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Abstract - Background: COVID-19-induced remote and hybrid work has generated the extensive
application of digital monitoring tools. Firms are now using software which logs keystroke, mouse use,
application usage and even the location of the employees. This technology is defining the employer-
employee relationship in a new way and posing some tough questions on privacy, trust, and autonomy.
Although companies insist that this type of tools is necessary to manage distributed teams and hold
workers accountable, reports of excessive surveillance, stress, and humiliation can be heard by many
workers and activists. The discussion involves technology, the theory of management, labor rights, and
ethics, and, thus, it is a crucial area of study. management theory, labor rights, and ethical governance,
making it a crucial area of scholarly inquiry.

Objectives: This paper summarizes the increasing trend of employee monitoring productivity by using
digital surveillance. It seeks to (1) synthesize current findings on the prevalence and the capability of such
systems (2) delve into business justifications and theoretical frameworks of why surveillance is necessary
(3) examine empirical results on the impact of surveillance on worker well-being, performance, and
culture (4) explore legal, privacy, and ethical issues and (5) identify gaps in research and propose future
inquiries.

Methodology: We have performed a systematic narrative review. The search had been conducted in
Scopus, Web of Science, JSTOR, PubMed and Google Scholar to access peer-reviewed articles, reports
and grey literature published between 2015 and 2025. The search words were employee monitoring,
workplace surveillance, productivity monitoring, digital workforce management, remote work monitoring,
and employee privacy. Our sources were added through citation chaining and through expert help. The
review covered the field of organizational behavior, information systems, labor studies, business ethics,
law, and human-computer interaction. The review is based on a variety of literature in terms of empirical
research, systematic reviews, theoretical models, legal analyses, and organizational case studies. There
were selection criteria of the sources based on the quality of methodology and direct relevance to the
monitoring of workplaces, as well as their significance to the field.

Key Findings: We discover that digital surveillance has become a common practice, and Employee
monitoring has increased substantially since 2019, with multiple surveys indicating that a majority of large
organizations have implemented at least basic digital monitoring capabilities. But what is documented in
these tools activity, presence, keystroke, does not actually match what organizations actually appreciate,
which are results, creativity, and quality. Close supervision leads to a decrease in trust, increase in stress
and anxiety, job dissatisfaction, and may create the so-called performative productivity employees
concentrate on the visible action, not the outcome. Legal and regulatory environment is sporadic, and
jurisdictional variations are high with poor enforcement. Last, these technologies do not have much
concrete data to support the increased real productivity or organizational performance.
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Conclusion: Workplace surveillance technologies are at a nexus between workplace regulation and
culture. Even though digital tools are very detailed in terms of visibility, they are often based on obsolete
assumptions regarding motivation and trust. Companies are in danger of developing mechanisms that
assess activity and corrosion of the psychological states of true innovation. The evidence-based models
that would put the right business needs against the rights of employees, achieve more clarity in
regulatory standards and transition to activity-to-outcome performance management are desperately
needed. This review suggests that the classical concept of productivity in the digital era should be
reconsidered and how high performance can be achieved without the invasive nature of surveillance
which in the long run becomes counterproductive.

Keywords: Employee monitoring, Digital surveillance, Productivity measurement, Workplace technology,
Remote work management, Organizational ethics, Performance management, Worker autonomy.

1. INTRODUCTION

In the modern digital age, employee monitoring of employee performance has become a peripheral
concern before becoming a central argument in the debate regarding the issue of governance of the
workplace. Think of your laptop filming any time you log in, anytime your attention wanders, anytime you
open a spreadsheet, any time you downsize to watch a little video. What began as a passive instrument is
now an active spectator who can produce minute by minute records of our work practices. Another form
of workplace surveillance generated when companies actively exercise this power is what was once
viewed as dystopian surveillance but is now becoming the norm in IT and knowledge-based sector.

The transformation has been dynamic and rapid. It has been reported that large tech companies are
already using or are to use software that monitors activity of the employees on their company-provided
devices in minute detail. These systems time out a worker who gets idle after five minutes of
keyboard/mouse idle time and out of desk after fifteen minutes. Dashboards indicate log-in times, the
applications in use and duration of each task. Technology is able to create entire, chronological work
maps, which reveal what researchers refer to as the quantified worker, an employer whose all-digital
behaviors are documented, quantified, and possibly rated. Although there are companies that may reject
the use of some of these tools, there is an evident trend in this matter employee monitoring is among the
rapidly developing branches of enterprise software, and the employee monitoring market has
experienced significant growth, with various market research firms projecting continued expansion
through 2030.

This growth was accelerated by the pandemic and the transition to remote and hybrid working. Since the
employees were shifting from offices into homes, managers had a visibility problem. The conventional
control, the presence of employees at desks, the observation of meetings, the monitoring of arrival at the
office, etc., became either weak or impossible. This discontinuity caused tech solutions to be in demand.
Microsoft Teams, which surpassed 320 million monthly active users as of 2024 introduced functions that
display the position of an employee using Wi-Fi technology. Zoom has attention-tracking features.
Applications such as Time Doctor, Hubstaff, ActivTrak, and Teramind were on the rise and they allowed
employers to track the usage of apps, periodically take screenshots, search emails and messages, and
even turn on webcams to verify attendance.
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These practices are justified in organizations because of a number of reasons. They assert that
monitoring can provide individuals with insight into how work practices in the distributed environment
occur, where bottlenecks can be identified, waste is eliminated and processes are constantly enhanced.
Productivity monitoring in this perspective is an extension of the traditional management and operation
optimization in the digital era that is logical and data based. Proponents believe that openness is
advantageous to both parties since it allows them to establish expectations, gather objective information
and open potential avenues toward targeted skill development and resource planning. It has been
argued that monitoring safeguards against security breaches, IP theft, and compliance concerns, and
plays justified risk-management roles.

It is different for workers and labor advocates. They consider dashboards and metrics to be instruments
of control, and distrust, they gauge surface-level activity and do not value the resourcefulness, intricacy,
and mental effort that characterize knowledge work. The employees fear that tracking data may be
abused in performance appraisal, promotions, and dismissal. They complain of increased stress, the fear
of constantly seeming productive, and the need to work on performance that should be performative
productivity work that is intended to increase metrics and not generate real value. It has been found that
high levels of monitoring may undermine intrinsic motivation, destroy trust and lead to a culture of fear
and compliance rather than engagement and innovation. Privacy activists highlight that employee
surveillance is usually an area of legal ambiguity, which is not in a transparent and consistent state of
consent and regulatory protection.

