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Abstract 

Artificial Intelligence (AI) is transforming organizational operations by enabling task automation, intelligent decision 

support, data-driven planning, and improved information processing. Its adoption has the potential to enhance employee 

productivity and organizational performance; however, the magnitude of these benefits depends on employee capabilities, 

organizational readiness, and the integration of AI into existing work processes. This study develops a conceptual 

framework to investigate the relationship between AI adoption, employee productivity, and organizational performance 

using literature published up to 2023. Drawing on research concerning organizational AI implementation, generative AI 

productivity experiments, technological innovation, and human–AI collaboration, the paper examines employee 

productivity as a potential mediating variable and AI literacy, employee trust, and organizational support as potential 

moderating variables. The proposed framework is grounded in the Technology–Organization–Environment framework, 

socio-technical systems theory, and the Resource-Based View. A quantitative research methodology is proposed, 

incorporating structured questionnaires, validated measurement instruments, and statistical techniques for examining 

direct, indirect, and interaction effects. Findings from prior experimental research indicate that AI assistance can improve 

performance on specific tasks, although such results cannot automatically be generalized to every occupation or 

organization. The paper contributes an integrated research framework for investigating how AI adoption can be translated 

into sustainable organizational benefits while addressing employee development, responsible implementation, and 

performance measurement. 
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1. Introduction 

Artificial Intelligence has become an important technological component of digital transformation in contemporary 

organizations. Developments in machine learning, natural language processing, computer vision, predictive analytics, and 

generative AI have expanded the range of tasks that can be automated or supported by intelligent systems. Organizations 

increasingly employ AI for customer service, business analytics, employee management, document preparation, 

production planning, forecasting, and strategic decision support. 

The integration of AI into organizational processes creates opportunities to improve employee productivity by reducing 

repetitive work, accelerating information retrieval, supporting complex analysis, and facilitating knowledge sharing. 

Employees can potentially allocate more time to problem-solving, creativity, customer relationships, and activities 

requiring human judgment. 

Nevertheless, AI adoption does not automatically produce improved organizational outcomes. The value generated by AI 

depends on the reliability of its outputs, the suitability of the technology for particular tasks, employee competencies, data 

quality, organizational culture, and management practices. Poorly implemented AI systems can increase verification 

requirements, create additional workloads, and introduce operational risks. 

Davenport and Ronanki (2018) emphasized the importance of identifying appropriate business problems and 

implementing AI through practical organizational applications. Similarly, Raisch and Krakowski (2021) discussed the 

automation–augmentation paradox, explaining that AI can simultaneously replace certain human activities and augment 

human capabilities. This distinction is particularly important because organizations must determine which tasks should 

be automated and which should remain under human supervision. 

Research published in 2023 provides additional evidence regarding the potential productivity effects of generative AI. 

Noy and Zhang (2023) experimentally investigated professional writing tasks, while Brynjolfsson, Li, and Raymond 

(2023) studied AI assistance among customer-support agents. Both studies reported productivity-related benefits in their 
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respective settings. However, their findings concern particular tasks and working environments and should not be 

interpreted as proof that AI improves every dimension of organizational performance. 

This paper therefore investigates the conceptual relationships among AI adoption, employee productivity, and 

organizational performance. It also considers employee AI literacy, trust in AI, and organizational support as factors that 

may influence the effectiveness of AI-enabled work. 

 

1.1 Research Problem 

Organizations are increasingly investing in AI technologies, yet they face uncertainty about how these investments 

translate into measurable employee and organizational benefits. Faster task completion may improve operational 

efficiency, but it does not necessarily result in higher profitability, better customer satisfaction, or sustained competitive 

advantage. 

Furthermore, employees differ in their ability to use AI effectively, and organizations differ in their readiness to integrate 

AI into established processes. Without appropriate training, oversight, and performance measurement, AI adoption may 

produce limited benefits or introduce new organizational challenges. 

