationships, and decision-making by targeting managers:
operations officers, finance managers, patient-flow coordinators, and department heads.

Second, the research includes a detailed empirical model of trust and perceived bias, as well as
dependence on Al and the quality of a decision. It offers factual evidence that trust is an intermediate
between transparency and decision performance, and that highly accurate Al systems are not able to
improve the quality of decisions, unless managers have trust in their outputs. This empirical
association is a new theoretical input, which connects the psychological constructs and performance
outcomes in healthcare management.

Third, this study presents a unified approach to evaluation that is a compilation of surveys,
simulation-related decision-making tasks, and reflective interviews. This multi-methodology can
bring a more profound insight into what managers think about AI-DSS as well as how they actually
act when they use Al to make actual decisions. The concomitant assessment of perceived trust, bias
and objective decision accuracy provide a more action-oriented and richer dataset compared with
those that depend on self reports only.

*  The creation of a single framework for decision quality, bias, and trust.
*  Design-driven cognitive responses to Al DSS are supported by empirical data.

Practical contributions
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G. 1: Al-Driven Decision Support Trugy Optimization jyy

1

- Managerial Experience, Al Transoarenco . -
Moderators: £ » Al Transparency, Digial Readiness

Viedialors: Trust, Bias Reduction

Research Methodology

Design: Mixed Methods (Quantitative + Qualitative)
population: Mid & senior managers usin
orecasting reports, etc)

. Tools: Surveys, Experiments, Interviews

. Analysis: SEM, Mediation/Moderation, Thematic Analysis

]
g Al systems for Underwriting, problem diagnosis

320 healthcare managers from hospitals, diagnostic facilities, and insurance companies in South
Indian major cities (Chennai, Bangalore, Hyderabad, and Cochin) participated in a multiphase survey
experiment. AI-I?S$ 'dashboards with various transparency and fairess cues were engaged with by
participants. Reliability tests, confirmatory factor analysis, and PLS-SEM were used in data analysis
to verify the structural correlations.

QOutcomes
Important conclusions include:

» Managerial trust is increased via explainability and transparency.

¢ Reduced bias-detection signs lead to unfair, discriminating, or distorted results.

¢ Decision quality was positively impacted by trust; decision results are negatively impacted by
perceived bias.

- The relationship between AI-DSS design interventions and decision quality was mediated by
both bias and trust.

Conversation

The study shows that technical precision alone is not enough for successful AI-DSS adoption.
Transparency and faimess cues elicit powerful reactions from managers, and these impressions
influence the caliber of their decisions. For safe and efficient Al-supported decision-making in

healthcare organizations, calibrated trust—rather than over-reliance—is crucial.

I Proposed Methodology

tured empirical framework that integrates data collection,
d decision-quality evaluation for Al-powered decision

Support % sed by healthcare managers. The study. begins with _a_multwana‘te dataset

cagt’;;oﬁnzyzzr::g(é/:ig ﬂitsgr;cﬁonsywnh AI-DSS across real and srmula;ege?veec(;mg? asce:;;ardm:éuiizz

Participant's interaction produces measurable indicators of m’-tz trru ! indexTh T el
havior. To formalize trust measurement, the methqd - Comg:-:x lainability satisfaction, and P

(41C + 42E 4 a3P) where C represents system clarity, E represen C(‘)’emdem To quantify subtle

"Presents perceived reliability, with al,a2,a3 belfg nomfla]m:s“ofr;g = iRexpeEted - Robserved|.
€Cision deviations, we compute 2 sl RS i »%here the decision quality score Dq is
AMicipants then ur;dergo structured decision simulations

The proposed methodology adopts a struc
Wust measurement, bias quantification, an
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" e © WIS + W3T), where A is ¢
computed using the W eichted accuracy formula Dq = (WIA \V_S W]:T) helfe Als "CCuracy: S
is consistency’ “and T is decision efficiency. This stage allows the identification of patterns showing
1S CONSIS V. @ 3 0

how trust and bias influence final decisions.

