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Abstract

The accelerated proliferation has consequently intensified the integration of artificial
intelligence—driven monitoring systems. of remote work in the IT sector has accelerated the adoption
of Al-enabled monitoring systems to evaluate employee performance and productivity. Although these
technologies improve managerial effectiveness, substantial concerns persist regarding equity,
transparency, and the overall well-being of employees. This study investigates how Al-based
monitoring characteristics influence governance sustainability through ethical governance, trust,
employee acceptance, and work attitudes in remote IT environments. A quantitative research design
was employed using data collected from 260 IT employees working in remote and hybrid settings in
Trivandrum District. Structural Equation Modeling (SEM) using AMOS was applied to examine the
proposed relationships and mediation effects. The findings reveal that monitoring transparency and
perceived purpose significantly strengthen ethical governance perceptions, whereas excessive
monitoring intensity weakens them. Ethical governance emerged as the strongest predictor of
employee trust, which in turn drives employee acceptance of Al monitoring systems Employee
acceptance further strengthens favorable work-related attitudes, thereby supporting the sustainability
of governance frameworks. The findings additionally substantiate the presence of sequential mediation
mechanisms, suggesting that sustainability emerges through a progressive process encompassing
governance establishment, the cultivation of trust, and subsequent employee acceptance. Moreover,
the organizational ethical climate and the degree of remote work autonomy reinforce beneficial
associations while attenuating the adverse consequences associated with monitoring. The study
concludes that sustainable Al governance in remote IT workplaces depends more on transparency,
fairness, accountability, and trust-building than on surveillance intensity. Organizations that adopt
governance-centered and employee-oriented Al strategies are more likely to achieve long-term

acceptance and responsible implementation of Al-enabled monitoring systems.
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Introduction

The accelerated digital transformation of organizations has profoundly reconfigured work
structures, particularly within the Information Technology (IT) sector. The implementation of remote
and hybrid work arrangements has evolved from a short-term adaptive response to global disruptions
into a sustained, long-term organizational strategy. While remote work enhances flexibility, reduces
operational costs, and broadens talent acquisition opportunities, it simultaneously introduces new
challenges in supervision, accountability, data security, and performance evaluation.In response to
these challenges, organizations are progressively implementing Al-enabled monitoring technologies
that incorporate artificial intelligence, machine learning algorithms, predictive analytics, and
behavioral tracking mechanisms to supervise employee activities within virtual work environments.

Al-enabled monitoring tools include productivity tracking software, automated attendance
systems, behavior analytics platforms, real-time activity dashboards, and algorithm-driven
performance evaluation mechanisms. These systems aggregate and process extensive quantities of
employee-generated data, including login duration, task completion metrics, application utilization
patterns, communication frequency, and indicators of digital engagement. From a managerial
perspective, such tools promise improved efficiency, objective performance measurement, enhanced
cyber security, and data-driven governance. Nevertheless, their deployment has generated substantial
discourse surrounding workplace ethics, employee privacy, psychological safety, autonomy, and
organizational trust.

The integration of Al surveillance mechanisms in remote workplaces creates a complex
governance dilemma. On one hand, organizations require accountability and transparency to ensure
productivity and safeguard confidential information. On the other hand, excessive or opaque
monitoring may lead to perceptions of distrust, reduced morale, work stress, and diminished
organizational commitment In this context, ethical governance frameworks assume critical
importance, as they regulate the procedures through which data are collected, processed, stored, and
communicated to employees. Factors including informed consent, algorithmic bias, data security,
proportionality in monitoring practices, and transparency in Al-driven decision-making substantially
shape employee perceptions and the acceptance of such systems.

In the Indian context, and particularly in Thiruvananthapuram (commonly known as
Trivandrum), the relevance of this study is pronounced. The city has emerged as a major IT destination
in South India, anchored by institutions such as Techno Park, one of the largest IT parks in the country.
With a rapidly growing ecosystem of multinational corporations, mid-sized firms, and start-ups,
Trivandrum hosts a substantial population of IT professionals engaged in remote and hybrid work
arrangements. The technological sophistication of these firms, combined with increasing digitalization
of management practices, makes the region an appropriate and timely setting for examining the
governance and ethical implications of Al-enabled monitoring systems.
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Despite the global discourse on Al surveillance and digital monitoring, there remains a limited
empirical understanding of how employees in emerging IT hubs perceive these technologies,
particularly within the Indian socio cultural and organizational context. Factors such as power distance,
organizational culture, digital literacy, and regulatory awareness may influence employee attitudes
toward Al-based governance mechanisms. Furthermore, the effectiveness of monitoring tools is not
solely determined by technological capability but also by the degree of transparency, fairness, and
ethical alignment embedded in organizational policies.