The central research problem is therefore to understand the relationship between AI adoption and employee productivity, 

examine the association between productivity and organizational performance, and identify conditions that may 

strengthen or weaken these relationships. 

 

1.2 Research Objectives 

1. To examine the relationship between AI adoption and employee productivity. 

2. To investigate the relationship between AI adoption and organizational performance. 

3. To examine employee productivity as a potential mediator between AI adoption and organizational performance. 

4. To investigate the potential moderating roles of AI literacy, employee trust, and organizational support. 

5. To propose practical strategies for improving the effectiveness and responsible use of AI in organizations. 

 

1.3 Research Questions 

• RQ1: What is the relationship between AI adoption and employee productivity? 

• RQ2: How is AI adoption associated with organizational performance? 

• RQ3: Does employee productivity mediate the relationship between AI adoption and organizational 

performance? 

• RQ4: How do AI literacy, employee trust, and organizational support influence the relationship between AI 

adoption and employee productivity? 

 

1.4 Significance of the Study 

This study is relevant to management researchers, organizational leaders, human resource professionals, and technology 

implementation teams. It connects technological adoption with employee-level and organizational-level outcomes within 

one framework. It also provides a basis for future empirical research on whether AI investments produce measurable 

benefits and which workplace conditions facilitate those benefits. 

 

2. Literature Review 

2.1 Artificial Intelligence Adoption in Organizations 

AI adoption refers to the integration and actual use of AI-enabled technologies to perform, support, or improve 

organizational activities. These technologies include predictive analytics, intelligent automation, recommendation 

systems, conversational agents, generative AI assistants, and algorithmic decision-support systems. 

Organizational AI adoption can range from small-scale experimentation to extensive integration across departments and 

business processes. The extent of adoption depends on technological compatibility, organizational resources, leadership 

commitment, employee readiness, and the availability of suitable data. 

Davenport and Ronanki (2018) examined practical applications of AI in business and emphasized the importance of 

selecting suitable applications, including process automation, cognitive insight, and cognitive engagement. Their work 

suggests that AI implementation should begin with clearly defined organizational problems rather than an assumption that 

every activity requires automation. 

Lee et al. (2023), in a systematic literature review of organizational AI implementation, examined the factors and 

processes associated with integrating AI into organizational settings. Their research provides a foundation for considering 

AI adoption as an organizational process influenced by technology, management, information systems, and human factors. 

Accordingly, AI adoption in the present study is conceptualized through actual usage, workflow integration, breadth of 

application, and the extent to which employees use AI to support their responsibilities. 
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2.2 AI Adoption and Employee Productivity 

Employee productivity refers to the amount and quality of work produced relative to the time, effort, and other resources 

required. AI may improve productivity by automating repetitive activities, providing rapid access to information, assisting 

with drafting and analysis, and reducing the time needed to complete certain tasks. 

Noy and Zhang (2023) conducted an experiment examining the effects of ChatGPT on professional writing tasks. Their 

results indicated that access to generative AI reduced average task completion time by approximately 40% and increased 

evaluated output quality by approximately 18% in the experimental setting. These findings provide evidence that 

generative AI can improve performance on particular writing tasks, but they do not establish equivalent improvements in 

every occupation. 

Brynjolfsson et al. (2023) studied generative AI assistance among customer-support agents. Their working paper reported 

an average productivity increase of approximately 14% across the studied setting, with substantially larger gains among 

less-experienced workers. This result suggests that AI assistance may help employees access effective practices and 

improve task performance. 

These studies support the expectation that AI adoption can improve productivity in suitable work contexts. However, 

productivity must be evaluated alongside work quality, error rates, verification requirements, and the potential effects on 

employee workload. 

 

2.3 AI Adoption and Organizational Performance 

Organizational performance concerns the extent to which an organization achieves its operational, financial, customer-

related, and strategic objectives. Relevant indicators include operational efficiency, service quality, innovation, customer 

satisfaction, profitability, and goal achievement. 

