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Abstract

Artificial Intelligence (AI) and algorithmic management are increasingly transforming the way organizations
recruit, allocate work, monitor performance, evaluate employees, and make human resource decisions. Al-based
systems can improve efficiency, support data-driven decision-making, automate repetitive activities, and provide
organizations with real-time workforce insights. However, the increasing use of algorithms in employee
management may also affect employees' autonomy, privacy, job satisfaction, psychological well-being, and
perception of fairness.

This systematic review examines the impact of Al and algorithmic management on employee autonomy and well-
being. The study focuses on how algorithmic systems influence employees' freedom to make decisions, control
over work processes, workload, stress, job satisfaction, trust, motivation, and work-life balance. Existing literature
indicates that Al can have both positive and negative effects. On the positive side, Al can reduce repetitive work,
improve decision support, personalize learning, and assist employees in performing their tasks. On the negative
side, excessive algorithmic monitoring, automated performance evaluation, rigid work allocation, and limited
human involvement can reduce employee autonomy and increase stress and insecurity.

The review further highlights the importance of transparency, human oversight, employee participation, ethical Al
governance, data privacy, and responsible implementation. The study concludes that Al itself is not necessarily
harmful to employee well-being; rather, its impact depends significantly on how organizations design and
implement Al and algorithmic management systems.

Keywords: Artificial Intelligence, Algorithmic Management, Employee Autonomy, Employee Well-being, HRM,
Workplace Monitoring, Employee Experience, Al Ethics.

INTRODUCTION

Artificial Intelligence has become an important
technology in modern organizations. Organizations are
increasingly using Al to improve recruitment,
employee performance management, workforce
planning, training, attendance management, employee
engagement, and decision-making.

Human Resource Management is also undergoing
significant technological transformation. Traditional
HR activities that were previously performed manually
are increasingly supported or automated by Al-
powered systems. For example, Al can screen resumes,
identify suitable candidates, analyze employee
performance, recommend training programs, predict
employee turnover, and provide workforce analytics.
Along with Al, algorithmic management has emerged
as an important concept in modern workplaces.

Algorithmic management refers to the use of computer-
based algorithms to allocate work, monitor employees,
evaluate performance, provide recommendations, and
sometimes make managerial decisions.

While these technologies can improve organizational
efficiency, they also raise concerns regarding employee
autonomy and well-being. Employees may feel that
their decisions are increasingly controlled by
algorithms rather than managers or themselves.
Continuous monitoring and automated performance
assessment may create pressure and stress.

Therefore, understanding the relationship between Al,
algorithmic management, employee autonomy, and
well-being is important for modern HR professionals.
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BACKGROUND OF AI IN HRM

Al in HRM refers to the application of artificial
intelligence technologies to perform or support human
resource activities.

Major Applications of Al in HRM

1. Al-Based Recruitment

Al systems can screen resumes, match candidates with
job requirements, conduct preliminary assessments,
and support recruitment decisions.

2. Employee Performance Management

Al can analyze employee performance data and
identify performance patterns. Organizations may use
automated dashboards and analytics for performance
monitoring.

3. Workforce Planning

Al can forecast workforce requirements and identify
future skill requirements.

4. Learning and Development

Al can recommend personalized training programs
based on employees' skills, performance, and career
objectives.

5. Employee Engagement

Al-powered surveys and sentiment-analysis tools can
help organizations understand employee opinions and
engagement levels.

6. Attendance and Productivity Monitoring

Digital systems can monitor working hours,
attendance, task completion, and other productivity
indicators.

7. Employee Retention

Predictive analytics can identify employees who may
have a higher probability of leaving the organization.
Algorithmic Management in HR

Algorithmic management involves using algorithms to
perform managerial functions such as:

Work allocation

Performance monitoring

Employee evaluation

Scheduling

Productivity measurement

Recruitment decisions

Promotion recommendations

Workforce planning
The increasing use of such systems creates an
important question: Does technology empower

employees or reduce their control over their work?
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LITERATURE REVIEW

5.1 Artificial Intelligence and HRM

Research on Al in HRM suggests that artificial
intelligence can improve the speed, accuracy, and
efficiency of HR processes. Al can reduce
administrative workload and provide managers with
data-driven insights.

However, Al-based HR decisions may create concerns
about algorithmic bias, transparency, privacy, and
accountability.

5.2 Algorithmic Management

Algorithmic management has become particularly
important in  digitally managed workplaces.
Algorithms can make or support managerial decisions
relating to employee scheduling, task allocation,
performance monitoring, and evaluation.

Kellogg, Valentine, and Christin (2020) describe
algorithmic management as a form of management in
which algorithms can perform or influence traditional
managerial functions.

5.3 Employee Autonomy

Employee autonomy refers to the degree to which
employees have freedom and control over how they
perform their work.

Higher autonomy is generally associated with:

Greater job satisfaction

Higher motivation

Better engagement

Greater responsibility

Improved creativity

However, excessive algorithmic control may reduce
employees' ability to make independent decisions.

5.4 Al and Employee Well-being

Employee well-being includes employees' physical,
psychological, emotional, and social experience at
work.

