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Abstract

The increasing emergence of automation
and digital technologies has changed
performance management systems in
industries, especially in Agile IT settings
where real-time feedback, continuous
improvement, and data-intensive decision-
making are vital. There are automated tools,
such as Al-based analytics, or round-the-
clock monitoring dashboard, which
promise to be even more objective,
transparent, and efficient in performance
evaluation. Nevertheless, their adoption is
still dependent on the complex interaction
of the technological preparedness, the
support of the leaders, the agile maturity,
the perceptions of the employees, as well as
the organizational culture. This theoretical
paper is a synthesis of the present-day
literature with the aim of formulating a
well-organized group of propositions that
describe the drivers, barriers, mediating
and

mechanisms, moderating factors,

outcomes linked to the adoption of

automation  tools in  performance
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management. Based on the technology

acceptance theories, algorithmic

management, electronic monitoring, and
agile work design, the framework shows
not only the potential advantages, including

better visibility, fairness, and team

flexibility but also the dangers, such as the
issue of surveillance, loss of autonomy, and

stress. The synthesis adds to a

comprehensive explanation of the socio-

technical dynamics that influence

automated  performance = management

within the Agile IT teams. The article

concludes by giving empirical
recommendations on how subsequent
studies should focus and practical

implications to practitioners, in the face of

digital transformation of talent and
performance systems.
Keywords — Automation, Performance

Management; Agile IT Teams; Algorithmic

Management; Digital Transformation;

Psychological Safety; Perceived Fairness
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1 Introduction

The era of digital transformation has
brought significant changes in the manner
in which organizations consider employees,
track, and fine-tune their performance. The
problem with traditional annual or semi-
annual performance review systems is
growing increasingly irrelevant in the
dynamic and technology-focused
environments, specifically in Agile IT
teams with their iterative work processes,
sprints, and constant collaboration. In
response, these organizations are moving to
automated  performance  management
systems, including Al-assisted analytics
systems, real-time dashboards, and
continuous feedback systems, to adjust
performance practices to the speed and
complexity of more IT work (Cosa &
Torelli, 2024). These technologies have the
potential to be more objective, with their
real-time visibility, and performance
metrics indicators, less prone to human
bias, and more likely to support evidence-
based decision-making (Venkatesh et al.,

2012).

Nonetheless, adoption is disproportionate
and disputed regardless of these benefits.
One of the most discussed issues is that
more intense surveillance, data privacy, and
loss of human discretion in assessing subtle
elements of performance, such as creativity,

teamwork, and performance (Khan et al.,
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2023). Studies of algorithmic management
also emphasize that automation can be used
to simplify operations; however, it can also
unintentionally increase monitoring and
decrease autonomy, in addition to
increasing stress (Parker and Grote, 2020).
In the case of Agile teams, where the
effectiveness of a team is built on the
principle ~ of  psychological safety,
autonomy, and trust, the role of automated
relevant

monitoring  is  especially

(Edmondson and Lei, 2014).
With such opposing dynamics, it is
necessary to learn about the socio-technical
circumstances that facilitate or constrain
adoption. The current literature provides
partial information on various areas,
including digital transformation, electronic
monitoring, and Al-based appraisal
systems, but unified models that fit the
environment of Agile IT are scarce. This
theoretical paper addresses this knowledge
gap by synthesizing the current literature to
come up with a holistic model of drivers,
barriers, mediating mechanisms,
moderating influences, and performance
outcomes of automation adoption in Agile
performance management. The ensuing
propositions contribute to the theoretical
knowledge as well as providing a practical
direction to organizations that may be
struggling with the dynamics of automated

performance systems.
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2 Review of literature

According to the recent literature,
performance management (PM) is so fast
changing with digital transformation,
especially in the agile environment with the
focus on technologies. The scientific
evidence gathered after 2020 indicates that
the collection, analysis, and utilization of
performance data by organizations is being
redesigned to involve automation and Al-
driven systems. The authors of the article
conducted by Cosa and Torelli (2024)
transformation

discovered that digital

contributes to the flexibility and
responsiveness of PM systems through real-
time metrics, multidimensional dashboard,
and integrated data flow. Subsequent
analysis of digital PM indicators tell us that
the vast number of digital metrics are
centered around performance at an
organizational level, although team-level
agility is becoming a factor that is driving
competitiveness in the IT industries (Loi et

al., 2022).