AI may improve organizational performance by supporting forecasting, identifying operational patterns, improving 

resource allocation, assisting customer service, and enabling faster decisions. It can also help organizations respond to 

changing market conditions through improved analysis and information processing. 

The Resource-Based View proposed by Barney (1991) suggests that organizational resources and capabilities can 

contribute to sustained competitive advantage. In this context, AI technology may be more valuable when combined with 

organizational knowledge, skilled employees, high-quality data, and effective management practices. 

However, the relationship between AI adoption and organizational performance is not necessarily immediate or uniformly 

positive. Investments in technology, employee training, system integration, data governance, and monitoring can generate 

substantial costs. AI-generated errors may also undermine service quality or decision-making. 

Consequently, organizational performance should be measured using relevant outcomes rather than relying solely on the 

number of AI tools adopted or employees' frequency of use. 

 

2.4 Employee Productivity as a Mediating Variable 

A mediating variable explains a possible mechanism through which an independent variable influences a dependent 

variable. In this study, employee productivity is proposed as a mechanism connecting AI adoption with organizational 

performance. 

AI may help employees complete tasks faster, reduce repetitive effort, and improve the consistency of certain outputs. 

These changes may contribute to organizational benefits when the resulting capacity is used to increase output, improve 

customer service, reduce delays, or support higher-value work. 

Nevertheless, improved individual productivity does not automatically guarantee improved organizational performance. 

For example, time saved through AI-assisted document preparation may not translate into financial gains if employees 

must extensively correct the generated content or if the organization lacks appropriate processes for using the resulting 

information. 

Employee productivity is therefore proposed as a potential mediator whose contribution must be examined empirically. 

 

2.5 AI Literacy and Employee Competence 

AI literacy includes the knowledge and skills needed to use AI tools, evaluate their outputs, recognize their limitations, 

and apply appropriate human judgment. Employees with stronger AI literacy may be better able to formulate instructions, 

identify inaccurate information, and incorporate AI outputs into their work. 

The OECD (2023) discussed the implications of AI for job quality, skills, and workplace practices. Its work highlights 

the importance of examining both the potential benefits of AI and the adjustments required from employees and 

employers. 

Insufficient AI literacy can lead to inappropriate reliance on generated outputs, inaccurate decisions, and additional 

correction work. Training and opportunities for practical learning may therefore influence the productivity benefits 

achieved through AI adoption. 
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2.6 Employee Trust and Organizational Support 

Employee trust in AI refers to confidence in the reliability, appropriateness, and limitations of AI-enabled systems. 

Employees who believe that AI tools are dependable for specific tasks may be more willing to use them. However, trust 

should be calibrated to actual system capabilities; excessive trust may encourage employees to accept incorrect outputs 

without sufficient verification. 

Organizational support refers to the resources and practices that help employees use AI effectively. It includes technical 

assistance, training, managerial guidance, transparent policies, and opportunities to provide feedback. 

Raisch and Krakowski (2021) argued that automation and augmentation can create tensions in organizational 

management. Their analysis suggests that organizations must balance technological efficiency with human capabilities 

and responsibilities. 

AI literacy, employee trust, and organizational support are therefore proposed as potential moderators of the relationship 

between AI adoption and employee productivity. 

 

2.7 Research Gap 

The literature available through 2023 provides evidence that AI can support organizational activities and improve 

productivity in certain settings. However, several research opportunities remain. 

First, task-level productivity improvements do not necessarily demonstrate improvements in broader organizational 

performance. Second, employee productivity should be examined as a possible mechanism connecting AI adoption to 

organizational outcomes. Third, AI literacy, trust, and organizational support need to be investigated as contextual factors 

that may influence the effectiveness of AI-enabled work. Finally, empirical findings from particular occupations may not 

generalize to other sectors or organizational environments. 