This argument shows one of the fundamental contradictions in contemporary organizations efficiency
and autonomy, control and trust, quantification and judgment. It further brings up more profound
concerns about the kind of work in knowledge economies. Output per time is used in measuring
productivity in manufacturing. The dimensions of problem-solving, creative, collaboration and learning
are part of knowledge work challenges and cannot be easily measured in numbers. Peter Drucker
cautioned that the actual knowledge work is not to have people quicker at the tasks they are supposed to
do but assist them in making judgments regarding the correct jobs. It becomes more difficult when
organizations start to believe that sending emails, opening files, moving a mouse is activity as opposed to
meaningful productivity (solving complex problems, finding solutions, creating relations).

2. PROBLEM STATEMENT AND RESEARCH GAP

Although the use of employee monitoring technologies is fast-growing, and the topic is actively
discussed in society, academic knowledge on the maitter is still partial. The current literatures are related
to more than one field, such as organizational behavior, information systems, labor economics, business
ethics, and legal studies, yet are seldom combined to reach an understanding across the fields. There are
no empirical studies of actual organizational effects of monitoring. A significant part of the evidence was
provided by vendor-sponsored research or small scale surveys, the external validity of which is dubious.
The question that one is left to ponder is What is the reciprocating relationship between monitoring
intensity and organizational performance. What is the impact of monitoring practices on the
psychological wellbeing of employees, job satisfaction, and turnover intentions. What mediating variables
work to influence it, e.g. organizational culture, communication practices, and employee involvement in
design. What are the differences in legal and regulatory structures between jurisdictions and what are the
realities of their implementation. What are other ways through which performance management can be
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applied to attain organizational goals without being obtrusive. In essence, the literature has failed to
sufficiently discuss the fact that existing practices of monitoring have been based on sound assumptions
regarding motivation, productivity, and the essence of effective knowledge work.

3. OBJECTIVES AND SCOPE

The following are some of the objectives that this review article fulfils. First, it generalizes existing empirical
research on the prevalence, technical potential, and organization of employee productivity monitoring
technologies. Second, it critically evaluates theoretical models and organizational justifications of
surveillance practices in terms of their conformity with the modern conceptions of motivation,
performance, and knowledge work. Third, it considers reported effects of monitoring on various groups of
stakeholders and organizational performance, such as employee wellbeing, performance indicators,
organizational culture, and innovation capability. Fourth, it investigates the concept of workplace
surveillance and its ethical, legal, and privacy aspects, including consent provisions, data management
policies, and legal issues. Lastly, it determines the essential gaps in existing knowledge and suggests the
way of future research, policy formulation, and organization practice.

The time range of this review encompasses the research works published since 2015 and until 2025, which
is the time frame of the modern digitalization of the workplace environment and the pandemic-
enhanced transition to remote employment. Although emphasis is primarily on information technology
and on knowledge-intensive industries where monitoring has been most widely applied, in the review,
evidence regarding other industries is also considered. Geographically, the review focuses on situations in
North America and Europe and some areas of the Asia-Pacific. They are the areas where the use of
monitoring and research have been most prolific, but the surveillance of the workplace is becoming more
global and regional.

4. METHODOLOGY

The methodology of this article is systematic narrative review which aims at having a broad coverage
and at the same time retaining depth in the analysis. Manual searches of large academic databases,
such as Scopus, Web of Science, JSTOR, PubMed, IEEE Xplore and Google Scholar, were used to start the
review process. The first search terms were a combination of the terms concerning employee monitoring
(employee monitoring, workplace surveillance, productivity tracking, employee surveillance, digital
monitoring), productivity and performance (productivity measurement, performance management, work
performance), technology (monitoring software, tracking technology, work analytics, distributed teams),
and work situations (remote work, hybrid work, knowledge work, distributed teams). Peer-reviewed journal
articles, conference proceedings, books, and high-quality reports by well-known research organizations
were the only searches that were performed. Grey literature and industry reports, policy documents and
legal analyses were incorporated where they contained unique empirical data or insights that are not
found in academic sources.

Preliminary searches provided potentially relevant sources. The inclusion criteria included: (1) the source
must discuss employee monitoring, productivity tracking, or the area of workplace surveillance which is
closely related (2) the source should display empirical or theoretical frameworks or substantive analysis
(3) the source has to be published in English and (4) the source should have basic quality criteria with
regards to research design and argumentation. The sources were not included when they were limited to
security monitoring only (including video surveillance of retail settings) and did not involve productivity
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tracking, covered only historical situations that preceded the emergence of digital technologies, and did
not meet the necessary level of rigor or substantive value. Following the screening of the abstracts and
the review of the full-texts, sources were selected that fit all the requirements to be analyzed in detail. The
coding of these sources was done along thematic lines and special focus on the technological aspects of
monitoring system, organizational rationale and purpose, empirical evidence on effects and
consequences, theoretical models that have been utilized, ethical and legal issues and solutions or
recommendations. Additional sources were found by citation tracking, reviewing reference lists, and
expert help in the subject matter, eventually leading to an extensive body of evidence in organizational
literature, labor relations, technology ethics, legal literature, and human-computer interaction.

5. DISCUSSION
5.1 The Technical Architecture and Organizational Rationales of Employee Monitoring

Systems

The modern environment of employee surveillance technologies constitutes a highly advanced
integration of surveillance functionality that was technically impossible and prohibitively expensive only
20 years ago. The modern surveillance systems today can work on many levels providing what
researchers refer to as dataveillance-round-the-clock, automated surveillance that may reduce
employees behavior to streams of data to be analysed. This technical architecture is important in
understanding the strengths and weaknesses of productivity tracking systems.

On the simplest level, activity monitoring software records digital activity (keystrokes, mouse movements,
and clips). These systems frequently involve thresholds to classify activity i.e. considering employees idle
after five minutes of inactivity and away from desk after fifteen minutes. This approach is simple to seem,
but the assumptions made in it are worth questioning. There is a lot of reading, thinking, planning, or
consuming information in knowledge work, and that does not produce much keyboard or mouse time,
but is a critical step to productivity. A software developer who will debug a code could spend thirty
minutes reading documentation and planning before typing a single line, but a monitoring system could
otherwise consider the vast majority of this as being idle. Therefore, the indicator mixes up activity and
productivity by favoring observable movements against thinking.

In addition to simple tracking of activity, application monitoring provides a second level of monitoring.
These devices track the name of applications that the employees open, the duration of staying in each
application, and the switching patterns of the employees. More sophisticated systems will distribute
applications as productive or unproductive according to the rules of administrators. A marketing
professional may spend hours through social media researching trends, but this may be considered
unproductive by the system. On the other hand, the employee may leave applications at work without
engaging them, a phenomenon known as fake casting. This problem of categorization highlights the
difficulties with the assessment of algorithmic productivity application usage is not enough to predict
intent, context, or cognitive engagement reliably.