The second component of the methodology focuses on algorithm-ic bias_perceptif)n and behaviora]
consequences. We model bias perception Bp usm% the c.le\_ﬂatlon ratio ;qug;tllon Bp = (uAl —
yHuman)/ oHuman, where pAl represents the Al's prediction mean and pHuman the hl{njan
baseline. A faimess deviation score Fd is calculated as Fd = leu}! - piExpected| across all decision
classes i. To evaluate how bias affects reliance, a reliance p-robablht'y mode:l Pr(R) is used: Pr.(R). s
1/(1+ eN—B1 T + f2Bp)), where T is trust and Bp 1s percelyed bias. To ensure Oi?Jectwe
assessment. each decision scenario includes both biased and unbiased Al outputs, enabling the
calculation of the bias-impact coefficient Bi defined as Bi = ADq./ABp.‘ "-Fhe' proposed methodo.logy
further incorporates a confidence variance measure Cv to capture mstablht;,' in Al recommendations,
expressed as Cv = Z(ri — ur)? where ri denotes individual recommend_atlon confidence .and pr t'he
mean. This quantitative approach enables detailed analysis of how perceived or real algorithmic bias
alters managerial decision pathways.

The third methodological component develops a structural model linking trust, bias, and decision
quality through mediation and path analysis. The relationship between transparency X anfl trust T is
modeled using a linear dependence equation T = kX + £1, where k is a sensitivity coefficient and €1
is an error term accounting for subjective variation. Decision quality, influenced by trust, is modeled
using the mediation equation Dq = yT + &, where y captures the direct effect of trust on decision
quality. To integrate the impact of bias, the model includes a bias-adjusted decision accuracy function
Aadj defined as Aadj = Araw —ABp, where Araw is raw accuracy and A controls the bias penalty
effect. To detect nonlinearities in trust dynamics, a trust stabilization function Ts is added: Ts = T0 +
e™(—nt), where t is iteration count and 7 represents adaptation rate. The structural equations
collectively allow exploration of how transparency, fairness, and bias dynamically interact to shape
decision outcomes.

The final part of the proposed methodology integrates all components into a comprehensive
computational workflow to evaluate Al-manager interaction quality. The workflow begins by
computing the overall system impact index I through the formula | = w1 T + @2(1 — Bp) + w3Dq,
where the w terms are allocation weights. A performance-reliance equilibrium model is used to detect
optimal reliance patterns, defined as Re = (T — Bp) / (1 + CV). To validate results, simulation
outputs are compared against expert benchmarks using a deviation score Sd defined as Sd = |DqAI -
DgExpert|. The methodology concludes with a predictive decision model that forecasts expected
decision quality De using the regression form De = 61 T + 62(1 — Bp) + 83Re + ¢. Altogether, this
methodology combines mathematical modeling, behavioral analysis, empirical measurement, and
simulation-based validation to provide a robust, replicable framework for assessing the true impact of
Al-powered decision support systems on managerial decision-making in healthcare.

Iv. Result & Discussions

The findings of the empirical study present some vital information regarding the manner, in which
healthcare managers engage with Al-driven decision support systems when making operational and
administrative decisions. The data analysis showed that managers had different degrees of trust in Al
recommendations, and it was a crucial factor in the quality of the final decision. As it can be seen in
ﬁgur_e 2 which was created with the help of Excel to provide the visualization of the trust-score
distribution, most of the participants indicated increased trust rate when the Al system delivered clear
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FIG. 2: Managerial Trust Response Pattern Across Transparent vs. Opaque Al Systems

The next set of analysis involved the perceived bias detection and the impact it has on the decision
maenitude of decision deviation indicated by the

mede by the managers. As the figure 3 shows. the mag i
indicators of bias increased at various stages of the trial. The chart shows a steep nonlinear trend in
jon in the use of Al. Whenever the system

which even slight siens of injustice led to a sharp reduct _
output was seen to be distorted or not congruent with the expected fairness standards, managers were
more likely to cross-reference Al ience. This change of behavior was

advice with their own expert
most obvious in terms of staffing allocation activities, situations of patient admission prioritization,
and decisions concerning costs-TisK

assessment. The post-simulation discussion with the participants
validated the fact that the perceived bi not be true. as well as that which may or
may not be perceived, served as 2 psY¢

as which may or may s : o
hological barrier decreasing the willingness of the participants
© act on Al ndations. This find . the fact that the visual curvature
recomme !
that was taken in ficure 3 shows that the

ine could be reinforced by

d;viation in decision becomes pronounced in the nuddle of
- tasks, and this fact proves that managers arc and responding to
mjm patterns than expected. The result points

more proactive in identifying
out a paramount human factor issue of
mplementation of AI-DSS in hospitals and healthcare org

anizations in the future.
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FIG. 3: Bias Sensitivity and Decision Adjustment Curve