This study addresses these issues by proposing an integrated conceptual framework and a methodology for examining the 

direct, indirect, and conditional relationships among the relevant variables. 

 

3. Theoretical Foundation 

3.1 Technology–Organization–Environment Framework 

The Technology–Organization–Environment (TOE) framework developed by Tornatzky and Fleischer (1990) explains 

organizational technology adoption through technological, organizational, and environmental conditions. 

The technological dimension includes compatibility, complexity, and perceived advantages. The organizational dimension 

includes management support, organizational resources, employee capabilities, and internal processes. The environmental 

dimension includes competitive pressure, regulatory requirements, and external stakeholder expectations. 

In this study, the TOE framework helps explain the organizational conditions that may facilitate or constrain AI adoption. 

 

3.2 Socio-Technical Systems Perspective 

A socio-technical perspective emphasizes that organizational outcomes depend on the interaction between technical 

systems and the people who use them. AI implementation therefore requires attention to employee capabilities, workflow 

design, human judgment, and accountability in addition to technical functionality. 

This perspective supports the argument that AI adoption should be evaluated through its effects on both work processes 

and employee experiences. 

 

3.3 Resource-Based View 

The Resource-Based View (Barney, 1991) proposes that resources and organizational capabilities can contribute to 

competitive advantage when they provide value and are difficult to replicate. 

AI systems may create opportunities for differentiation, but their value may depend on complementary capabilities such 

as skilled employees, organizational learning, proprietary data, and effective integration with business processes. 

Together, these theoretical perspectives support the proposed relationship between AI adoption, employee productivity, 

and organizational performance. 

 

4. Conceptual Framework and Hypotheses 

4.1 Proposed Conceptual Framework 

The conceptual model includes: 

• Independent variable: AI adoption. 

• Mediating variable: Employee productivity. 

• Dependent variable: Organizational performance. 

• Moderating variables: AI literacy, employee trust, and organizational support. 
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The proposed framework is presented below. 

                   
Fig. 1: Proposed framework 

 

The framework proposes both a direct association between AI adoption and organizational performance and an indirect 

association through employee productivity. The moderation relationships represent propositions to be tested, not 

established findings. 

 

4.2 Research Hypotheses 

H1: AI adoption is positively associated with employee productivity. 

H2: AI adoption is positively associated with organizational performance. 

H3: Employee productivity is positively associated with organizational performance. 

H4: Employee productivity mediates the relationship between AI adoption and organizational performance. 

H5: AI literacy positively moderates the relationship between AI adoption and employee productivity. 

H6: Employee trust in AI positively moderates the relationship between AI adoption and employee productivity. 

H7: Organizational support positively moderates the relationship between AI adoption and employee productivity. 

These hypotheses will require empirical testing before any conclusions can be drawn about their statistical significance 

or causal interpretation. 

 

5. Research Methodology 

5.1 Research Design 

A quantitative, explanatory research design is proposed to examine the relationships among AI adoption, employee 

productivity, and organizational performance. 

A cross-sectional survey can provide an initial assessment of these relationships. However, a longitudinal design would 

provide stronger evidence regarding changes in employee productivity and organizational performance following AI 

implementation. 

The study could cover organizations in information technology, banking, manufacturing, healthcare administration, 

education, retail, and professional services. 

 

5.2 Population and Sampling 

The target population consists of employees, team leaders, managers, and other professionals who have experience using 

AI-enabled applications in organizational activities. 

For an initial multi-sector study, a target of 300–400 valid responses could be considered for planning purposes. The final 

sample size should be determined using an appropriate statistical power analysis based on the expected effect sizes, model 

complexity, and intended analytical method. 

Stratified sampling could be used to represent different sectors, organizational levels, and employee experience groups. 