The screenshot and screen-recording technologies also carry monitoring to visual capture of the
employee screens, either on-the-fly or at set time intervals to look at the worker screens (usually every 5-
15 minutes). The vendors apply these features as accountability solutions that provide managers with
evidence of employee action. They, however, pose serious privacy factors particularly when the
employees are working at home, and the screens can easily show personal information, family members
or even personal areas of the home. Webcam monitoring is also present in some systems to ensure
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presence and attention, although these have been criticized and are not as prevalent as other modalities.

Monitoring of communication is done to monitor email, instant messaging, and collaboration platform.
Such systems can capture volume of messages, time of response, out of hours communication, and
emotion. Others are based on using natural language processing to warn of potentially problematic
material, non-compliance issues, or disengagement indicators. Such monitoring, despite its usefulness in
security and compliance, will also freeze workforce communication. Employees can also self-censor,
evade valid work discussions or even transfer sensitive discussions to unmonitored mediums. It has been
demonstrated that psychological safety, the feeling that one can talk openly and not be afraid of adverse
effects, is a prerequisite of learning, innovation, and cooperation. The essence of pervasive
communication monitoring has an impact on this safety.

Tracking of the location has become widespread in hybrid working environments. Wi-Fi, mobile device
GPS data, and badge-swipe of devices are generating a history of physical presence and mobility. The
location feature of Microsoft Teams, which shows which building one of the employees works in,
depending on the presence of Wi-Fi, is an example of how collaboration tools can integrate monitoring.
Although organizations cite that this will help in organizational coordination in the distributed teams, it will
also contribute to unparalleled monitoring of the movements and locations of employees during the
workday.

The most advanced monitoring tools in the form of product productivity scoring are based on the
consolidation of the data in different dimensions to create quantitative productivity determinations.
These algorithms could also synthesize the activity, application use rates, communication rates, and
accomplishment of assigned tasks into compound scores or ratings. Others apply machine learning to
use baseline productivity profiles and alert abnormalities. The seemingly objective nature of numeric
scores can be a lure to managers and provide apparently accurate based on data performance
information. Nevertheless, these metrics carry many implications regarding what productive work is and,
in many cases, they give preference to quantity over quality and they are likely to produce perverse
incentives regarding the manipulation of metrics rather than productive work.

Organizations cite various interconnected reasons as to why they ought to use such monitoring systems.
The visibility argument is based on the idea that remote and hybrid work introduce information
asymmetry on the part of managers who are no longer able to see employees and thus require
technology to replace physical presence. This argument is a symptom of classic management beliefs
that control, and accountability require observation, but it also demonstrates a lack of adaptation of
practices to realities of distributed work. Studies on work performance in remote environments have
shown that outcome-based management where the organization is interested in outcomes and not
actions can be better than trying to emulate what would have been observed in the office remotely.

The program of optimization justifies the idea of monitoring as a neutral process that is aimed at the
improvement and efficiency of the process. In this view, tracking data assists organizations to determine
the bottlenecks, waste time is eradicated, workflow is made to be optimized, and resources are allocated
in a better manner. The argument relates to the traditions of scientific management and the excitement
of data-analytics. Although this is true in theory, it is frequently confused upon practice, confusing
correlation, and causation as well as activity and value creation. The time spent by the employees on a
specific application may not necessarily mean efficiency or inefficiency without knowing the atmosphere
and goals of the work.

The argument of accountability and fairness implies that monitoring will result in fair treatment by
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ensuring objective data of performance that will eliminate managerial bias and subjectivity. This reason
is attractive in situations when there are discrimination or favoritism issues. Nevertheless, new studies on
algorithmic bias demonstrate that automated systems can reinforce and compound the existing
prejudices and developing novel forms of discrimination. Even with the good intentions that productivity
algorithms have, algorithms that punish employees who take medical leave, caregiving leave, or during
disability accommodations may create a discriminatory effect. Objectivity is an illusion that most times is
deceptive.

Security and compliance justifications note that tracking guard protects company resources, averts data
breach, legislative conformance, and insider threats. These issues are justified in industries dealing with
sensitive information or those that are regulated. Nonetheless, security-oriented surveillance may take
different forms about invasiveness, and proportionality principles should be exercised in the organization,
which should deploy the least amount of monitoring to attain the valid security goals. Rationales of
security are often too frequently a crumpled excuse to extensive surveillance beyond sensible need.

The rationale of performance management provides evidence on monitoring as effective input on
employee growth and refined coaching. Monitoring would in the best implementations detect skill
deficiencies, training requirements, or impediments to productivity. However, studies of feedback
effectiveness also focus on the fact that helpful feedback should be timely, precise, action-oriented and
presented with a sense of psychological safety and trust. Its developmental potential is compromised
when surveillance is generated through monitoring data being fed on punitive performance
management systems or causing surveillance anxiety.

On critical examination of these rationales, there are patterns that are manifested. To begin with, they
tend to mirror rather outdated beliefs and assumptions regarding motivation and management which is
incompatible with modern organizational psychology. The studies on intrinsic motivation, autonomy, and
self-determination theory indicate that management methods that are based on control are often
under-pin engagement and commitment. Second, the rationales give too much importance to the
organizational interests and less importance to employee views and experiences. That is an asymmetry
they purport to have rights to all employee data, but seldom return the favor went they issue
transparency as to the intended uses of the data, how it will be stored or how it will be guarded. Third, the
rationales rarely address underlying questions regarding the definition of productivity in the knowledge
work. Management, as the theorist of management, Henry Mintzberg notes is not a science, not even a
profession, it is a practice which is acquired, first of all, through experience. A category error, the confusion
of quantifiable action and significant achievement, is the simplification of complex, contextual
management practice to algorithmic surveillance.

5.2 Documented Impacts on Employee Well-being, Performance, and Organizational Culture
Although organizational reasons to monitor employees underline their benefits to the organization,
including facilitation of optimal performance, accountability, and improvement of performance quality,
empirical studies indicate a more problematic and disturbing situation of organizational effects on
employees, work quality, and organizational culture. This part is an evidence synthesis on the impact of
monitoring technologies on employee psychological wellbeing, behavioural reaction, job performance,
and overall social structure of organizations.

