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[bookmark: _Toc237907427]1, Introduction: Identification of the business problem.
[bookmark: _Toc237907428]1.1. Business background:
Amazon's warehouse operations are shaped by automation and algorithmic based decision system. AI automation may cover robotics, automated material handling, computer vision inspection tools, and optimization methods that decides roots task scheduling work assessments and schedules. Algorithmic management describe the use of algorithmic driven tools to oversee, guide employees, evaluate work processes. through continuous performance monitoring, task instructions that adapt to operational data in real time, automated task allocation, and productivity related scoring.
Organisations adopt these technologies to improve speed, responsiveness, accuracy, and cost efficiency. Algorithmic management is often positioned to reduce picking mistakes, speed up order fulfilment, and make labour more efficient. However, these systems may increase workplace pressures, such as faster work pace, less day-to-day discretion, ongoing monitoring, an uncertainty about how performance is assessed and what standard are expected.
As a result, a key challenge emerges although AI enabled system may improve operational results, what are those benefits translate into long term organisational performance may depend on employee outcomes particularly job satisfaction, perceive fairness, stress levels, on the degree to which employees feel in control of how they work. According to Delfanti, (2021). At Amazon, the traditional assembly lines have been replaced by an algorithmic system for organising work. Rather than making labour safer, the robots and software intensify it and make it more dangerous.
[bookmark: _Toc237907429]1.2. Business problem:
this study focuses on the growing use of AI automation and algorithmic management in warehouses; knowledge stays limited and fragmented about their effects on employee’s job satisfaction and workplace Challenges and how those employees level effect connects to organisational performance. The introduction of algorithms into many industries has already restructured the landscape of work and threatens to continue. (Cheo,2025).
 It will investigate whether AI automation and algorithmic management are linked to higher or lower job satisfaction. It will also explore workplace problems linked to algorithmic management, such as concerns about surveillance, Workload intensity, unfair treatment and reduce autonomy. Finally, the study will examine whether job satisfaction and workplace challenges can predict organisational outcomes, including productivity, turnover intentions, overall operational stability, quality performance, and incident rate.
The core question is not only whether these technologies improve efficiency, but also under what condition employee are able to accept and work efficiently within algorithmically managed systems so that organisational performance improves rather than being weakened by attrition, safety incidents, absenteeism, and quality breakdowns.
[bookmark: _Toc237907430]1.3. Organisational contest and its challenges:
Warehouse tasks are highly standardised, constrained by tight schedules, and regularly assessed using performance metrics. Algorithmic system can influence who performs weak task and when, how performance is measured like time taking, productivity targets, and error rates, The expected work pace driven by output goals, and how employees receive guidance feedback based on real time data.
These changes can lead to challenges such as: Passive fairness, Stress and cognitive load, Trust and legitimacy, Human technology fit, Autonomy and job design.
This study will examine how these challenges relate to job satisfaction and how they connect to organisational performance, with the goal of supporting more responsible implementations of AI and algorithmic management practise in Amazon warehouse operations.
[bookmark: _Toc237907431]2. Research Aim, Objectives and Questions:
[bookmark: _Toc237907432]2.1. Research Aim:
To evaluate how AI automation and algorithmic management influence employees, job satisfaction and workplace challenges, and to decide how this employee experiences are associated with organisational performance.
[bookmark: _Toc237907433]2.2. Research Objectives:
· To investigate: whether job satisfaction and workplace challenges help predict organisational performance indicators, including throughput or productivity measures turnover intention, safety incidents indicators, and quality outcomes.
· To evaluate: how employee perceive AI automation I don't need management in their work and what they believe the impact is.
· To analyse: how employees perceive AI automation and algorithmic management relates to job satisfaction and workplace challenges.
· To measure: job satisfaction and workplace challenges such as perceived surveillance, fairness, workload intensity, stress, and autonomy.
· To generate: practical recommendations for how management can design and govern algorithmic system to support both employee well-being and performance.
[bookmark: _Toc237907434]2.3. Research Questions:
· Rq1: How employees understand and experience AI automation and algorithmic management in their daily task, like monitoring, work allocation and feedback.?
· Rq2: How employees perceive algorithmic management and their job satisfaction.?
· Rq3: Do job satisfaction and workplace challenges explain the relationship between algorithmic management and organisational performance outcomes.?
· Rq4: Which workplace challenges are more pronounce under algorithmic management?
· Rq5: Which feature of algorithmic management for example responsiveness, contestability, transparency, and quality of feedback uh most strongly associated with improved employee experience and performance.?