This study aims to address this research gap by examining employee perceptions of Al-enabled
monitoring tools within remote IT workplaces in Trivandrum. It investigates the influence of
governance practices and ethical considerations on employee trust, acceptance, perceived fairness, and
overall job satisfaction. By integrating perspectives from organizational governance, technology
ethics, and employee behavior theories, the research aims to provide insights into designing balanced
Al monitoring frameworks that align productivity objectives with human-centric values.

Ultimately, the study contributes to the broader discourse on responsible Al adoption in workplace
management. As organizations increasingly rely on intelligent systems to manage distributed work
forces, understanding the ethical and governance dimensions becomes imperative for sustainable
organizational growth, employee well-being, and long-term institutional trust.

Statement of the Problem

The rapid expansion of remote work in the IT sector has led to the widespread adoption of Al-
enabled monitoring tools to track employee productivity, performance, and digital engagement.
However, limited empirical research exists on how these tools are governed, the ethical challenges
they create, how employees perceive them, and what governance frameworks can ensure their
responsible use, particularly in regional IT hubs such as Trivandrum District. This study addresses
these concerns by examining 260 IT employees working in remote and hybrid environments in
Trivandrum District. Using a structured questionnaire and quantitative analysis techniques, the study
investigates governance practices, ethical implications, and employee perceptions related to Al-driven
monitoring systems. The findings indicate that AI monitoring tools are mainly regulated through
internal organizational policies, but gaps in transparency, clarity of data usage, and human oversight
contribute to ethical concerns such as privacy invasion, lack of informed consent, algorithmic bias,
perceived unfairness, and work-related stress. Employee acceptance is significantly influenced by trust
in management, fairness in algorithmic decision-making, transparency of monitoring practices, and
adherence to ethical principles including accountability and non-discrimination. The study concludes
that a comprehensive governance framework emphasizing transparency, proportionality,
accountability, employee participation, and grievance redressal mechanisms is essential to ensure
ethical and sustainable use of Al-enabled monitoring tools in remote IT workplaces in Trivandrum
District.

Review of literature
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» Kniffin et al. (2021) examined the transformation of workplace practices in the post-COVID era
and observed that remote work accelerated the adoption of digital monitoring systems. The study
emphasized that employee trust and engagement in virtual environments depend largely on fair
governance, transparent communication, and supportive leadership practices. The authors further
noted that excessive or opaque monitoring mechanisms may erode psychological safety and
weaken organizational commitment among remote employees. They highlighted the importance
of establishing clear policies, employee consent, and ethical guidelines to balance productivity
expectations with privacy concerns. The study concluded that sustainable remote work models
require a human-centric governance framework that integrates technological efficiency with trust-
based management practices.

> Raiji et al. (2020) focused on Al accountability and highlighted the need for internal algorithmic
auditing mechanisms. The authors argued that organizations deploying Al systems must ensure
fairness, transparency, and continuous evaluation to prevent bias and misuse, particularly in
employee performance monitoring contexts. They emphasized that opaque algorithmic decision-
making can reinforce hidden biases and disproportionately affect certain employee groups. The
study further recommended structured documentation, impact assessments, and periodic third-
party audits to strengthen organizational oversight. Ultimately, the authors underscored that
responsible Al governance is essential to maintain ethical integrity, regulatory compliance, and
employee trust in digitally monitored workplaces.

» Leonardi (2021) discussed digital visibility in remote workplaces and explained how increased
technological monitoring alters collaboration patterns, autonomy, and employee behavior. The
study suggested that excessive digital oversight can reduce psychological safety unless balanced
with trust-based management. It further highlighted that heightened visibility may encourage
performative work behaviors, where employees focus more on appearing productive than being
productive. Leonardi also noted that transparent communication about monitoring practices can
mitigate resistance and foster mutual understanding. The study concluded that effective remote
governance requires aligning digital visibility tools with a culture of trust, empowerment, and
shared accountability.

Objectives of the study
1. To evaluate the effect of Al monitoring intensity on employee acceptance and job attitudes.