The studies on psychological effects show that excessive surveillance is always associated with a high
level of stress and anxiety in the working staff. Multiple surveys have documented that employees subject
to monitoring report higher stress levels than their non-monitored counterparts, though effect sizes vary
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considerably across studies and organizational contexts. The qualitative research has found that
employees who are monitored explain that they feel like they are under constant surveillance, they are
pressured to always look busy, and that even a few moments of rest or time to think will be reported as
unproductivity. Surveillance anxiety has physiological manifestations New fields of physiological studies
indicate that electronic checking can stimulate stress reactions that can be measured by biomarkers
(e.g. cortisol levels and heart rate variability), but further studies on a bigger sample base are required to
determine effect sizes and dose-response curves.

The psychologic processes that are at the basis of these effects are highly developed in the literature of
organizational psychology. The self-determination theory highlights that motivation and well-being of
human beings must be satisfied by fulfilling three fundamental psychological needs, namely, autonomy
(having a sense of overseeing actions), competence (sense of effectiveness and ability to perform), and
relatedness (sense of attachment to other people). Monitoring systems are also a direct threat to
autonomy because they establish external control and proximity to surveillance. They suck the
competence out of it, they simplify complex work to simplistic metrics, which can be even deceptive of
how good or how valuable it is. They destroy relatedness as they place the organization in the role of
surveillant and not partner, fostering adversarial and uncollaborative relationships between the
employees and the management.

Another vital effect is trusting erosion. The core of successful organizational operations lies in trust, the
readiness to be vulnerable towards other people premised on a positive anticipation of their intentions.
Studies indicate that knowledge sharing, collaboration, innovation, and organizational citizenship
behaviors are enabled by trust. Surveillance sends a message of distrust the implicit message is that
employees are unable to work efficiently without supervision and checking. The message generates
mutual suspicion, and the employees become less trustful of organizational messages, decisions by the
leadership, or intentions expressed. Longitudinal research studies on the application of monitoring
systems have regularly reported a decrease in employee trust, higher turnover intentions, decreased
discretionary effort with cross-industry, cross-implementation strategy, and cross-organizational-culture
effect sizes.

Monitoring behaviors tend to carry out to adaptations that are counter-productive in organizational
terms. Monitoring often rewards what could be termed as performative productivity instead of real
productivity, which refers to the behaviors of a person aimed at meeting the measures of performance,
as opposed to completing meaningful work. Employees also leave numerous apps on their screens, click
the mouse to prevent the idle position, send emails at the opportune moment, and disrupt attention to
give the illusion of action. These adaptations are logical reactions to measurement systems, but they are
a waste of time and brainpower and may lead to worse quality of work. Time-use studies have
documented that employees under intensive monitoring dedicate substantial time to managing their
metrics activities such as keeping applications open, timing breaks, and adjusting work patterns rather
than focusing solely on work outcomes.

The problem of metric fixation is not limited to the personal play habits, but it influences the
conceptualization and prioritization of work. Once certain metrics are made targets, they no longer
remain good measures, the so-called Goodhart law. Whenever organizations focus on the number of
emails, employees write more emails, which may lead to communication overload of employees and not
clarity. When application usage time is used as the measure, employees would have applications open
when they are not in use. When attendance of meetings is monitored, the meetings increase whether
necessary or not and whether efficient or not. The measurement system also forms its own impression of
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work and tends to bleed the organizational goals that monitoring had to promote.

The study on real performance effects does not show any significant improvement in work quality and
innovation due to monitoring. Although other research findings include small statistical gains in either
rates of task completion or time-on-task, these benefits are usually restricted to very routine and
procedural work and provide many at the expense of quality, creativity, or long-term efficacy. In
knowledge work that requires solving of problems, creativity or tricky decision making, multiple studies
have reported negative correlations of monitoring intensity with performance outcome. A trend
suggested by narrative reviews of several empirical studies is that monitoring has weakly positive
correlations with the performance of simple and repetitive tasks and weakly negative correlations with
the performance of complex cognitive tasks and creativity, but it remains unclear whether these effects
are sufficiently well-quantified in a global meta-analysis.

These findings have theoretical basis in creativity and innovation literature. The psychological
requirements of creative work are such conditions as autonomy, intrinsic motivation, cognitive flexibility,
risk-taking, and readiness to fail. Surveillance compromises all these conditions. Surveillance makes
employees more risk-averse and they prefer risk-averse and conventional methods, rather than
experimental methods. They emphasize short term, quantifiable results but not long term learning or
discovery. They eschew the fruitless hit and miss that may lead to breakthrough insights. Organizations
that purport to highly regard innovation and engage in heavy emphasis of monitoring build conflicting
conditions that discourage the same acts they promote.

The effects of cultural influences of monitoring are not limited to the individual psychological and
behavioral consequences but the variation of organizational conventions, connections, and self. Research
on organizational culture in work environments with considerable monitoring has shown various trends
the informal communication and spontaneous collaboration reduced a reduction in the desire to assist
others (as this assistance is unlikely to be reflected in personal productivity indicators) psychological
security has decreased intrinsic motivation orientations have transformed into extrinsic ones. The workers
in these places state that they feel like cogs in a machine or human robots, instead of being treated as
professionals who are valued. The surveillance lingo of dashboards, metrics, idle time, productivity scores,
becomes part of the workplace conversation and is slowly assimilated into control-based relationships
which might otherwise have been considered dystopian.

An especially alarming conclusion comes from the studies of the disparate effects within the
demographic groups. Research has shown that surveillance can have a disproportionate impact on
employees who have caregiving roles (who are, in most cases, women), employees with disabilities or
chronic health issues, and employees who are members of a marginalized population, who are already
subjected to increased scrutiny at work. An example is that an employee with diabetes may need short
but frequent breaks that the monitoring system may record as unproductive when someone with
cognitive disabilities may need a long process time which is considered a negative signal by algorithms.
Such variances can amount to de facto discrimination with no intention to discriminate when
performance reviews use data feeds into their reviews. These questions have started to receive legal
treatment in terms of disability discrimination law and disparate impact models, yet the equity
implication of the productivity surveillance has not yet received sufficient focus in the practice of
organizations.

Power and process of adapting to monitoring can be observed in employee resistance and
organizational reaction to the monitoring. Whereas there are those employees who silently tolerate
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surveillance or leave surveilled organizations, there are those employees who actively resist surveillance,
whether by single workaround or collective activity. The employees have created browser extensions to
mimic mouse usage, scripts to open and close apps periodically and collaborative approaches to
gaming productivity systems. Others have staged petitions, walkouts or even unionization specifically
against the surveillance practices. These opposition activities are displays of agency as well as wasteful
struggles of no value to workers or organizations.