The research also assessad the role of AI-DSS in the general quality of the decision including
accuracy. consistency. and time-effectiveness. These results are well highlighted in Figure 4. The
greph shows that the high-trust users achieved more stable and accurate decisions on all tasks
whereas low-trust users through their scores showed varying scores on decision quality. Interestingly,
the difference in performance increased with time, ie., the familiarity with Al increased the
periormance of those who initially believed in the system. Individuals that started with low trust
continued to have conservative decision strategies as well as not utilizing the features in the advanced
system that would have improved the accuracy. The figure indicates clearly that decision quality
curves of high-trust users have a positive curve, and the ones of low-trust users are fairly flat with
significant volatility. This gives essential insights that building an initial trust is essential in defining
long-term efficacy of Al-based managerial help. Such results support the necessity of training and
transparency characteristics at an early stage when implementing Al.

e 50.89
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o . .
0 =——eo

High-Trust Medium-Trust Low-Trust
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4: Decision Quality Trend Among High-Trust vs. Low-Trust Users
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TABLE 1: Trust Level vs. Decision Accuracy Comparison

Trust Level Mean Decision Accuracy (%) |  Standard Deviation (%)
Low Trust 684 ] 27
Medium Trust 77.9 i 30
High Trust 802 ; 58

In the meantime, Table 2: Perceived Bias Level vs. Reliznce Frequency Comparison gives 2 summary
of the decreased rate of reliance frequency at a rate much lower then the rise of indicziors of bizs. The
data in Table 2 indicates that a relatively low increase in the perceived bias resuits in 2 siz=p decrazse
in the frequency of following Al recommendations, which is zn example of the behavioral dvmzmics
displayed in figure 3. These tables included in the analysis also meke the discossion empinically
sound since they show the numerical consistency between the observed trends in 21l Fasrams. The
overall findings of these studies are that trust and perceived bias have a2 direct Impaci on 2
managerial behavior, which has repercussions on the quality of decisions made by such mznzsers. T
level of performance, and the consistency of strategy implementation in medizied complex sim=tions
of healthcare.

TABLE 2: Perceived Bias Level vs. Reliance Frequency Comparison

Perceived Bias Level Rel?é’::j;;zgncy Relative Change (%)

Low Bias Perception 42 +186
Moderate Bias Perception 29 74

High Bias Perception 17 9

In general, the findings allow concluding that the success of Ai-bafed da_cis‘mn Suppon sysiems e
technologically determined and depends on the degree of psychological congrusncy mm p
behavior and managerial expectations. Clear and easy 10 understznd sysiems were alvays inked o 2
greater degree of trust and more optimal decisions bul amy sense of bias (even mﬂ?’kﬁ‘) arame
instantly led to less reliance, and to the impairmeni of the collzborative effectivensss of decision-
making. 'l'heuseofdiagramsandta.blesinthiasmdyc:lx.:vasncsfi‘mﬁ};.ﬁI_w;—f-_?aﬂgof,daL sence 10 sumy
these findings but also show the role played by human factors in either fmproving or i -i i .m- =
Practical use of Al in healthcare management. These findings present valuable Jessons 10 developers.
hospita] administrators, and policymakers, which suggest Ihal the ﬁm:we_ Al dﬁ’e}ap_gw::u‘ will Dﬁa:‘x‘m
focus o explainability; faimess, and user-centered desizn In order to bring meaningefill chanses 1 e
h%lthca:e decision-making setting.

% Conclusion

25 with influencer marketing being of significant influence
the ability 10 maimain suc}-: trust is heavih reliam o
d compliance with ethical principles. True mteraction will

India is 57 very crucial crossroads in 20
:)r" onsumer confidence. Nevertheless,
Nsparency, demonstrated experience an
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In 1995. India launched the ““Persons with Disabilities /\(.1 '/\c;cgr’cl'irag u)‘xhis ;mf W of l‘hc sobs in
private and public companiesare reserved for people with Disabilities. With the introduction of ;.
act. one of the challenges faced by the disabled has' been reduced. As a’rc',nxlt7 many disabled
individuals started getting employed, and thereby contribute to thc' cconomy, Fhe contribution of the
Disabled to GDP amounted to 5.67% 10 6.77% of the total global GDP (The World Bank, 2004),

This study is concentrated around Bangalore, because thg number of disabled 'pcopl? in ’Hangalon; is
higher, and the Labour market is unaware of _the existence of Pc?oplc with l)lsabilitic's in the
workplace. 3% of the jobs in both public and private sector companies are reserved for employees
with disabilities. (Persons with Disabilities Act, 1995)

In India, according to the “The Disabilities Act” 1995, there is a portion of the reservation of jobs for
people with disabilities in public and private sector companies. The disabled sections in society are
not given much consideration.