If probability sampling is not feasible, purposive sampling may be adopted, with its implications for generalizability 

acknowledged. 
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5.3 Data Collection Method 

Primary data would be collected through a structured questionnaire using a five-point Likert scale: 

1 — Strongly Disagree 

2 — Disagree 

3 — Neither Agree nor Disagree 

4 — Agree 

5 — Strongly Agree 

The questionnaire should undergo expert review and pilot testing before the main survey. Participation should be 

voluntary, and respondents should receive appropriate information about confidentiality and the use of their data. 

Where possible, questionnaire responses should be complemented by objective performance indicators such as task 

completion time, error rates, service quality, and operating costs. 

 

5.4 Operationalization of Variables 
Variable Suggested indicators Measurement role 

AI adoption Frequency of use, integration into workflows, breadth of application Independent 

Employee productivity Output, task efficiency, timeliness, work quality Mediator 

Organizational performance Operational efficiency, service quality, innovation, goal achievement Dependent 

AI literacy Ability to use, evaluate, and verify AI outputs Moderator 

Employee trust Perceived reliability and appropriate use of AI Moderator 

Organizational support Training, technical assistance, managerial guidance Moderator 

Where validated measurement scales are available, they should be preferred over newly created measures. Any adapted 

items should be documented and appropriately referenced. 

 

5.5 Illustrative Questionnaire Items 

AI adoption 

• AI tools are regularly used in my work activities. 

• AI applications are integrated into relevant organizational workflows. 

• AI tools help me process work-related information. 

Employee productivity 

• AI tools help me complete assigned tasks more efficiently. 

• AI assistance contributes to the quality of my work. 

• AI tools reduce the effort required for repetitive tasks. 

Organizational performance 

• AI-supported processes contribute to operational efficiency. 

• AI adoption supports organizational decision-making. 

• AI applications help improve service quality or innovation. 

AI literacy 

• I can evaluate the suitability of AI-generated outputs for my tasks. 

• I can identify situations in which AI outputs require verification. 

Employee trust 

• I consider AI tools sufficiently reliable for appropriate work tasks. 

• I understand the limitations of the AI tools used in my work. 

Organizational support 

• My organization provides adequate training for AI use. 

• My organization provides clear guidance on responsible AI use. 

These items are illustrative and should be validated before data collection. 

 

5.6 Data Analysis Techniques 

The proposed analysis will include: 

1. Descriptive statistics: To summarize respondent characteristics and AI adoption patterns. 

2. Reliability analysis: To assess the internal consistency of measurement scales. 

3. Validity assessment: To examine convergent and discriminant validity. 

4. Correlation analysis: To assess preliminary relationships among variables. 

5. Regression analysis: To test the proposed direct relationships. 

6. Mediation analysis: To assess the indirect relationship through employee productivity using bootstrapped 

confidence intervals. 

7. Moderation analysis: To examine interactions involving AI literacy, trust, and organizational support. 
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8. Robustness analysis: To investigate whether results differ across sectors, job types, and levels of AI experience. 

Structural equation modelling may be appropriate if the sample size and measurement model support it. The selection of 

covariance-based SEM or partial least squares SEM should reflect the research objectives and model characteristics. 

 

5.7 Statistical Model 

Let: 

• (A) denote AI adoption. 

• (P) denote employee productivity. 

• (O) denote organizational performance. 

• (L) denote AI literacy. 

• (T) denote employee trust. 

• (S) denote organizational support. 

• (C) denote control variables. 

The employee productivity equation can be expressed as: 
𝑃 = 𝛽0 + 𝛽1𝐴 + 𝛽2𝐿 + 𝛽3𝑇 + 𝛽4𝑆

+𝛽5(𝐴𝐿) + 𝛽6(𝐴𝑇) + 𝛽7(𝐴𝑆)
+𝛾𝐶 + 𝜀𝑃

 

The organizational performance equation is: 

𝑂 = 𝛼0 + 𝛼1𝐴 + 𝛼2𝑃 + 𝛿𝐶 + 𝜀𝑂 

The indirect effect of AI adoption on organizational performance through employee productivity is: 

IE = 𝛽1𝛼2 

The interaction terms represent the proposed moderation effects. The mediation and moderation hypotheses should be 

evaluated using suitable statistical tests and confidence intervals. Cross-sectional observational data alone would not 

establish causality. 