The reaction of an organization to the concerns of employees is diverse. Other companies have reacted
to criticism by reducing monitoring, introducing transparency, or engaging employees in system design.
Others have gone even further and tailgated resistance as an indicator that employees have something
to conceal and advancing surveillance. The most considerate organizational reactions recognize the
constraints of monitoring, severe surveillance in lieu of complete surveillance, give clarity regarding what
is tracked and why, develop explicit data administration directions, and integrate any monitoring with
strong outcome focus, improvement, and relationship building. Unluckily, these considerate practices are
those that are still exceptional and not standards.

5.3 Ethical Frameworks, Legal Landscapes, and the Question of Consent

The use of employee monitoring technology is fundamentally unethical and ethically profound to
practicality, which involves dignity, autonomy, privacy, and power. This area explores ethical principles of
workplace surveillance, the legal and regulatory landscape, and critically analyzes the concept of
consent in the environment dominated by acute inequality of power dynamics.

Considering the ethical theory, there are a number of lenses in which workplace monitoring can be
analyzed. A utilitarian perspective questions the issue of whether surveillance brings more benefits than
harm to everyone. It involves balancing organizational benefits such as efficiency, security, and
performance knowledge against employee expenses of stress, reduction of autonomy, privacy invasion
and breaking of trust as well as broader societal impact. Research indicates that intense surveillance fails
the utilitarian test most of the time it carries with it small rewards and huge costs. Therefore, the utilitarian
analysis per se is not enough, as in case the total benefits exceeded the total harms, it could still permit
the gross infringements of individual rights.

Rights-based models emphasize that employees have natural rights to privacy, dignity, and autonomy
notwithstanding utilitarian considerations. In this perspective, not all monitoring practices might be
ethical, though they enhance performance, due to their violation of the key human rights. The European
Convention on Human Rights acknowledges privacy at workplace, and the courts have agreed that no
employee privacy rights ever vanish when an individual commences employment.

Virtue ethics concentrates on the personality aspects which the practices of monitoring determine. What
type of managers is intensive monitoring producing. What will it foster in the way of virtues or vices. This
view exhibits that monitoring-based management is likely to engender suspicion over trust, control over
empowerment, and short-run over long-run growth. It creates an organisational environment in which
individuals become instrumentalized and the aspects of generosity, collegiality, and mutual respect are
lost.

Care ethics places more emphasis on relational responsibilities and judgment based on circumstances
than on abstract rules. It poses the question of the impact of monitoring on workplace relationships,
whether it enables mutual development and well-being and the issue of vulnerability and dependence of
employees. In this respect, surveillance tends to be more efficient than human as well as humanly
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attentive whereby control occurs systematically rather than in response to situations.

One fundamental issue in the debate on monitoring is privacy. Researchers differentiate various
dimensions of privacy information (control over the information), physical (freedom of being monitored),
decision (autonomy in choices), and associational (freedom of being related with people and
communicating with them). Monitoring at the workplace can endanger all four, gathering information
about health and preferences, spying on the employees by screen and putting webcams, restricting the
choice with algorithms, and tracking the communication and relations.

Helen Nissenbaum introduced the concept of contextual integrity that provides a more subtle approach
to privacy. It asserts that privacy is determined by the proper flow of information under certain situations
who gathers data, who is the source of information, why and under what limitations. Contextual integrity
poses the question of what information an employer should be allowed to obtain in the workplace. For
what purpose. And what restrictions to use, storage and sharing are required. The current ways of
monitoring often breach these norms through excessive data gathering unexpected use and
uncontrolled access or retention.

Legal environments in any jurisdiction are not balanced, and are most often ahead of technology,
creating numerous gaps. The legal environment in the US is not very strict. The Electronic
communications privacy Act authorizes employers to intercept business communication on company
systems, and restrictions of personal communications. The Computer Fraud and Abuse Act is primarily
concerned with unauthorized access and not authorized surveillance by employees. The National Labor
Relations Act safeguards union organizing, which is within its limited limits. The laws of the state are
diverse, some have a notice provision, although not many have strict limitations. The Americans with
Disability act protects in case the monitoring data is employed to discriminate against the disabled
employees, but this has not been put to a test.

The General Data Protection Regulation (GDPR) by the European Union has more robust protections on
the employees and this applies to employee surveillance. GDPR establishes principles such as lawfulness,
fairness, transparency, the limited purpose, minimum of the data, and the limitation of the storage. The
basis on which employers resort to it must be lawful, which usually is valid interests or commercial
necessity, and must not be based on consent due to power disparity. Data Protection Impact
Assessments are needed to perform high-risk monitoring. Workers have access rights over their
information, and they can correct or object to it. The EU courts, such as European Court of Human Rights,
have restricted monitoring activities that occur in the workplace claiming that some of the practices
infringe on the right to privacy. However, enforcement is not even, and numerous violations remain
unattended.

The Personal Information Protection and Electronic Documents Act (PIPEDA) of Canada stipulates that the
data should be collected on employees, employees should be informed, and the data should be secured,
on justifiable grounds. There are other provinces that have privacy laws. According to courts, employees
believe in their privacy in the workplace, but the extent of protection is a contentious issue.

The Privacy Act in Australia regulates the surveillance of the big organisations in the private sector. It
requires that it be noticed and that it be kept to essential uses. Adverse action in cases where monitoring
data is discriminatory is included in the Fair Work Act. Nevertheless, the rules in Australia give the
employer extensive discretion in line with the U.S.

There are shared weaknesses in the system around the globe little restriction on the type or amount of
monitoring permitted, little transparency and employee involvement in design, little data governance
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requirements, little enforcement and no rules on new technology such as Al and machine learning. What
it produces is a hodgepodge that has allowed technology to be ahead of regulation and has put
employees in a vulnerable position against wide surveillance. Much attention should be paid to the
question of whether the employees should consent to monitoring. There should be sufficient information
in the consent. The employees should be aware of what they are contracting but monitoring policies are
usually written in technical language, vague expressions and complicated words which conceal actual
practices. Monitoring can be disclosed to employees, but they might not understand its extent, the
information being monitored, its purpose, who might access it, the duration of retention, and its
implications on them. Consent is thus in most cases insufficient.

The hardest in employment consent test is voluntariness. The only reason workers can refuse is if they
possess real alternatives and no serious cost. Since the employees are not given an option not to be
monitored as they will lose their jobs, this is not their choice. This condition is not possible in many
instances due to power imbalance between the employer and the employee. This problem is noted in
some laws. GDPR denies employee consent where there is an imbalance of power, instead opting
towards other grounds that must go through a balancing test. However, consent limits do not fully haunt
most jurisdictions in the workplace.