2. To examine how monitoring transparency shapes employee trust and acceptance.

3. To analyse how perceived monitoring purpose influences engagement and satisfaction.

4. To test the mediating role of ethical governance perception and privacy protection.

5. To assess the mediating role of trust in Al-supported management decisions.

6. To examine moderating effects of ethical climate and remote work autonomy.

7. To propose a governance-oriented framework for responsible Al monitoring use.
Research Methodology
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The study adopts a descriptive research design to examine employee perceptions of Al-
enabled monitoring tools in remote IT workplaces. The research was conducted in
Thiruvananthapuram, focusing on IT professionals working in firms located in and around Techno
park.

The target population consists of IT employees working under remote or hybrid work
arrangements. A total of 260 respondents were selected for the study. The respondents were chosen
using a purposive sampling method, ensuring that participants had experience with Al-enabled
monitoring or digital performance tracking systems.

Primary data were collected through a structured questionnaire. The questionnaire included
demographic details and statements related to ethical governance, transparency, trust, employee
acceptance, and job satisfaction. A 5-point Likert scale (Strongly Disagree to Strongly Agree) was
used to measure responses.

The collected data were analysed using statistical tools such as Structural Equation
Modelling (SEM), Mediation analysis, Moderation testing, Hierarchical regression.Reliability of the
scale was tested using Cronbach’s Alpha to ensure consistency of the responses.

Data Collection:

Primary data were collected using a structured questionnaire consisting of close-ended
questions measured on a five-point Likert scale. The questionnaire covered areas such as governance
practices, ethical concerns (privacy, consent, fairness, transparency), employee trust, acceptance,
resistance, and well-being.

The methodology ensures systematic investigation of Al-enabled monitoring practices and
their ethical and governance implications in remote I'T workplaces in Trivandrum District.

Results & Discussion
Confirmatory Factor Analysis (CFA) — Measurement Model

Table 1
Cron
Construct Indicator Loading | bach’ CR AVE | Interpretation
sa
Monitori F f . .
PRTTOTING | rredneney o 0.79 | 0.84 0.88 | 0.64 | Reliable, valid
Intensity monitoring
Breadth of activit
reaq O activity 0.82 Strong
tracking
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purpose

D :
epth of behavioral 077 Good

capture

Real-time monitoring 0.81 Valid
Monitoring

. . Strong
Transparenc | Clarity of disclosure 0.83 | 0.89 091 0.72
construct

y

Explainability of Al

. t

methods 0.86 Very strong

Visibility of decision 0.84 Reliable

rules

Communication of 0.81 Valid

scope
Perceived Development

\% - .
Purpose of ) P 0.78 | 0.82 0.86 0.6 | Reliable
. oriented purpose
Monitoring
" T

Security/compliance 074 Acceptable

purpose

Performance-control 0.76 Good
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"
Supportive vs 0.79 Valid
punitive orientation

Ethical Strong latent

Governance | Governance fairness 0.85 09 093] 0.76 &

. construct

Quality
T )

ra.n s.,parency n 0.88 Very strong
policies
- )
Consistency in 0.84 Reliable
monitoring rules
Ethical tabilit
1.ca accountability 0.87 Strong
clarity
Pri Dat fidentialit
rvacy ata confidentiality 08| 0.85 0.89 | 0.67 | Good

Protection assurance
Consent transparency 0.82 Strong
Data access control 0.78 Reliable
Pr.otectlon from 0.84 Valid
misuse

Trust in Al t

rustin Trust in Al fairness 0.89 | 0.92 094| o |Suons
Decisions mediator
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Confidence in
algorithm accuracy 087 Very strong
Belief'i biased
cliel T unblase 0.91 Excellent
evaluation
Comfort with Al
or‘n.o b 0.86 Strong
decisions
Al ithmi P i luati
gorithmic | Perceived evaluation 0.83| 0.87 0.9| 0.69 | Reliable
Fairness fairness
E 1 treat t
quiat treatimen 0.81 Good
perception
Absence of bias 0.85 Strong
P 1 justi
I”OCGdl?.I'a justice 0.82 Valid
perception
Accountabili Appeal Process
ty Clgﬁt P 0.79 | 0.84 0.88 | 0.64 | Reliable
Mechanisms Y
Error correction
0.81 Strong
system
H ight
WAt OVEIsig 0.77 Acceptable
presence
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Reporting 0.83 Good
transparency
Empl A t f Al
mproyee Ceeptance o 0.86| 0.88 0.91 | 0.75 | Strong
Acceptance | tools
illi t
Willingness to 0.83 Reliable
cooperate
Low resistance 0.87 Very strong
k
Wo.r Job satisfaction 0.82 | 0.85 0.89 0.7 | Reliable
Attitudes
Work engagement 0.85 Strong
Psychological
Sycaoiogica 0.83 Valid
comfort
Governance Monitorin Stron
Sustainabilit | o orn8 0.84 | 0.86 09| 0.74 &
y legitimacy outcome
Policy acceptance 0.87 Reliable
Long-term
. t
sustainability belief 086 Very strong
Source: Computed Data
Model Fit Indices
Table 2
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Fit Index Value Re;z:::;le;(;ed Interpretation
y/df 2.36 | <3.00 Good fit
CFI 0.93 1 >0.90 Good
TLI 0.92 | >0.90 Acceptable
GFI 091 |>0.90 Good
RMSEA 0.061 | <0.08 Good
SRMR 0.052 | <0.08 Good