1.2 Brief Review of Literature

The employment of PwDs is dependent on various factors, which have been reviewed. The review of
literature is designed in such a way that it provides a brief on the research works on PwDs working at
different successful companies. Environmental factors such as the role of government, Educational
help, support from family, etc, and personal factors such as attitudes of the employees and
employers, confidentiality of information of PwDs in the workplace (Young, 2000). The type of
disability and age determine employment of PwDs;the more the education, the more they will be
employed (Weathers and Wittenberg, 2009). Job placement helps in placement. Despite training,
only half a percent of them were employed. A large number of peoplewith PwDs work in
transportation, maintenance, personal care, etc (Smith, 2000).Employment differs with disabilities,
Help with personal care, limits on activities have an impact on employment.

Employers not ready to hire people with disabilities results in a rise in unemployment (Blanck, Song
and Schwochau, 2003). Change in the system will improve the support for PwDs, services such as
health support and technical support. The way in which disability is measured and the measurement
of time are different in different articles. Measurement of disability is a major topic in the second
book (Houteville et al 2009), with various suggestions. A series of questions was prepared to indicate
disability by the Census Bureau and the BLS, in recognising the problem. 6 questions were included
in the survey from 2008, and later it became the standard for measuring disability (Livermore and
She, 2009, 285)

Analysis on Employment of people with speech and hearing impairment (Boutin, 2010). 28% work
in management, professional and related categories. 20% in service, 27% in sales and office jobs, 9%
in natural resources, construction and maintenance, and 16% in production and transportation. People
with a lesser degree of Hearing impairment are likely to get jobs in professional and managerial
positions. Most of them have a high school diploma or more.

Studic_es focusing on the impact of PwDs on employment. (Delire, 2003) Employment rates are
reducing because employers are not ready to hire people with disabilities due to a lack of ability and
efficiency as compared to bled workers. Disabled workers are more time-consuming, which results in
a dglay in work. ADA had an impact on hiring disabled people rather than firing them. None of the
articles explains the law regarding the employment of the disabled. Studies of ADA are considered 10

be impacted as mixed, with an overview o islati p jvermore
) n the legislation and wDs (Livermor
and Goodman, 2009, 21 - 23). 5 AR 1 TP
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1.3 Research Gap

The focus on the employed and unemployed disabled is to be given consideration. There are various

factors which influence an individual with disability to get employed and unemployed. PwDs are
employed because of their education and technical training.

1.4 Research Objectives

To measure the determinants that influence PwDs in getting employed and unemployed.

1.5 Hypothesis

Null Hypothesis: Factors such as age, education, gender, intellectual disability, and training do not
affect the employability of the disabled.

Alternate Hypothesis: Factors such as age, education, gender, intellectual disability, and training do
affect the employability of the disabled.

1. Results and Discussion

A logistic regression model is used, as the dependent variable is dichotomous. It determines the
extent to which dependent variable employment is related to independent variables age, gender,
education, training and intellectual disability. The logistic regression model is based on the maximum
likelihood method, in which all the probability of occurrence (Pi) of an outcome is given in the

foilowing way,

Pi= |/] 4+eteB%)
C_Onsidemg a+PXi = zi, we can write the probability as,
Pi=e2/]1em
And 1- P = /] +en
€ have two kinds of observations, and hence, probabilities are as follows,
Pr (Yi=1), Pr (vi=0)
The likelihood function is given as follows

FOY1Y2,y3, _yn)
b= e opivi(1piy (1)
The Parameters are obtained by maximising the log likelihood function on n

The general form of the logit equation is,

)
o
(<]
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|- Reprosent the tepresentative coelticients, and U s the ereor term,

Q < Tx the ket
2.1 Vartables in (e model

Dependent variable

The dependent vattable i the wodel s employtuent. The dependent variable s categorical and takes
e value b itthe Pwb is etploved, and takes the value 0 1 the P'wbs 18 not employed,

tndependent variable

The emplovability of Pwby s deternined by age. gender, educntion, tralning and intellectual
disability. The following tndependent variables have beon used in the model,

Ni=Age
I ="Below 287
=223 -3
I=230 =387
d="Above 3§
X2= Gender
¢="Nale™
U="Femalk™
X3= Education
I="Primary Education™
2="Diploma™
I="Bachelor's Degree™
4= PostGraduation”™
X4 = Traiung

=Yes™
&="Ne¢~
X3= Intellectual Disability
= Yes©
0="Neo"
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ssion model between dependent and independent variabjes. |
pendent variable (employrnenQ is determined by the independent
variables (age, gender, education, training and mtellgctual disability). .4 other exPlallaIO"}'.\'&riables
were considered first, later, from which only 3 variables VYCI'C considered, and one variable was
included, and another variable was categorised and from which oqu olie TAlEgan} Was selected. Ip
the above table, 5 variables are considered, of which only 3 Yanables were_sn-gmﬁcant. They are
Intellectual disability, education and training. These three variables are statistically significant at

0.10% levels. The intercept is positive at 1.211.