Al may improve well-being by:

Reducing repetitive tasks

Supporting decision-making

Improving work processes

Providing personalized assistance

However, Al may negatively affect well-being through:
Continuous surveillance

Work intensification

Job insecurity

Performance pressure

Lack of control

Privacy concerns
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5.5 Algorithmic Monitoring and Stress

Continuous monitoring may create a feeling that
employees are constantly being observed and
evaluated. This can increase psychological pressure,
particularly when employees do not understand how
their performance is being measured.

5.6 Transparency and Trust

Employees are more likely to accept Al-based systems
when they understand how the system works and how
decisions are made. Lack of transparency can reduce
trust in management and technology.

5.7 Human Oversight

Existing literature emphasizes that Al should support
rather than completely replace human managerial
judgment, especially in decisions affecting employees'
careers, rewards, discipline, and employment.

RESEARCH GAP

Although considerable research has examined Al in
HRM and algorithmic management, several gaps
remain.

Many studies focus on organizational efficiency rather
than employee well-being.

Limited research simultaneously examines employee
autonomy and well-being.

The psychological consequences of continuous
algorithmic monitoring require further examination.
There is insufficient understanding of employees'
perceptions of Al-based decision-making.

The role of transparency and human oversight requires
greater attention.

More research is needed on
implementation in HRM.

There is a need to understand how employees can
maintain meaningful control over their work in
algorithmically managed environments.

Therefore, this systematic review attempts to integrate
existing knowledge concerning Al, algorithmic
management, employee autonomy, and employee well-
being.

responsible Al

RESEARCH OBJECTIVES

Primary Objective

To examine the impact of Al and algorithmic
management on employee autonomy and well-being.
Secondary Objectives

To understand the role of Al in modern HRM.
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To examine how algorithmic management affects
employee autonomy.

To study the impact of Al-based monitoring on
employee well-being.

To identify the positive effects of Al on employees.

To identify the challenges associated with algorithmic
management.

To examine the relationship between employee
autonomy and job satisfaction.

To understand employees' perceptions of transparency
and fairness in Al-based decisions.

To  recommend  strategies  for
implementation of Al in HRM.

responsible

RESEARCH QUESTIONS

RQ1: How does Al and algorithmic management affect
employee autonomy?

RQ2:What is the impact of Al-based workplace
monitoring on employee well-being?

RQ3:What are the positive effects of Al on employees'
work experience?

RQ4:What are the major risks associated with
algorithmic management?

RQ5:How does algorithmic transparency influence
employee trust?

RQ6:How does employee autonomy influence job
satisfaction and well-being?

RQ7:What role does human oversight play in
responsible Al-based HRM?

9. HYPOTHESES

For an empirical component of the study, the following
hypotheses can be formulated:

H1:-Al and algorithmic management have a significant
impact on employee autonomy.

H2 :-Excessive algorithmic monitoring has a
significant negative impact on employee well-being.
H3:-Higher employee autonomy is positively
associated with employee well-being.

H4:-Al transparency is positively associated with
employee trust.

H5:-Perceived  algorithmic  fairness
influences employee job satisfaction.
H6:-Human oversight positively moderates the
relationship between Al implementation and employee
well-being.

H7:-Employee perception of excessive algorithmic
control is negatively associated with job satisfaction.

positively
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10. RESEARCH METHODOLOGY

10.1 Research Design

The study adopts a systematic literature review
approach to examine existing research on Al,
algorithmic management, employee autonomy, and
employee well-being.

A supplementary questionnaire can also be used to
understand employee perceptions.

10.2 Nature of Study

The study is primarily:

Descriptive and analytical in nature.

10.3 Sources of Data

Primary Data

Primary data may be collected through a structured
questionnaire from employees, working professionals,
or individuals with experience of Al-enabled
workplace systems.

Secondary Data

Secondary information can be collected from:
Research papers

Academic journals

Books

Government publications

International organizations

HRM reports

Reputable research databases

10.4 Population

The population may include employees working in
organizations that use digital, Al-based, or algorithmic
HR systems.

10.5 Sample Size

For an MBA-level questionnaire-based study, a sample
of approximately 100 respondents may be considered.
If actual survey data are not collected, the numerical
results should not be presented as real findings. They
should be clearly labelled as illustrative/sample
analysis.

10.6 Sampling Technique

Convenience sampling may be used for collecting
questionnaire responses from accessible employees
and working professionals.

10.7 Research Instrument

A structured questionnaire using a 5-point Likert scale
can be used.

Scale:
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Score Meaning

1 Strongly Disagree
2 Disagree

3 Neutral

4 Agree

5 Strongly Agree

10.8 Variables
Independent Variables
Al implementation
Algorithmic monitoring
Algorithmic decision-making
Al transparency
Algorithmic fairness
Dependent Variables
Employee autonomy
Employee well-being
Job satisfaction
Employee trust
Moderating Variable
Human oversight

11. DATA ANALYSIS AND INTERPRETATION
For the empirical part, collected questionnaire data can
be analyzed using:

Percentage analysis

Mean

Standard deviation

Correlation

Regression

Chi-square test

Reliability analysis using Cronbach's Alpha

Example Analysis Format
Suppose 100 respondents participate in the study.