[bookmark: _Toc237907435]3. Critical Literature Review:
[bookmark: _Toc237907436]3.1. Algorithmic management and automation at work:
Current research and policy discussions commonly define algorithmic management as the use of automated system to assign task, check performance and produce decisions that affect workers, these systems can convert complex operational optimist optimization into miserable performance indicators.
A core point raised in the literature is that algorithmic management can differ from traditional approaches by increasing the availability of data, enabling near read time monitoring and potentially reducing employee discretion in task execution. Where such systems may support operational control and efficiency, they can also be difficult for workers when relevant metrics are unclear, feedback is experienced as harsh, employees cannot understand and dispute decisions affecting them. Research on automation suggests that task substitution and task reconfiguration depends on what tasks are automated and what remains human. (Autor, 2025).
This produces concerns often describe through the black box effects and accountability gaps, when employees cannot see how decisions are derived legitimacy may be reduced. That in turn can affect well-being, motivation, and willingness to sustain work effort over time.). Throughout all Where human work becomes tightly coupled to system handling demands where errors create more exception, employees may experience increased work intensity and strain. (Bessen, Goos, Salomons 2025). According to Miszczynsk, Pieczka and Klinek. (2026). Algorithmic governance doesn’t remove human discretion, it redirects it into concealed, strategic behaviours.
[bookmark: _Toc237907437]3.2. Job satisfaction, workplace challenges, and motivational mechanisms:
the literature on job satisfaction typically links it to motivational factors such as passive fairness autonomy recognition and clarity about goals expectations. In algorithmic workplaces management through metrics and automated decision can shape these factors in diverse ways:
· Passive fairness: may weaken if scoring system are not transparent.
· Recognition: can shift when feedback is reduced to numerical indicators rather than human appraiser.
· Stress: may increase when monitoring is continuous and pressure intensifies through real time alerts and performance signals.
· Autonomy: may decline pacing and tasks selection becomes rigidly structured by optimization models.
Workplace challenges in algorithmic environments often include heightened time pressure, sense of being constantly watched, and reduce perceived control. Such challenges may contribute to lower job satisfaction and stronger intentions to live. If employees exist organisational outcomes may worsen due to labour instability, more errors, and increased safety problem.
[bookmark: _Toc237907438]3.3. Organisational performance and the employee performance:
 Organisational performance depends on both operational measures such as accuracy, time efficiency, throughput and workforce stability. Research suggests that employee experience often act as a bridge between managerial practises and performance outcomes. According to Akter et al. (2023) suggest that firms need to focus on data bias, model bias, and deployment bias when working with algorithmic systems.
When algorithmic system improves coordination while still supporting fairness, understandable, and humane work design, Performance improvement may be kept over time. If it increases employee dissatisfaction and stress, organisational outcomes may deteriorate true higher turnover, rising error rates, distressed engagement, and greater safety incidents.
 This proposal uses a framework in which AI automation algorithmic management influence:
Employee job satisfaction and workplace challenges which then shape organisational performance true mechanism related to motivation, safety compliance, commitment, and workforce stability.
[bookmark: _Toc237907439]3.4. Governance, transparency, and responsible implementation:
Another line of research highlights that implementation decisions strongly influence how algorithmic systems are experienced by employees. Transparency clarifies what is being mentioned and for what purpose, contestability aligns workers to correct mistakes human oversight and workers involvement in system design and evaluation can decide whether these technologies feel supportive and legitimate.
 Relevant system design considerations may include:
· Quality of feedback: weather feedback is provided promptly and is useful for the improved work rather than being only evaluated.
· Definition and communication of metrics: how performance indicators are specified and explained to employees.
· Ability to report issues: whether employees can raise concerns about incorrect system outputs an unexpected process disruption.
· Calibration of targets: weather optimization goals reflect realistic operating conditions and do not unfairly penalise workers when typical disruptions occur.
[bookmark: _Toc237907440]3.5. Gaps addressed by this study: 
Although the topic has received increasing attention, several research gaps justify the present study:
·  Specific evidence: much existing work focuses on platform employment, warehouse roles operate under different task structures, performance regimes, and operational constraints.
· Limited integrated testing: fewer studies link employee job satisfaction, workplace challenges, an organisation of performance outcomes in a single research model that can be assessed.
· On clear feature level effects: there's not enough evidence about which aspects of algorithmic management most strongly shape employee experiences and performance outcomes in warehouse environments.