Other ethical strategies propose participatory governance, in which employees express the way in which
monitoring ought to operate- models such as co-determination in some European states or collective
bargaining of the surveillance regulation. The approaches are aimed at balancing the playing field
instead of basing on personal concurrence fictions. They understand that the valid rules of workplace
should be of those who are not subjected to them rather than those who are to enforce them. Monitoring
systems become more sophisticated and covert as the new challenge of ethical issues emerges. These
are accountability by algorithm, bias, the right to explanations, portability of data, employee ownership of
productivity data, and how employees may access or dispute employment-related data. These
questions will become more intense as the level of monitoring advances.

5.4 Alternative Approaches and the Future of Performance Management

Considering the limitations and harms recorded concerning mass employee surveillance, which other
methods could organizations embrace to efficiently curb performance, accountability, and productivity
without necessarily engaging in invasive surveillance In this section, we will look at new models, emerging
best practices and rethought paradigms of performance management in digital workplaces that ensure
appropriate balance of the legitimate organizational interests and the rights of the employees, their
wellbeing and dignity.

The most basic alternative to activity monitoring may be outcome-based management. Rather than
follow up on what employees do with their time, it pays attention to what they achieve, what they
produce, what issues they resolve, and what value they bring. It involves having clear goals, quantifiable
results that do not consist of the number of activities, and assessment of results based on
accomplishment but not hard work or attendance. GitLab, a 2,000-employee, fully remote firm has
demonstrated that it's possible to manage outcomes without a large amount of surveillance in place.
They focus on clear goal setting, asynchronous communication, detailed documentation, and autonomy
that is marked by trust. Useful input to company goals is the basis of evaluating employees rather than
keyboard time or the number of hours on the internet.

The application of outcome-based management requires some organizational capabilities. To begin
with, there must be clear expression of the desired results, what do we want to achieve, what are the
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quality metrics, and within what timeframe are realistic results/results possible/results achievable. It may
be a difficult thing to achieve, but it makes organizations consider what is important to them and not
proxies. Second, effective employee engagement in goal setting studies have discovered that goals set in
participatory way create greater commitment in comparison to the goals given. Third, relevant support
and resources the employees cannot be responsible for any outcome, when they are not equipped with
the required tools, information, or authority. Fourth, equitable and positive assessment outcome
evaluation must be constructive, but not judgmental, it must point out learning opportunities and
developmental options.

Outcome-based approaches issue are that it is hard to realize some jobs because it is hard to define
measurable outcomes and also some activities that are important but are not measurable may be
overlooked thus some managers may have to apply more complex judgment skills rather than be guided
by metrics alone. Nevertheless, these issues are not overwhelming and not more problematic as
compared to the harms that monitoring produces.

Trust-based models of management emphasize the development of trust and its preservation as
opposed to compensating for the lack of trust with monitoring. It has been found that high-trust
organizations are more productive and innovative, and their employees and customers are more
satisfied, and their financial performance is stronger than the low-trust organizations. It takes a long time
to build trust, and it takes a long time to lose it therefore, leaders need to be transparent, reliable,
trustworthy, competent, and show their concern about the well-being of employees. It leads to
psychological safety where employees are able to take risks, err and seek assistance. Reciprocity is vital
institutions cannot expect their employees to be able to trust them and fail to reciprocate.

A few other firms have been the first to implement the use of trust in remote environments. Project-
management software company Basecamp does not watch anyone but instead focuses on clarity of
expectations, positive communication, and good-faith assumptions. Buffer has also adopted radical
transparency, with salary formulae and open access to company measures and has left work schedules
and work processes to employees. The above illustrations indicate that trust-based management is not
merely an idealistic notion but a practical idea.

Development of trust and maintenance of accountability necessitate what academics term as swift trust
systems the definition of roles, dependability of systems and processes, good communication systems,
competence. It also requires proper time horizons and the understanding that trust is developed over
time with repeated positive encounters and not immediate through policy statements.

Another alternative is participatory design of monitoring practices in case some monitoring is needed. It
engages the workers into decisions regarding the necessity of monitoring, what will be monitored, the
uses of data, those to access it, and the safeguard that will be ensured. It can be seen in several ways
employee surveys to seek employee input on monitoring issues, committees that look at monitoring
proposals, co-design sessions where employees and managers come up with policies together, and
continuous feedback systems, which modify according to employee experience.

Studies on technology adoption have revealed that participatory design increases the levels of
acceptance and effectiveness. Responsive employees will feel more inclined to perceive the resultant
systems as legitimate, tend to raise more red flags on the consequences of unintended consequences
and tend to respond positively to change instead of being resistant. Real participation cannot be
accomplished as tokenism, but it must be from the organization and through genuine dedication to the
act as it is only then that it becomes truly appreciated and cynicism is avoided.
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Another ethical way is transparency and data-governance principles. In spite of the existence of
monitoring, organizations are able to practice habits that minimize harm and safeguard the interest of
the employees. Transparency refers to articulating the nature of data collected, the way it is analyzed,
people who access it, how it is used to make decisions, and how the employees can view their own data.
Minimization of data gathers that which is required to complete the given purpose. Purpose limitation
applies the data to the exact purpose of use and not any other purpose. Storage limitation causes data
to be stored as long as necessary not permanently. Access controls limit access to data by people who
have an authentic need to know. These are laws, which are based on privacy law and data ethics that
can help to reduce the harms of monitoring despite the occurrence of surveillance.

Other organizations are trying out employee data-ownership schemes, in which productivity information
is vested in employees who may opt to provide that information to employers with a purpose. This turns
the conventional power structure in which workers possess their data and not the company. Still in its
infancy, data ownership models are in line with the expanding perception of data as a type of personal
property that it deserves to be owned by individuals.

Other harm-reduction strategy involves aggregate monitoring as opposed to individual monitoring. Or to
systematic bottlenecks in the system, instead of watching individual employee productivity, organizations
may observe the group patterns, including the team workflow, and then analyze the patterns. The
methodology has been used to achieve valid process-improvement objectives but minimize surveillance
anxiety. It does though, entail that discipline must be exercised against drilling down to individuals even
where technology can easily do so.

Temporal constraints on surveillance The time-bound pilot programs with sunset clauses which need a
new decision to be made offer opportunities to reevaluate. Monitoring systems that are put in place are
often found to be permanent without proper analysis of effectiveness or cost. This drift can be avoided by
built-in review periods. Other performance feedback mechanisms which do not involve surveillance are
regular one-on-one goal, obstacle and support needs conversation peer feedback systems which
evaluate collaboration and contribution self-assessment designed to encourage reflection 360-degree
feedback and customer- or stakeholder-feedback on roles with external contacts. Although more labor
intensive than automated monitoring, these human-centered methods offer richer and more contextual
information and build relationships rather than undermining them.