Digital enterprises are moving towards
automated goal alignment, performance
tracking and ongoing feedback systems at
the organizational practice level. Itza and
George (2023) noted that these systems
allow more regular and timely assessments
and the models of hybrid and distance
Nevertheless, also

employment. they

pointed to the issues of data quality,
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information overload, and lack of analytical
abilities among line managers who were to
interpret automated insights. On the same
note, Sharma and Singh (2021) also
realized that automation enhances the levels
of transparency but is likely to add an
administrative ~ overhead  when  the
workflows are not redesigned to support

new technologies.

There is a parallel body of literature on Al-
based performance appraisal

(2025)

systems.

Agarwal believed that the
objectivity and fairness of Al are possible
due to the elimination of human biases,
which can only happen when the algorithms
are transparent and their fairness is audited
on a regular basis. This ambivalent view is
proven by empirical studies. Investigating
Al-based appraisal systems within the
IT  industry,

Tembhurnekar (2024) discovered that Al-

Indian Gupta  and
based appraisal systems were perceived to
be more unbiased and objective, yet, issues
concerning empathy, prejudice, and
lessened human rapport in the evaluation
procedure remained. These results indicate
the greater conflict between technological
effectiveness and interpersonal elements of
HRM.
There is also literature on automated
management which sheds important light

on automated PM tools. Parker and Grote
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(2020) established the fact that digital
technologies can augment job resources
(e.g., timely feedback and enhancing
coordination) and amplify job demands
(e.g., heightened monitoring and demands
to be constantly connected). This duality is
repeated by Khan et al. (2023), who
discovered that the perception of being
surveilled by an algorithmic monitoring
adversely impacts psychological safety,
particularly in a high-autonomy context,
such as agile teams. The same is observed
in the case of service industries: algorithmic
HR systems can increase the efficiency but

also cause work-life tensions in the case of

low autonomy (Tur¢inovié et al., 2025).

There is an additional sophistication to
electronic performance monitoring (EPM)
literature. Zhao (2025) proved that the
innovation could be triggered when the
monitoring is framed as developmental and
integrated into the supportive leader-
member relations. But, inappropriately
structured or penal monitoring stresses
more and trust is lessened. Such dynamics
are particularly essential in agile IT teams
based on autonomy, experimentation, and
rapid feedback mechanism. Also, the digital
leadership literature has shown that
automated PM tools adoption is more
effective in cases where leaders exemplary

digital competence and encourage a

139

PRESIDENCY SCHOOL OF MANAGEMENT

APPLIED MANAGEMENT PERSPECTIVES

participatory culture (Ibrahim and Daniel,
2021).

Altogether, the recent literature is
convergent and significant, with the main
themes being that automation and Al
enhance accuracy, timeliness, and fairness
of performance evaluation, results highly
rely on how employees see transparency,
purpose, and ethical use, and digital
monitoring can destroy autonomy or
when viewed

innovativeness as

surveillance instead of developmental.
However, the knowledge about industry-
specific topics that agile IT teams can
utilize is still scarce, and more context-

based studies are required.

2.1 Research Gap

Although  studies of  performance
management that involves digital and Al
application are on the increase, there are
still major gaps. Majority of the research
looks at organizational level PM systems
instead of team level dynamics, so agile IT
teams whose performance is based on sprint
cycles, cross-functional coordination, and
rapid experimentation remain understudied.
Another issue that exists in the
contemporary literature is the separation of
drivers, Dbarriers, and outcomes of
automation, but without applying them in a
sensible model. Furthermore, there is a

dearth of empirical studies related to
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defining how the norms of culture,
psychological safety, and trust towards
employees can determine the levels of
acceptance of the use of automated PM
tools within emerging economies like India.
These gaps explain the need to have a
comprehensive conceptual framework that
puts emphasis on agile IT contexts.