This research addresses these gaps by concentrating on Amazon warehouse employees and where possible, connecting employee’s belief and experiences to organisational indicators that reflect performance.
[bookmark: _Toc237907441]4. Research Methodology:
4.1. Research design:
a mixed methods approach will be used to improve explanatory depth and to assess predictions.
· Qualitative: semi structured interviews and focus groups will be conducted to find major workplace difficulties and feelings of algorithmic management that relate to employee satisfaction.
· Quantitative: will be used to assess a conceptual model showing how feelings of algorithmic management relate to job satisfaction and workplace challenges, and how those outcomes relate to organisational performance indicators using employee proceed measures an aggregated organisational metrics where accessible.
 Mixed methods is suitable because the effect of algorithmic management is likely to be multi-dimensional and shaped by the warehouse contest.
[bookmark: _Toc237907442]4.2. Participants and sampling:
Target population: Amazon warehouse employees whose roles are directly affected by AI enabled task assignment, checking and performance evaluation.
Qualitative sampling: around 30 to 40 participants across different job roles and tenure categories  like new workers versus experienced staff different shifts schedules.
Qualitative sampling: about 300 to 400 participants drawn from warehouse sessions to support stable statistical analysis.
Sampling will ensure diversity across tenure, shift type day and night, roll: packing, picking, Sultan, and quality control.
[bookmark: _Toc237907443]4.3. Data Collection instruments:
[bookmark: _Toc237907444]4.3.1. Qualitative tools: 
Semi structured interviews will be explored:
· Concrete examples of algorithm Driving instructions and how performance track occurs.
· Employees views of fairness and the extent to which decisions are understandable.
· Level of trust perceived supervisory support when algorithms are involved, and stress.
· Experience of workload intensity and work pacing.
· Suggestions for improvement arm protections that workers consider necessary.
[bookmark: _Toc237907445]4.3.2. Qualitative survey measures:
 Will include established measurement skills adapted for warehouse algorithmic management contests, including job satisfaction covering, cognitive and emotional aspects, Perceive fairness procedural and distributive dimensions, Workload intensity and time pressure, Perceived autonomy and control over work methods, Perceived surveillance and monetary intensity. Work related stress and reported strain symptoms, perceived transparency ability to challenge errors, organisational commitment and turnover intention as key employee related outcomes tied to performance.
For organisational performance, the study will gather:
Employees proxy outcomes such as feelings of quality related challenges and stress links to errors.
Where possible aggregated operational metrics provided by the organisation available in the internal public reporting e.g. retention related proxies, incident indicators, productivity and accuracy  at sight / shift level. If direct access is restricted, organisational performance will be represented through turnover attention and engagement related measures considered relevant for performance.
[bookmark: _Toc237907446]4.4. Data analysis plan:
[bookmark: _Toc237907447]4.4.1. Qualitative analysis: 
· Thematic analysis will be conducted using an interactive coding framework.
· Initial coding categories will be informed by the literature e.g. fairness surveillance, autonomy, stress, and then refined to reflect terms that appeared from participants accounts.
·  Output will include a structured classification of algorithmic management features and workplace challenges linked to them.
[bookmark: _Toc237907448]4.4.2. Qualitative analysis:
· Descriptive statistic will summarise the distribution of perceptions and outcomes.
· Reliability and validity assessments will be conducted like confirmatory cheques for factory structure if the sample size is adequate.
· Correlation and regression analysis will estimate relationship among algorithmic management perceptions job satisfaction and workplace challenges performance proxies.
· Mediation and moderation testing will be included: Mediation: whether job satisfaction and workplace challenges explain the effect of algorithmic management on performance outcomes. Moderation:  weather factors such as transparency weaken or strengthen the negative impact of surveillance intensity.
Finally, a conceptual structural model will be estimated using a method like structural equation modelling.
[bookmark: _Toc237907449]4.5. Ethical considerations:
 Ethical protections are essential. This will include:
· Confidentiality: survey responses will be anonymous; an interview participant identity will be protected.
· Informed consent: participant will be voluntarily, with clear explanation.
· Reducing potential harm: the survey and interview guide will avoid leading wording and will not invite employees to show individual productivity data.
· Non retaliation: participants will be informed that participation will not affect their employment conditions.
If organisational performance metrics are obtained, data will be reported in aggregated form. 
4.6. Quality and trustworthiness:
· pilot testing of survey instrument.
· Triangulation across interviews.
· Robustness checks including how missing data are managed and how potential response bias is assessed.
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