The other overlooked option may be putting money in the management ability. Monitoring is a shortcut
that sometimes is taken by organizations when the managers do not have the expertise to assess work,
create clear expectations, offer constructive feedback or develop productive relationships. The fact is that
it is management competency rather than employee monitoring. The firms must invest in outcome
based evaluation training, constructive feedback delivery, trust building, remote team leadership and
human based performance management training. This investment might prove to be more expensive in
the short term than buying monitoring software, but it has more long-term payoffs.

The need to transform cultural to performance cultures instead of surveillance cultures needs a
commitment in the efforts of culture changing and leadership. Performance cultures focus on the
importance of constant improvement, failure learning, teamwork, innovation and long-term value
generation. The cultures of surveillance emphasize conformity, reduction of risks, personal responsibility,
and short-term metrics satisfaction. The former promotes organizational prosperity, the latter hinders
excellence by instilling fearful situations. Policy announcements will never be enough to bring about
cultural change, but leadership must act as a steady system of behavior, supporting systems, symbolic
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acts and being patient enough to see new norms take the place of the old ones.

Considerations that are industry-specific are important as well. Creative industries will require the right
approach different to highly regulated financial services, manufacturing, or healthcare. Organizations
instead of having universal monitoring solutions should come up with context-specific solutions that
consider the type of work, regulatory requirements, competitive forces, and the nature of the workforce.
This strategy of context demands a considerate approach rather than relying on monitoring tools that
are being advertised by vendors.

In the future, the future of workplace monitoring and performance management will take a number of
trends. There will be a strong tendency towards regulatory scrutiny, and more jurisdictions will become
GDPR-like frameworks, restricting monitoring. The increased employee opposition and trade unionization
in the face of surveillance will compel organizations to rethink operations. The change can be hastened
by generational changes in that, younger workers, who place more emphasis on digital privacy, will be
less tolerant of surveillance by their employers. Competitive forces can arise in which those firms that
distinguish themselves by means of trust-based, non-surveillance methods generate and keep talents
that cannot be collected by competitors who are being monitored.

Technological advances are two sides. Developed Al and machine learning may allow more advanced,
covert, and thorough monitoring, and at the same time enhance outcome measurement, which will not
require activity proxies. The relevant issue is whether organizations take the same direction or how these
developments are controlled by society. Finally, the next stage of the development of performance
management should be the shift to the false dichotomy of surveillance and negligence, between
thorough monitoring and abdication of responsibility. Considerate options are available that can help to
fulfill legitimate organizational goals, and at the same time, respect the dignity, autonomy, and welfare of
employees. To pursue them, one needs the guts to be against enticing technological ways out, devotion
to investing in human abilities, and services instead of digital, and the intelligence to realize that in a
knowledge economy, human ingenuity, dedication, and teamwork, which surveillance suffers, are the
end-game competitive edges.

6. CONCLUSION

This in-depth review has explored the multi-dimensional environment of employee monitoring
technologies used in productivity, why they are used by organizations, their reported effects on workers
and workplaces, ethical and legal standards involved in review, and other performance management
methods. Integrating evidence on interdisciplinary basis brings to light various important lessons which
deserve highlighting when the review is over.

Summary of Key Findings

The modern surge of surveillance in the workplace is a fundamental change in the employer-employee
relations as allowed by the ability of technology that massively outdoes regulatory provisions and ethical
considerations. Although monitoring has been rationalized by organizations in terms of visibility,
optimization, accountability, and positioning of security, there is little empirical research to support the
arguments of increased meaningful productivity or organizational performance in intensive monitoring.
Rather, evidence has persistently indicated that strong monitoring is associated with increased employee
stress and anxiety, diminished organizational trust, reduced work satisfaction and behavioural
adjustments that aim at achieving metrics as opposed to working substantially.
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The inherent issue with the way modern monitoring is conducted is that it is a confusion between relative
levels of activity and actual productivity. Knowledge work is problem-solving, creative, collaborative, and
learning, which is not easily quantified using simple measures. The number of hours on keyboards, the
number of applications launched, the number of emails, the number of clicks of a mouse, show very little
information regarding whether employees are able to solve complex problems, develop solutions that are
innovative, create productive relationships, and generate value in the organization. Measurement
systems are also optimized to be visible, instead of valuable and perverse incentives that focus on
distracting and not improving the actual quality of work.

The moral examination of the situation shows that most of the monitoring practices do not conform to
the requirements of various normative ethics. According to utilitarian analysis, employee harms are often
greater than organizational benefits. Rights-based frameworks emphasize privacy, dignity and autonomy
violations. Virtue ethics demonstrates the fact that surveillance builds organizational cultures
characterized by suspicion and restraint instead of brilliance and prosperity. The legal environment
provides poor safeguards, and most jurisdictions have liberalized their laws to allow widespread
surveillance in the face of an ever-mounting amount of evidence on the detrimental effects of this
practice. The notion of employee consent, which is often used to justify surveillance, is mostly fake based
on the power dynamics involved in employment relationships. But promising alternatives are found in the
review. Outcome-based management is concerned with outcomes and not activities. Trust based
strategies are focused on the quality of relationships as opposed to control on technology. Participatory
design processes are those that engage employees in making decisions that relate to them. Strong
transparency and data-governance systems explain the utilization of data. Careful investment in
management capabilities provides avenues to successful performance management without the
involved-invasive surveillance. Such alternatives are in practice possible, not a mere possibility, as
witnessed by organizations such as GitLab, Basecamp and Buffer.

7. CONTRIBUTION AND SIGNIFICANCE

This review contributes to academic knowledge and practice in the organization in several significant
ways. First, it is the most detailed interdisciplinary synthesis of prior research on workplace surveillance to
date, uniting the results of organizational behavior, information systems studies, labor studies, business
ethics, legal study, and others, which are often segregated. Second, the review does not merely map
monitoring technologies but critically analyses the assumptions, documented effects, and normative
implications of these tools. Third, it adds to the debate on whether a certain monitoring practice is legal or
technically feasible one on whether it is ethical, effective, and promotes human flourishing. Fourth, it offers
practical structures to organizations, policymakers and workers who encounter monitoring choices.

8. BROADER IMPLICATIONS

The ramifications of workplace surveillance are not restricted to the nearest organizational environments
but are related to the future of work, technology control and democracy. The way societies cope with
surveillance at their place of work will either make or break digital transformation into an amplifier or
constraint of human potential, an organization of mutual development or an engine of labor, and a
technology that serves humanistic aims or efficiency alone.