2.2 Conceptual Framework

The

suggested conceptual framework

makes performance management
automation adoption a socio-technological
process, which depends on technological,
organizational, and human factors. The
major motivators are digital transformation
strategy, technological readiness,
leadership support, and agile maturity. The
obstacles are privacy issues, perceived
surveillance, algorithmic obscurity, and
skill disparities. The mediating variables
include perceived fairness, usefulness, trust
and developmental orientation of the tools.
The results are better visibility in real-time,
increased alignment and flexibility of the
teams, and possible risks, such as stress or
lack of autonomy. The moderators,
especially the agile culture and the
psychological safety, contribute to the
enhancement or deterioration of the
performance and employee experience in

the case of automation.
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Figure 1 — Conceptual framework
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3 Research Methods

The paper will use the conceptual research
design, which is based on integrative
literature review approach, to synthesize
and organize the existing information about
automation in performance management.
The conceptual papers will be appropriate
mostly when a field is new, disjointed, or
fast-changing in technology, as is the case
automated

Agile

with  Al-powered  and

performance systems in
environments. The article is conducted in
line with the provisions of narrative and
and details the

integrative  review

systematic review of peer-reviewed
articles, theoretical papers, and empirical
studies published mostly since 2020, which

makes the article relevant.
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Some of the main databases that have been
accessed are Scopus, Web of Science,
scholar.

ScienceDirect, and Google

Relevant literature was identified by
searching using such search terms as
automation, algorithmic management,
electronic performance monitoring, Agile
teams, Al in HR, and digital performance
management. The inclusion criteria used to
studies  included

screen conceptual

congruence, methodological rigor and

applicability to Agile IT situations.

Synthesis process entailed clustering the
findings into thematic categories, namely,
drivers, barriers, mediators, moderators,
and outcomes, upon which the table of
propositions is based. This methodological
system allows working out a conceptual
scheme involving a comprehensive and
theoretically motivated design, which
provides the premises to conduct empirical

research in the future based on qualitative,

quantitative, or mixed methods studies.

4 Results and discussion
4.1 Drivers to Adopt Automation in
Performance Management.

4.1.1 The maturity of the tools used and
their capability to assist in
technological issues

The maturing performance-management

technologies are one of the most dominant
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forces in Agile IT team automation
adoption across conceptual and empirical
literature. Workflow-tracking systems, Al-
assisted evaluation systems, and continuous
performance dashboards are automation
tools that provide real-time data on
productivity, efficiency of sprints, and
locating  bottlenecks (Davenport and
Ronanki, 2018). Since Agile methods are
based on iterative processes, stand-ups, and
continuous feedback loops, the ability of
automated systems to monitor multi-source
data with accuracy is one of the factors that
contribute greatly to the quality of
decisions. Subjective bias is also minimized
with the integration of analytics-driven
dashboards that allow managers to use
objective signals instead of subjective ones,
including cycle time, frequency of pull-
request, proportions of defects, and
consistency of velocity (Serrador & Pinto,

2015).

Also impacting the perceived usefulness,
which is a fundamental determinant of
technology acceptance, is technological
capability. Agile teams view automation as
a process that improves role definitions and
aligns performance expectations with sprint
objectives when tools are proven to have
faster reporting, predictive analytics and
simpler feedback mechanisms (Venkatesh
et al., 2012). Therefore, the maturity of the
enhances uptake

tool by boosting
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confidence and assumed worth of

automated assessment procedures.

4.1.2 Organization Requirement of
Rapidity, Openness, and
Consistency

The other key motivation is the strategic
need to be fast and transparent in the IT
operations. Agile settings are marked with
the shortness of the development cycles,
cross-functional teamwork, and the
dynamic changes in the priorities of the
tasks. The conventional performance
appraisal systems (which are usually annual
or semi-annual) are unable to keep to the
Agile workflow (Rigby et al., 2016). With
automation, documentation can be
performed continuously and performance
data can be disseminated at a very high rate,
which limit the time lapse between the
completion of a task and the time taken to

review performance.

Shared dashboards, group work using
kanban tools and automated sprint review
help enhance transparency by showing
individual and team contribution. This
helps to facilitate psychological safety and
minimize ambiguity and norms of
responsibility (Edmondson and Lei, 2014).
In addition, automated tracking guarantees
in teams less

uniformity leading to

managerial subjectivity and enhancing
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perceptions of fairness another factor that
leads to acceptance.
4.1.3 Attitudes and Changing
Employee Psychologies
The current IT experts are becoming more
demanding of performance-management
experiences, which are technologically
advanced. The younger generation of
employees, especially those who are digital
native developers, seek constant and data-
driven feedback and not the hierarchical
feedback systems (Schawbel, 2018).
Automation responds to these expectations
individualized

by providing insights,

developmental alerts and performance
trajectories to enable employees to monitor

their own progress.