Source: Computed Data
Overall model demonstrates satisfactory fit.
Structural Model Results
Table 3

Hypothesis Path B S.E C.R p-value Result

Monitoring
Intensity —
Ethical

Governance

HI -0.28 0.07 -3.94 | HxE Supported

Monitoring
Transparency
— Ethical
Governance

H2 0.54 0.06 8.71 | #** Supported

Perceived
Purpose —
Ethical
Governance

H3 0.31 0.08 4,12 | ##x Supported

Ethical

H4 Govemnance 0.63 0.07 9.02 | ##x Supported
— Trust in

Al

Privacy
H5 Protection — 0.29 0.08 3.87 | **x* Supported
Trust in Al

Trust in Al
H6 — Employee 0.58 0.06 8.56 | *** Supported
Acceptance

Employee

H7 0.47 0.07 6.48 | *** Supported

Acceptance
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— Work
Attitudes

Work

Attit

H8 ttudes — 0.52 0.06 8.02 | * Supported
Governance

Sustainability

Source: Computed Data

H1: Monitoring Intensity — Ethical Governance

B =-0.28, C.R=-3.94, p <.001 — Supported

Monitoring intensity has a significant negative effect on perceived ethical governance quality. This
indicates that higher levels of intensive monitoring reduce employees’ perception that governance
mechanisms are ethical and fair.

Interpretation:

Excessive monitoring may be perceived as intrusive or controlling, thereby weakening governance
legitimacy.

H2: Monitoring Transparency — Ethical Governance

B =0.54, CR=8.71, p <.001 — Supported

Monitoring transparency has a strong positive effect on ethical governance perceptions. This is one of
the strongest predictors in the model.

Interpretation:

Clear disclosure, explainability, and visibility of monitoring rules significantly enhance governance
credibility.

H3: Perceived Purpose — Ethical Governance

B=0.31, C.R=4.12, p <.001 — Supported

When monitoring is perceived as developmental or supportive rather than punitive, governance quality
perceptions significantly improve.

Interpretation:

Intent matters. Employees are more likely to perceive governance as ethical when monitoring is framed
as supportive rather than controlling.

H4: Ethical Governance — Trust in Al

B =0.63, C.R=9.02, p <.001 — Supported

Ethical governance strongly predicts trust in Al-supported managerial decisions. This is the strongest
structural path in the model.

Interpretation:

Governance mechanisms serve as the primary foundation for building trust in AI monitoring systems.
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H5: Privacy Protection — Trust in Al

B=0.29, C.R=3.87, p <.001 — Supported

Perceived privacy protection significantly enhances trust, though the effect is moderate compared to
governance.

Interpretation:

Data protection practices contribute to trust, but governance fairness plays a more dominant role.

H6: Trust in Al — Employee Acceptance

B=0.58, C.R=8.56, p <.001 — Supported

Trust significantly increases employee acceptance of Al monitoring systems.

Interpretation:

Trust acts as a central psychological mechanism translating governance perceptions into acceptance
behavior.

H7: Employee Acceptance — Work Attitudes

B=0.47, CR=648, p <.001 — Supported

Higher acceptance leads to improved job satisfaction, engagement, and psychological comfort.
Interpretation:

When employees accept Al monitoring, they experience fewer negative emotional reactions and
maintain healthier work attitudes.