To the workers and labor advocates, the results are highlighted to emphasize the value of collective voice
and power in technology decisions. Structural power gaps between individual employees cannot be
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overcome by individual employees and collective bargaining, worker organizing, and policy advocacy
are important needs to make work dignified and autonomous.

In the case of managers and organizational leaders, the review attributes to the temptation of
surveillance technologies that develop would prove to be easy solutions to challenging issues. It calls
upon intellectual integrity as to whether monitoring is really in the interest of the organization or rather is
merely a way of assuring managers who do not have outcome-based measures and trust-based
leadership. The managers are advised to ask themselves the type of organization they desire creating
and what surveillance they practice tells them about what they value.

Technology developers and vendors, the findings of the study place ethical obligations on them that are
beyond legal regulations. Surveillance equipment can be detrimental to constructing and promote.
Privacy-by-design, participatory design, transparency and keen consideration of the unintended
consequences should be incorporated as responsible development.

To the policymakers and regulators, the review indicates a high level of urgency when it comes to the
need to revise legal frameworks to keep up with technology. The existing regulations are not sufficient to
safeguard employees and leave business in a state of uncertainty. Considered regulation must weigh
acceptable business interests with the rights of employees, establish explicit monitoring criteria, impose
transparency and consent procedures, demand data management controls, and create enforceable
penalties. European GDPR is a good place to start but requires reinforcement and wider implementation.

To researchers, the review presents numerous possibilities in doing further study. The future research
ought to focus on the long-term organizational consequences of monitoring, disparities in industries and
workforce, the effectiveness of different performance-management strategies, and the best regulatory
models. Particularly desirable would be methodologically rigorous longitudinal investigations,
experimental designs which determine the causal effects and cross-regime comparative studies.

9. LIMITATIONS OF THIS REVIEW

There are a number of limitations that should be noted. First, the knowledge covered in the review is
primarily related to information technology and other fields, and this could restrict its application to other
industries and work. Second, geographic coverage puts more focus in North America, Europe, and
developed Asia Pacific geographical areas, and less focus on the monitoring practice in the developing
economies where dynamics may vary. Third, the technologies of monitoring change too fast and,
therefore, some of the studies considered might deal with the systems that are outdated. Fourth,
publication bias can result in excessive representation of a study that has found negative effects of
monitoring, because null results have less chances of publication. Fifth, the review uses published
research that might be out of phase with the appearing new organizational practices. Lastly, the
normative analysis display specific ethical engagements that are not necessarily held by all the readers.

10. FUTURE RESEARCH DIRECTIONS

It is based on this review that future research must undertake some significant directions. First,
longitudinal studies necessitating the following of organizations through time in the process of
implementing or withdrawing monitoring systems would give more causal evidence on effects. Second,
more rigorous comparative studies that study performance results in monitored and non-monitoring
organizations, which characterize them in similar ways, would help evaluate the productivity assertions.
Third, the causal effects of control group designs may be isolated as experimental or quasi-experimental
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designs are able to control monitoring conditions. Fourth, studies on the strategies of employee
resistance and their effectiveness might assist in the organization of labor. Fifth, the research on
participatory monitoring design processes may yield the optimal practices of employee involvement.
Sixth, the exploration of the ways in which monitoring overlaps with other workplace technologies,
including Al-based management systems, may shed some light on the dynamic processes. Seventh,
comparative legal analysis comparing the impact of various regulatory regimes on monitoring practices
and outcomes would be useful in policy formulation. Eighth, the study of the experience of managers and
decision-making regarding monitoring may reveal some information on the processes of organizational
adoption. Ninth, research investigating the influence of monitoring on innovation and creativity,
considering both theoretical expectations and initial results that monitoring has adverse effects, would be
especially useful. Lastly, more holistic frameworks of control over workplace surveillance may be formed
by interdisciplinary research that incorporates organizational, legal, ethical, and technological
approaches.

11. CONCLUDING REFLECTIONS

The issue of monitoring at the workplace is not primarily a technology concern. It concerns trust, power,
dignity, and what we think regarding human nature and incentive. When companies have large scale
surveillance, they show assumptions that employees are lazy, untrustworthy, and need to be closely
monitored to act productively. Organizations which resist surveillance and rather make trust-based
cultures disclose suppositions that employees are competent, loyal, and react to autonomy with
accountability. Neither of these assumptions holds true in all situations - human behavior is complicated
and situational. But suppositions come true to themselves. The fact that workers are treated as
untrustworthy provides a situation which lessens trust. The conditions that foster trust are the ones that
are created by extending trust. Not whether one assumption is empirically correct or not is the question,
but what organizational reality we would like to make. The evidence review in this paper indicates that
surveillance-based solutions, which are highly technologically advanced and seem appealing on the
surface, are built on outdated assumptions that do not align with knowledge work in the modern world.
They maximize the activity that is measurable and minimize the psychological conditions of excellence
(autonomy, trust, intrinsic motivation, and psychological safety) that allow people to excel. They are a
floundering of imagination, a back to a world of control-based management instead of progress toward
the practices that are more appropriate to the complexity and human dignity of modern work.

When organizations are in the process of adapting to the digital transformation of work, they have an
underlying decision to make to use technology to spread the surveillance and control further, or to use
technology to expand powers and achieve autonomy. Micromanage activities using data or
micromanage systems and make employees successful. Provide work environments in which algorithms
are servants of human, or in which humans are servants of algorithms. The decision has much further
implications than organizational level. Inhabiting significant parts of human lives, work predetermines
identity, experience, and prosperity. Not only performance but well-being of human beings and the
nature of society depend on whether work is becoming more surveilled and controlled or more
autonomous and dignified. In democratic societies that uphold the values of dignity and liberty, they are
not just managerial choices but some basic questions regarding what sort of lives and society we are
willing to empower.

The evidence considered in this paper implies ways to achieve productive, responsible, and efficient
workplaces without violating employee dignity, autonomy, and privacy to be monitored. To go down
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these roads, one needs daring, determination, and ability. It involves not giving in to technological
solutionism, investing in human relations, trusting workers and creating systems that deserve their trust in
return. It means that one must keep in mind that organizations are created with human purposes, and
not vice versa. It is not whether the companies can or cannot follow the productivity of employees, as
there is no doubt that there is a technological option to do it, but rather whether they should, and what
would we lose or gain by that decision. This review indicates that the benefits the organizations receive
out of massive monitoring visibility of actions, illusion of control, data dashboards, are nothing against
what they lose trust, commitment, creativity, and humanity. Ultimately, surveillance can answer us this,
how many keystrokes employees produce without being conscious of the question that really count are
we building workplaces in which human beings can do the best job that they can and thrive.
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