With autonomy and self-direction being
central culture values of Agile teams, the
automation tools can equip the employees
with usable data to fix themselves, which
improves the ownership of individual
improvement plans. This change in self-
managed performance development is a
pivotal force in the environment where the
innovation cycles are short and where

individual responsiveness is the key.
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4.2 Barriers to Automation Adoption
of Performance management
4.2.1 Resistance to Change and Job
Displacement Fear
In spite of good technological and strategic
impetus, psychological resistance is also
one of the most often mentioned barriers.
Employees and managers are usually
apprehensive that automation tools will
take away human judgement or lose
managerial roles (Frey and Osborne, 2017).
Automated evaluations can be viewed as
inflexible or as surveillance tools in Agile
IT environments where flexibility and
interpersonal communication are treasured

by the teams.

Autonomy is also perceived as a threat to
resistance. Other developers are concerned
with this constant surveillance, and believe
that information-based evaluations can

ignore the context, including
experimentation time, invisible work, or
collaboration (Madsen and Desouza, 2019).
Such fears decrease the readiness to
implement new systems and can undermine
a low level of tool use despite the technical

implementation of systems.

4.2.2 Data privacy and Ethical issues

Performance management automation

usually necessitates a lot of data gathering

such as keystrokes, commit logs,

communication, and productivity. The
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privacy and limits of what is considered as
a legitimate monitoring and intrusive
surveillance can be a concern regarding
such granular tracking (Bhave et al., 2020).
The high trust-based Agile IT teams might
find too much surveillance to be against the

norms of collaboration.

The use of algorithms in classifying
employee performance or prediction also
issues. Absence of

presents  ethical

transparency regarding algorithmic

decision-making, especially Al-based
systems, builds up the concern about
fairness and possible bias (O’Neil, 2016).
When the staff members believe that robot-
based scoring systems are erroneous or

unjust, the staff involvement and mental

security can reduce.

4.2.3 Skills Lapse and Acculturation
Problems
The second impediment to note is the
digital illiteracy of the managers to be
expected to process automated data.
Although developers can easily get used to
automation, there are leaders who cannot
convert analytic outputs into actionable
feedback (Jarrahi, 2018). Such an ability

difference results in the underuse or misuse

of automated insights.

Equally, lack of sufficient training and bad

tool onboarding would not encourage
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adoption. When automation systems are
seen as being too complicated or costly in
mastering, the teams will resort to informal
and conventional means of evaluation.
Complexity is a hindrance to adoption in an

Agile environment that is already time-

pressured.
424 Tools fragmentation in Agile
Environments

IT teams working in an Agile setting
commonly use a wide variety of platforms
Jira, GitHub, Slack, Jenkins, Trello, etc.
Lack of smooth interaction between these
tools results in the inability to have
seamless data sets and duplicated metrics,
the value of

lowering perceived

performance-automation systems
(Kuusinen et al., 2017). In the absence of
built-in dashboards, managers might have
to manually consolidate information, which
cancels the benefits of automation and will
reduce adoption. Therefore, automation is
bound to be successful as the
interoperability and single platforms that
can bring the multi-tool data to a coherent
performance narrative.

43 Agile IT Team Automation

Adoption Results
4.3.1 Visible performance and Data-
driven decision making
Among the most important results of

successfully adopting automation tools,
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there is an enhancement of visibility of real-
time team and individual performance.
Agile performance measurements, such as
velocity, cycle time, throughput and code
quality measurements are automatically
to visual

transformed

Such

recorded and

stimulations. insights minimize
speculation, allowing the implementation
of evidence-based decisions related to the
determination of workload, planning of
sprints, interventions

(Kalenda et al., 2018).

and performance

The managers have the advantage of seeing
the performance trends and the alerts about
anomalies in real-time. This favors

preemptive coaching over corrective
assessment. Automation also has the benefit
of decreasing the workload of the
administration so the leaders can focus on
the talent development instead of data

assembly.

4.3.2 Enhanced Group nimbleness and
Rapid output
Automation is very compatible with Agile
speed of iteration, transparency and
constant improvement. In the event when
the available performance data appears
immediately, the perspectives become more
profound and organized, and the teams can
easily spot systemic inefficiencies. There is
also the reduction of the feedback cycle

associated with automated tracking to
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support the shortening of the sprint period
and reduction of defects (Rigby et al.,
2016).

Automated performance tools enable teams

to experiment more and deploy DevOps

practices and align development and
operations  workflows. In  addition,
continuous learning with automated

insights can identify bottlenecks which
need training of skills, or redesign of

processes.