 

6. Discussion Based on Existing Literature 

This paper develops a conceptual framework and proposed methodology; it does not report original survey findings. 

Accordingly, the following discussion synthesizes evidence available up to 2023 without presenting the proposed 

hypotheses as statistically validated results. 

 

6.1 AI Adoption and Employee Productivity 

Noy and Zhang (2023) demonstrated productivity improvements in experimental professional writing tasks, while 

Brynjolfsson et al. (2023) reported productivity gains among customer-support agents using generative AI assistance. 

Together, these studies suggest that AI can improve task efficiency when its capabilities align with the work being 

performed. However, the magnitude of any benefit may depend on task complexity, employee experience, output quality, 

and the need for human verification. 

Organizations should therefore assess productivity using multiple indicators rather than relying only on perceived time 

savings. 

 

6.2 AI Adoption and Organizational Performance 

AI may contribute to organizational performance by reducing process delays, supporting decision-making, improving 

information processing, and enabling more consistent service delivery. 

Nevertheless, the benefits of AI adoption must be evaluated against implementation costs, employee training 

requirements, data quality, and the consequences of inaccurate outputs. Technology investments should be linked to 

measurable operational and strategic objectives. 

 

6.3 Employee Productivity as a Mediator 

Employee productivity provides a plausible pathway through which AI adoption may contribute to organizational 

performance. Improved employee efficiency can create opportunities for greater output, improved responsiveness, and 

more effective allocation of resources. 

However, productivity gains may not produce better organizational outcomes when saved time is offset by rework, 

implementation costs, or reduced quality. The proposed mediation effect therefore remains an empirical question. 

 

6.4 The Roles of AI Literacy, Trust, and Organizational Support 

AI literacy may help employees identify suitable applications and evaluate outputs critically. Trust may encourage 

appropriate use, while organizational support can provide the training and guidance necessary for successful 

implementation. 
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These factors should not be assumed to have uniformly positive effects. Excessive trust can encourage overreliance, and 

organizational pressure to adopt AI may increase work intensity. Responsible implementation requires a balance between 

technological assistance, employee judgment, and appropriate oversight. 

 

7. Managerial Implications 

The proposed framework offers several implications for organizational leaders. 

Align AI adoption with organizational objectives. AI implementation should target clearly identified operational 

problems and be evaluated against measurable outcomes. 

Invest in employee development. Training should cover effective AI use, verification of generated outputs, data 

protection, and the recognition of AI limitations. 

Maintain human oversight. Decisions involving significant financial, employment, safety, or customer consequences 

should have suitable accountability and review mechanisms. 

Measure outcomes comprehensively. Organizations should monitor productivity, quality, rework, customer satisfaction, 

workload, and implementation costs. 

Encourage transparent communication. Employees should understand the purposes of AI implementation, the limits 

of automated systems, and the implications for their roles. 

Adopt continuous evaluation. Pilot studies, employee feedback, and periodic reviews can help organizations improve 

AI-enabled processes and identify unintended consequences. 

 

8. Limitations and Future Research 

The primary limitation of this paper is that it proposes a conceptual framework rather than reporting original empirical 

data. Its hypotheses have not been tested within this study. 

A cross-sectional survey may also be affected by self-reporting errors, common-method bias, and reverse causality. 

Organizations with stronger management practices may be both more likely to adopt AI and more likely to achieve strong 

performance, making it difficult to isolate the contribution of AI itself. 

Future studies should consider longitudinal designs, controlled field experiments, and comparisons between AI-assisted 

and non-AI-assisted work. Research should also investigate differences across industries, organizational sizes, job types, 

and levels of employee experience. 