HS8: Work Attitudes — Governance Sustainability

B=0.52, C.R=8.02, p <.001 — Supported

Positive work attitudes significantly predict perceptions of long-term governance sustainability.
Interpretation:

Sustainable AI governance is not only structural but also psychological—employee well-being
reinforces policy legitimacy over time.

Mediation Analysis
Table 4
Indirect Path Indirect p-value Mediation Type
Transparency —
Governance — 0.34 | #** Partial mediation
Trust
Governance —
Trust — 0.36 | *** Partial mediation
Acceptance
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Trust —
Acceptance — 0.27 | *** Partial mediation
Work Attitude

Source: Computed Data
All indirect effects significant (p < 0.001)

The findings demonstrate that perceived ethical governance partially mediates the relationship
between monitoring transparency and employee trust. Transparent monitoring practices enhance
governance perceptions, which subsequently strengthen trust in Al-based managerial decisions.
However, transparency also directly contributes to trust beyond governance mechanisms.

Moderation Analysis

Table 5
Interaction Term B p-value Interpretation
Ethical Climate x Ethical 001 | %+ Strengthens
Governance — Acceptance ' relationship
Remote Aut X
emf) © . i onomy Weak buffering

Monitoring Intensity — 0.18 | * ffoct

Work Attitude eree

Source: Computed Data
(*p <.05, **p <.01, ***p <.001)

The findings suggest that ethical climate amplifies the influence of perceived ethical
governance on Al monitoring acceptance. Organizations with strong ethical cultures create an
environment where governance mechanisms are more credible and trusted, thereby increasing
employee acceptance.
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4 l\él::nitoring System 1 Perception & Mediating Factors Employee Outcomes
aracteristics [
Monitoring Intensity B=.26"* ( Ethical

—= ‘ Governance
Employee

Accepttance

Frequency, Breadth, Real-time)

B-.54* Privacy
Monitoring Transparcecy Protection =
(Disclosire, Explan Decision Rules) \ Employee
B=.34"* [ Trustin Al | y Accepttance

Perceived Purpose Governance

 Algorithm Sustainability
Fairness,
Accountability

Developmetnmom=. Pesceurity, \@ = 3%
B Security, Performance

\

|
ro Ethical Climate x Governance B=.59"**

- -~ -1 Autonomy x Monitoring Intensity = B=.16*
b Acceptance = B=.19**

| Attitudes> B=-.16*

___________________________________________________________________________

Hierarchical SEM Results for Trust in AI (N = 260)

Tabel 6
Model Predictors B C.R p R? AR?
Model 1 Control Variables | — — — 0.08 | —
Age 0.06 1.12 0.26
Gender -0.04 -0.88 0.37
Education 0.09 1.74 0.08
Modelz | omtonng 022|381 049 | 0.41%%+
Intensity
Monitoring 0.46 g3 | ##x
Transparency
Perceived Purpose 0.29 4.27 | *H*
Modet3 | Eical 0.51 8.94 | ®i 0.68 | 0.19%*
Governance
Privacy Protection 0.24 3.96 | ***

Source: Computed Data
In Model 1, control variables explained only 8% of the variance in Trust in Al, indicating
limited explanatory power from demographic and job-related factors.
When AI monitoring characteristics were introduced in Model 2, the explained variance
significantly increased to 49% (AR? = 0.41, p < .001). Monitoring transparency emerged as the
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strongest positive predictor (f = 0.46, p <.001), followed by perceived purpose (f = 0.29, p <.001),
while monitoring intensity negatively influenced trust ( =—-0.22, p <.001).

This suggests that transparency and supportive purpose enhance trust, whereas excessive
monitoring reduces it. In Model 3, adding governance perception variables further increased the
explained variance to 68% (AR?=0.19, p <.001). Ethical governance showed a strong positive effect
on trust (B =0.51, p <.001), and privacy protection also contributed significantly (f = 0.24, p <.001).
This indicates that governance mechanisms play a central role in building trust in Al-supported
managerial decisions.

Hierarchical SEM Results for Employee Acceptance

Table 7
Model Predictors B C.R p R? AR?
Model 1 Controls — — — 0.06 | —
Model 2 Trust in Al 0.59 8.61 | *#x* 0.41 | 0.35%**

Source: Computed Data

Control variables explained only 6% of the variance in acceptance. When Trust in Al was
added, the explained variance increased substantially to 41% (AR?=0.35, p <.001). Trust had a strong
positive effect on acceptance (f = 0.59, p < .001). This confirms that trust is a critical psychological
mechanism driving employee willingness to accept AI monitoring systems.