4.3.3 Enhanced Fairness Impression
and Minimized Bias
Automation also eliminates subjectivity
level of bias because it offers objective and
uniform performance indicators. It is
revealed in the literature that workers view
the use of data-driven appraisals as a more
transparent and fair evaluation than
manager-based subjective appraisals (Li et
al., 2021). The morale, engagement, and
knowledge sharing behaviour are largely
affected by the perceptions of fairness in the
Agile teams where peer collaboration is the

main focus.

The tools supported by Al can assist in
standardizing the scoring models and
eliminate the inconsistencies between units.
Fairness however can only be obtained
when data quality is high and that

algorithms can be explained otherwise;
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automated systems can reinstate rather than

decrease existing biases.

4.3.4 Development of employees and
constant self-observation
The automation systems also provide
individual development paths, identifying
the areas of deficiency and creating
personalized learning opportunities. Self-
service dashboards enable employees to
monitor their own metrics, compare against
the performance with the sprint targets and
also spot areas of improvement. This
facilitates self-directed learning the most
important skill of Agile employees who
the latest

should quickly adjust to

technologies (Rosen, 2020).

The employees are also more engaging in
getting feedback and the culture of
instead  of

developmental  dialogue

compliance-based appraisal cycle is
formed. In this way, the developmental
intent of performance management is
enhanced through automation.

4.3.5 Risk: Over-Monitoring, Stress,

and A decrease in Autonomy

Although automation has a number of
positive effects, the literature also warns
about the adverse effects. Constant
monitoring can also foster the attitude of
micromanagement, particularly  when
productivity indicators take precedence
when to  innovative

compared or
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collaborative efforts (Ball, 2021). That can
impose stress, diminish autonomy and
discredit intrinsic motivation- important in

Agile performance.

Algorithms scoring can also fail to
represent the qualitative work, including
mentoring, problem-solving, and
innovation, which could distort

performance stories. Thus, the automation
should not substitute the human judgement,
but should be its complement.

4.4 Integrative Discussion
The shift to automation tools in the
has

of

performance management process

become a rather wurgent sphere
investigation as companies move through
the digital transformation progress rapidly.
Agile IT teams specifically are in high-
speed settings that require real-time data,
ongoing  feedback, and  changing
performance evaluation systems. In such
cases, the possibility of increasing
visibility, objectivity, and alignment of
performance can be provided by automated
performance management systems, which
include Al-driven analytics, continuous
monitoring systems, and digital dashboard.

Nevertheless, the effective implementation
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of these systems does not purely rely on the
technological ability, it is also influenced by
human perceptions, cultural situations, and
organizational preparedness. Based on
modern literature around the idea of digital
transformation, algorithmic management,
electronic monitoring, and agile work
design, the propositions presented in this
table combine drivers, barriers, mediators,
moderators, and effects of automation use.
All the propositions are based on
theoretically sound relationship based on
previous empirical or conceptual research,
and most importantly, there are also gaps in
which of IT

The

the literature agile

environments is not extensive.
compilation of these aspects gives the table
a systematic ground on which a holistic
model can be developed to embrace the
of

socio-technicalization adopting

automated  performance  management
systems. This framework is considered to
be a foundation of the future empirical
research and is part of the continued
automation s

discussion of how

transforming work, performance and

human and technology interaction.
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Table 4.1 — Testable prepositions
Theme Proposition Supporting
Citation (APA)
Drivers of P1: Higher levels of technological readiness will be Venkatesh et al.
Adoption positively associated with the adoption of automation  (2012)
tools in performance management among agile IT
teams.
P2: Strong digital transformation orientation will Cosa & Torelli
increase the likelihood of adopting automated (2024)
performance management tools.
P3: Leadership support for digital technologies will Ibrahim &
positively influence acceptance of automated Daniel (2021)
performance management tools.
P4: Agile maturity will positively moderate the Rigby et al.
relationship between automation adoption and team (2016)
outcomes.
Barriers to P5: Perceived surveillance concerns will negatively Khan et al.
Adoption influence willingness to adopt automated performance (2023)
management tools.
P6: Low algorithmic transparency will negatively O’Neil (2016)
affect employee trust in automated systems.
P7: Managerial skill gaps in analytics will negatively  Jarrahi (2018)
impact effective use of automated performance
systems.
P8: Fear that automation will replace human Frey & Osborne
judgement will negatively predict adoption intentions. (2017)
Mediating P9: Perceived fairness will mediate the relationship Lietal. (2021)
Mechanisms between algorithmic transparency and acceptance of

automation tools.