Table 1 shows the logistic regre
measures the extent to which the de

2.4 Explanation of the variables

Intellectual Disability — The Exp (B) value is 0.122, which is significant at the 0.10 level. The
estimated odds that a PwD who has intellectual disability employed is 0.122 times lower than the
corresponding odds for a PwD, who doesn’t have intellectual disability, keeping other things
constant. It reinforces the results obtained in the above sections. It clearly shows that the increasing
probability of a PwDbeing employed, if they have intellectual disability. It can be concluded that
people with intellectual disability are more likely to get employed than people with other kinds of
disability, such as physical, mental disabilities.

Education — The Exp (B) value is 2.334, it is significant at the 0.10 level. The estimated odds that a
PwDs who has attained education to be employed are 2.334 times higher than the corresponding odds
for a PwDs who has not attained education, keeping other things constant. It clearly shows that the
increasing probability of PwDs being employed, if they have attained an education. It can be
concluded that, with an increase in education qualifications, the chances of getting employed are
increasing.

Training — The Exp (B) value is 0.089; it is significant at the 0.10 level. The estimated odds that a
PwD, who has undergone training to get employed, is 0.089 times lower than the corresponding odds
for a PwDs who has not undergone training to get employed, keeping other things constant. It clearly
shows that the increasing probability of PwDs being employed, if they have undergone training. It
can be concluded that training plays a major role in the case of PwDs to get employed. It trains them
and makes them fit for the job. Trained PwDs have higher chances of getting employed.

2. Conclusion

Education, training and intellectual disability have a significant influence on employment compared
to other variables like age and gender. Among these, training has the strongest direct influence over
the employment of PwDs.

Skill tr'aining has a greater influence on getting employed. One of the main obstacles faced by PwDs
in getting employed is a lack of skills. There are various organisations which provide education and
trammg_ to pe-ople who are disabled. These organisations help them be fit for the job. They provide
them with skills, communication training. Regression results clearly explain how important training

is m geging gmployed. Most of the people who are employed are people who have undergone
training in various organisations.

On the other hand, education also has a slight influence on the smployment of PwDs. People with
intellectual disability have mare chances ur getting employed. Intellectual disability is considered
significailt comparf:d to other disabilities. It has been observed that 60% of the respondents have
attained a bachelor’s degree. Education influencesthe employment of people with disability.
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q0s of the disabled are employed, and th
About ¢ X s gy g the rest are ; -~
'\iuc-mnn. Ihe type of disability also determj T hployed due 10 a lack of training and
gaus

-y nes their emplo
G A e ) ; . yment. People wh i

M W ave los . . ) vho be sa
while working have lost their jobs, mainly with physical disability. 10% ort)" the eronplo?f:rz: i:jz:veblleeg

it jobs due to the prejudices faced at their w
(heit jobs ¢ : d : eI workplace. It hag been found fr
AT sase 5 . om the stud
fuce pm_;udl\(\“ i the case of promotion due to a lack of skills and education lnductiort:“ar)lld[}t]zi::;z
* L =]

ograms within the workplace can help them aq
progran B : ) apt to the changed w i
found that many of the companies under this study do not have anain d ork pattern. But it has been

their workplace for was._ Labour Law (1996) sngpests that COmpanigst:Sir;hanr:o?t?}mg ggosrar: at
should employ people with disabilities as wel), Prejudice in the behaviours of e?’nn lo eezr a?lr;
retrictions 11 actlvme§ e t(.) the type of disability lead to loss of a job. Training thz eater
ot B SUIES N getting employed. 88% of the responses have unde:oone trgirning
Organisations play a major role in the life of the PwDs in getting employed. It has bzen found that
nowadays, every PWDs undergo training to get employed. It has become the first step to getting
employed after education. Disabled sections o I

i Sl 5 ' f society have started getting consideration and
tesponses in society. More PwDs are getting employed every year. The employment rate is
increasing.

According to the Law on the rights of
improve the skills of the PwDs, approp
job. It states that PwDs should be give

persons with disabilities (2007), Article 4 (c) suggests that, to
riate vocational training is to be given to make them fit for the
n equal opportunities for employment that they are entitled to.
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