Hierarchical SEM Results for Work Attitudes

Table 8
Model Predictors B C.R p R? AR?
Model 1 Controls — — — 0.07 | —
Model2 | Employee 0.48 6.52 | * 0.38 | 0.31%%+
Acceptance

Source: Computed Data
Controls explained 7% of variance in work attitudes.

After adding employee acceptance, the explained variance increased to 38% (AR? = 0.31, p <
.001). Acceptance significantly improved work attitudes (B = 0.48, p <.001). This suggests that when
employees accept monitoring systems, they experience higher job satisfaction, engagement, and
psychological comfort.

Hierarchical SEM Results for Governance Sustainability
Table 9
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Model Predictors B C.R p R? AR?
Model 1 Controls — — — 0.05 | —
Model 2 Work Attitudes 0.53 8.11 | 4 0.37 | 0.32%**

Source: Computed Data

Control variables explained only 5% of the variance.

Adding work attitudes significantly increased explained variance to 37% (AR?=0.32, p <.001). Work
attitudes strongly predicted governance sustainability (B = 0.53, p <.001).

This indicates that sustainable Al governance depends heavily on positive employee psychological

outcomes.
Moderation Effects (AMOS Interaction Modelling)
Table 10
Interaction Term B C.R p AR? Interpretation
Ethical Climate x Strenethenin
Ethical Governance —> 0.21 2.94 | ** 0.04 |~ 2 TS
Acceptance
Remote Autonomy x
o . Weak
Monitoring Intensity 0.18 231 | * 0.03 bu??erin
— Work Attitude 8

Source: Computed Data
The interaction between Ethical Climate and Ethical Governance was significant (§ = 0.21, p
< .01), indicating that a strong ethical climate strengthens the positive effect of governance on
acceptance. Similarly, the interaction between Remote Autonomy and Monitoring Intensity was
significant (B = 0.18, p < .05), suggesting that autonomy buffers the negative impact of intensive
monitoring on work attitudes.
Model Fit Summary (Final Structural Model)

Table 11
Fit Index Value Recommended
v*/df 2.09 | <3
CFI 0.96 | >.90
TLI 0.95 | >.90
RMSEA 0.049 | <.08
SRMR 0.041 | <.08

Source: Computed Data
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The overall structural model demonstrated a good fit to the data, indicating that the proposed
theoretical framework adequately represents the observed relationships among the constructs.

The chi-square to degrees of freedom ratio (y*/df = 2.09) is below the recommended threshold
of 3.0, suggesting an acceptable model fit. This indicates that the discrepancy between the observed
covariance matrix and the estimated model is minimal.

The Comparative Fit Index (CFI = 0.96) and Tucker—Lewis Index (TLI = 0.95) both exceed
the recommended cutoff value of 0.90. Values above 0.95 indicate excellent fit, suggesting that the
proposed model explains the data substantially better than a null model.

The Root Mean Square Error of Approximation (RMSEA = 0.049) is below the recommended
threshold of 0.08 and falls under the stricter criterion of 0.05, indicating a very good approximation of
model fit in the population. Similarly, the Standardized Root Mean Square Residual (SRMR = 0.041)
is well below the 0.08 cutoff, indicating low residual discrepancies between observed and predicted
correlations.

Findings
Strong Measurement Model Validity

The Confirmatory Factor Analysis confirmed that all constructs demonstrated strong reliability and

validity:

All factor loadings exceeded 0.70.

Cronbach’s alpha values were above 0.80.

Composite Reliability (CR) values exceeded 0.85.

Average Variance Extracted (AVE) values were above 0.50

Model fit indices indicated good fit (CFI > 0.90, RMSEA < 0.08).

This confirms that the measurement model is statistically sound and suitable for structural analysis.
Transparency is the Most Influential AI Monitoring Characteristic

Among Al monitoring characteristics:

AN NI N NN

v Monitoring Transparency had the strongest positive effect on Ethical Governance (B = 0.54).
v Monitoring Intensity had a significant negative effect (f = —0.28).
v Perceived Purpose positively influenced governance (f = 0.31).
This indicates that transparent and supportive monitoring practices enhance governance legitimacy,
while excessive monitoring weakens it.
Ethical Governance is the Central Driver of Trust
v" Ethical Governance strongly predicted Trust in AI (B = 0.63), making it the strongest structural
path in the model.
v' Privacy Protection also contributed positively (p = 0.29), but governance fairness had a stronger
impact.
This suggests that governance credibility is the primary foundation for building employee trust in Al
systems.
Trust is the Core Psychological Mechanism
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Trust significantly predicted:
v" Employee Acceptance (= 0.58)
v" Indirect improvement in Work Attitudes
v' Hierarchical SEM showed that the model explains 68% of the variance in Trust, indicating
strong explanatory power.
This confirms that trust acts as the key mediator linking governance perceptions to employee
outcomes.
Acceptance Improves Employee Work Attitudes
Employee Acceptance significantly improved Work Attitudes (f = 0.47).
When employees accept Al monitoring systems:
v" Job satisfaction increases
v" Work engagement improves
v Psychological comfort is enhanced
The model explains 38% of variance in work attitudes.
Governance Sustainability is Psychologically Driven
Work Attitudes strongly predicted Governance Sustainability (f = 0.52).
This finding suggests that sustainable Al governance depends not only on policy design but also on
employee psychological well-being and positive work experiences.
Mediation is Sequential and Layered
All indirect effects were significant (p <.001), confirming partial mediation:
v’ Transparency — Governance — Trust
v" Governance — Trust — Acceptance
v Trust — Acceptance — Work Attitudes
This supports a layered psychological mechanism where employee reactions develop gradually
through governance and trust-building processes.
Organizational Context Matters (Moderation Effects)
v" Ethical Climate strengthened the relationship between Governance and Acceptance (= 0.21).
v" Remote Autonomy buffered the negative impact of Monitoring Intensity (p = 0.18).
This indicates that supportive organizational environments amplify positive governance effects and
reduce negative monitoring consequences.
Suggestions
» Focus on Transparency Rather Than Monitoring Intensity
Organizations should clearly explain how Al monitoring works, what data is collected, and how
decisions are made. Transparent systems increase ethical governance perceptions and build trust,
while excessive monitoring reduces acceptance.
» Strengthen Ethical Governance Mechanisms
Companies must establish clear Al policies, ensure fairness in algorithmic decisions, maintain human
oversight, and provide appeal mechanisms. Strong governance is the key driver of employee trust.
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» Protect Employee Privacy
Organizations should implement strict data protection measures, limit access to monitoring data, and
obtain informed consent. Visible privacy safeguards enhance trust in Al systems.
» Build Trust Before Full Implementation
Training sessions, awareness programs, and open communication about Al systems should be
conducted to reduce uncertainty. Trust significantly increases employee acceptance of Al
monitoring.
»> Encourage Positive Work Attitudes
Employee well-being, job satisfaction, and engagement should be prioritized. Positive work attitudes
contribute to long-term governance sustainability.
»> Promote Ethical Organizational Climate
A strong ethical culture strengthens the positive impact of governance on employee acceptance.
Leadership should reinforce fairness, integrity, and transparency.
» Provide Greater Remote Work Autonomy

Allowing flexibility and decision-making freedom reduces the negative effects of monitoring
intensity and improves employee reactions.
Conclusion

This study examined the impact of Al-based monitoring characteristics on governance
sustainability through ethical governance, trust, employee acceptance, and work attitudes in remote IT
work environments. Using Structural Equation Modeling (AMOS), the findings provide strong
empirical support for the proposed framework. The results demonstrate that monitoring transparency
and perceived purpose positively influence ethical governance, while excessive monitoring
intensity weakens governance perceptions. Ethical governance emerged as the most critical predictor
of employee trust, confirming that fairness, accountability, and responsible Al practices are essential
in digital monitoring systems. Trust was found to be the central psychological mechanism driving
employee acceptance of Al monitoring. When employees trust the system, they are more willing to
accept it, which in turn enhances positive work attitudes such as job satisfaction and engagement.
These positive work attitudes significantly contribute to long-term governance sustainability. The
mediation analysis confirmed that the relationships are sequential and layered. Transparency enhances
governance, governance builds trust, trust promotes acceptance, and acceptance improves work
attitudes. Furthermore, organizational ethical climate and remote autonomy strengthen positive effects
and buffer negative monitoring impacts. Overall, the study concludes that sustainable Al governance
in remote work settings depends less on monitoring intensity and more on transparency, ethical
structures, trust-building, and employee psychological well-being. Organizations that prioritize ethical
governance and employee-centered Al practices are more likely to achieve long-term sustainability
and acceptance of Al monitoring systems.
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