P10: Perceived usefulness will mediate the
relationship between technological readiness and

adoption.

Venkatesh et al.
(2012)

147

January 2026, Volume: 04, Issue: 02 - E-ISSN: 2583-0546



PRESIDENCY SCHOOL OF MANAGEMENT F PR
APPLIED MANAGEMENT PERSPECTIVES | ==\
P11: Trust in automated systems will mediate the Bhave et al.
relationship between privacy concerns and (2020)

acceptance.

P12: Developmental framing of automated

Zhao (2025)

monitoring will mediate its effect on employee

innovative behavior.

Altogether, the suggested propositions
highlight that the implementation of the
automation tools in the performance
management is a complex process that
depends on the technological,
organizational, and psychological factors.
Although the core enabling factors include
technological readiness, support by
leadership and agile maturity, privacy and
algorithmic transparency as well as the loss
of human judgment pose a serious obstacle
and need to be mitigated by designing a
well-thought approach and delivery of the
project. The centrality of the influence of
cognition among employees in the
determination of tool acceptance and the
centrality of the influence of contextual fit
in the determination of tool acceptance both
highlight the central influence of the
mediating factors which include perceived
fairness, trust, and perceived usefulness and
the moderators which include
psychological safety and agile culture. The
anticipated such the

changes, as

improvement of visibility and sprint

efficiency to the possible stress and

148

decrease in  individual  autonomy,

demonstrate that automation is not
necessarily either good or bad, but its effect
will be determined by how they are framed,
managed, and embedded in the current
practice of the teams. This overall list of
propositions is a research agenda of
empirical studies that can be conducted in
the future to better comprehend the subtle
interaction between automation and human
behaviour in the agile IT setting. Finally,
the model contributes to the theoretical
knowledge, as well as provides a practical
recommendation to the organizations
willing to take advantage of automation in
a responsible way and retain agility,

collaboration and employee well-being.

Conceptual synthesis points to the idea that
automation in performance management
has considerable opportunities in enhancing

agility, transparency, and quality of

decisions in the IT teams. The most

powerful drivers, namely, the technological

preparedness, the organizational

requirement of  fastness, and the
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developmental employee anticipations, are
quite consistent with the Agile principles.
Nevertheless, the obstacles associated with
ethics, resistance, lack of skills, and tool
fragmentation present significant
challenges that affect the degree of
automation with regard to the achievement
of desired results.

Organizational preparedness, leadership
and cultural compatibility are some of the
key factors that determine successful
adoption.  Ethical protection, proper
communication, and training should be
implemented to accept automation systems.
An agile organization is to use a hybrid
system  where  automated  insights
supplement human judgement without
losing autonomy and any contextual

knowledge.

Moreover, automation is most successful
when applied through platforms so that it
guarantees coordinated and significant
performance narratives. The results would
be improved sprint velocity, fairness,
visibility and employee development when
properly done. Poor automation may
enhance surveillance anxiety, stress, and

disconnection.

In such a way, the given conceptual model
focuses on the balanced integration, which

implies that automation tools are to be
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placed as the facilitators of Agile
performance but not as the surveillance
systems or replacements of managerial
communication. Possible future empirical
studies can prove or disprove this
framework by analysing variability in
cross-team, leadership preparedness, and
of automated

psychological  effects

evaluation.

5 Conclusion

Increased dependence on automation tools
in performance management offers both
opportunities and challenges that have
never been encountered before to Agile IT
teams. Though technological preparedness,
leader endorsement, and agile culture may
assist adoption, privacy issues, opaque
algorithms, and less human judgement may
act as obstacles that organizations have to
manoeuvre  around. The mediating
variables of perceived fairness, trust and
usefulness also highlight the fact that
effective adoption requires not only the
technology itself but the ways in which the
employees perceive and experience the
automated systems. Finally, automation
will improve the visibility, equity, and
flexibility of teams, but can also raise the

stress level or minimize autonomy under

the influence of agile principles.

The current work of conceptual paper is the

contribution to the growing body of
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research by incorporating various aspects of
literature into a single framework of
propositions that are specific to Agile IT
environments. Nevertheless, there still are
major research challenges that can be

followed. The proposed relationships

should be tested by empirical studies,
especially in the context of Indian IT and
other emerging economies. A longitudinal
study would examine the development in

perceptions with automation integrated into
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