Additional research could examine whether productivity improvements persist over time, how AI adoption affects 

employee autonomy and workload, and whether its benefits are distributed equitably across employee groups. 

 

9. Conclusion 

Artificial Intelligence adoption offers organizations opportunities to improve employee productivity and organizational 

performance, but these outcomes depend on how effectively AI is integrated into workplace processes. Research available 

up to 2023 demonstrates productivity improvements in specific experimental and operational settings, while broader 

organizational literature highlights the importance of implementation strategy, employee capabilities, and human–AI 

collaboration. 

This paper proposes a conceptual framework connecting AI adoption with organizational performance through employee 

productivity, while examining AI literacy, employee trust, and organizational support as potential moderators. It also 

outlines a quantitative methodology for testing the proposed relationships. 

The central implication is that AI adoption should be treated as an organizational transformation initiative rather than 

merely a technology investment. Effective implementation requires skilled employees, reliable systems, appropriate 

oversight, supportive management, and comprehensive performance measurement. Future empirical research is needed 

to establish the strength of these relationships and identify the organizational conditions under which AI adoption 

generates sustainable benefits. 

 

References 

[1] Barney, J. (1991). Firm resources and sustained competitive advantage. Journal of Management, 17(1), 99–120. 

https://doi.org/10.1177/014920639101700108 

[2] Brynjolfsson, E., Li, D., & Raymond, L. R. (2023). Generative AI at work (NBER Working Paper No. 31161). National 

Bureau of Economic Research. https://doi.org/10.3386/w31161 

[3] Davenport, T. H., & Ronanki, R. (2018). Artificial intelligence for the real world. Harvard Business Review, 96(1), 108–116. 

[4] Lee, M. C. M., Scheepers, H., Lui, A. K. H., & Ngai, E. W. T. (2023). The implementation of artificial intelligence in 

organizations: A systematic literature review. Information & Management, 60(5), Article 103816. 

https://doi.org/10.1016/j.im.2023.103816 

https://doi.org/10.1177/014920639101700108
https://doi.org/10.3386/w31161
https://doi.org/10.1016/j.im.2023.103816


International Journal of Engineering Applied Science and Management 

ISSN (Online): 2582-6948 

Vol. 5 Issue 11, November 2024 

 

 

 
Paper ID: 2024/IJEASM/11/2024/2028c          9 

[5] Milanez, A. (2023). The impact of AI on the workplace: Evidence from OECD case studies of AI implementation (OECD 

Social, Employment and Migration Working Papers No. 289). OECD Publishing. https://doi.org/10.1787/2247ce58-en 

[6] Noy, S., & Zhang, W. (2023). Experimental evidence on the productivity effects of generative artificial intelligence. Science, 

381(6654), 187–192. https://doi.org/10.1126/science.adh2586 

[7] OECD. (2023). OECD employment outlook 2023: Artificial intelligence, job quality and inclusiveness. OECD Publishing. 

https://doi.org/10.1787/08785bba-en 

[8] Raisch, S., & Krakowski, S. (2021). Artificial intelligence and management: The automation–augmentation paradox. 

Academy of Management Review, 46(1), 192–210. https://doi.org/10.5465/amr.2018.0072 

[9] Tornatzky, L. G., & Fleischer, M. (1990). The processes of technological innovation. Lexington Books. 

 

https://doi.org/10.1787/2247ce58-en
https://doi.org/10.1126/science.adh2586
https://doi.org/10.1787/08785bba-en
https://doi.org/10.5465/amr.2018.0072


     P =    𝛽 0 +   𝛽 1 A +   𝛽 2 L +   𝛽 3 T +   𝛽 4 S    +   𝛽 5  ( A L ) +   𝛽 6  ( A T ) +   𝛽 7  ( A S )    + 𝛾 C +   𝜀  P


  O =   𝛼 0 +   𝛼 1 A +   𝛼 2 P + 𝛿 C +   𝜀  O


  IE =   𝛽 1   𝛼 2