Response Frequency Precentage

Strongly Agree | 25 25%

Agree 35 35%

Netural 20 20%

Disagree 12 12%

Strongly 8 8%

Disagree

Total 100 100%
Interpretation

The above illustrative results indicate that 60% of
respondents agree or strongly agree with the statement.
This may indicate that a majority of respondents
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perceive Al as having an important influence on their
workplace experience.

However, these numbers are sample/illustrative data
and should be replaced with actual questionnaire
results before submission.

Hypothesis Testing Format

Hypothesis | Statistical Test | Expected Result
HI Correlation/ Significant
Regression
H2 Regression Significant negative
relationship
H3 Correlation Significant positive
relationship
H4 Correlation Significant positive
relationship
HS5 Regression Significant positive
relationship
H6 Moderation Significant
analysis moderating effect
H7 Correlation/ Significant negative
Regression relationship
12. FINDINGS

Based on the systematic review of existing literature,
the major findings can be summarized as follows:

Al is increasingly becoming an important component
of modern HRM.

Al can improve the efficiency and speed of HR
processes.

Algorithmic management can improve work allocation
and performance monitoring.

Excessive algorithmic control may reduce employees'
perceived autonomy.

Continuous monitoring may increase employee stress
and psychological pressure.

Al can reduce repetitive administrative work and
potentially improve employee experience.

Employees may have concerns about privacy and the
use of personal data.

Transparency is important for developing employee
trust in Al systems.
Algorithmic fairness is
acceptance.

Human involvement remains important in sensitive HR
decisions.

Employee autonomy is an important factor influencing
job satisfaction and well-being.

essential for employee

Available at www.jsred.com

Responsible Al governance can help organizations
obtain the benefits of technology while reducing risks.

13. DISCUSSION

The findings indicate that Al and algorithmic
management have a dual impact on employees.

On one side, Al can support employees by reducing
repetitive  work, providing useful information,
automating administrative tasks, and improving
decision-making. These benefits may improve
productivity and work experience.

On the other side, excessive dependence on algorithms
can reduce employees' sense of control. When
algorithms determine work schedules, monitor
performance, allocate tasks, or evaluate employees
without sufficient explanation, employees may feel that
they have limited control over their work.

Employee well-being is therefore influenced not
simply by whether Al is used, but how AI is
implemented.

Organizations that provide transparency, employee
participation, human oversight, privacy protection, and
opportunities for feedback are more likely to create
positive outcomes.

14. RECOMMENDATIONS

1. Maintain Human Oversight

Al should support managerial decision-making rather
than completely replace human judgment.

2. Increase Transparency

Employees should be informed about how Al systems
collect and use their data.

3. Protect Employee Privacy

Organizations should establish clear policies for
employee data collection, storage, and usage.

4. Avoid Excessive Monitoring

Organizations should avoid unnecessary surveillance
and focus on meaningful performance indicators.

5. Encourage Employee Participation

Employees should be involved in the design and
implementation of Al-based workplace systems.

6. Conduct Regular Algorithm Audits

Organizations should regularly evaluate Al systems for
bias, unfairness, and discriminatory outcomes.

7. Provide Al Training

Employees should receive adequate training to
understand and effectively use Al systems.

8. Preserve Employee Autonomy
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Employees should have reasonable freedom to make
decisions related to their work.
9. Establish an Al Ethics Policy

Organizations should develop clear guidelines
regarding fairness, privacy, accountability, and
transparency.

10. Monitor Employee Well-being

Organizations should regularly assess employee stress,
satisfaction, workload, and psychological well-being
after implementing Al systems.

15. LIMITATIONS

The study is based substantially on existing literature.
Different studies may use different definitions of Al
and algorithmic management.

The impact of Al may vary across industries and
occupations.

Employee perceptions may differ according to age,
experience, education, and job role.

Technology changes rapidly, so findings may evolve
over time.

Questionnaire-based research may contain respondent
bias.

If convenience sampling is used, findings may not
represent the entire employee population.
Self-reported responses may not always accurately
reflect actual workplace experiences.

The study focuses mainly on autonomy and well-being
and may not cover every consequence of Al adoption.

16. CONCLUSION

Artificial Intelligence and algorithmic management are
transforming modern Human Resource Management.
They provide organizations with opportunities to
improve efficiency, automate repetitive tasks, analyze
workforce data, and support managerial decision-

making.
However, technological advancement must be
balanced with employee interests. Excessive

algorithmic control, continuous monitoring, lack of
transparency, privacy concerns, and automated
decision-making may negatively influence employee
autonomy and well-being.

The review suggests that Al should not be viewed
simply as a replacement for human management.
Instead, it should be used as a supportive technology
that works alongside employees and managers.
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Organizations should focus on human-centered Al
implementation by maintaining human oversight,
protecting employee privacy, ensuring transparency,
promoting fairness, and preserving employee
autonomy.

Therefore, the future of Al-enabled HRM should focus
not only on organizational productivity but also on
employee dignity, autonomy, trust, satisfaction, and
well-being.
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