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Abstract: Employee performance, which is accepted as one of the most critical reasons for
organizational success, changes day by day depending on different factors, although its scope and
level of influence are different. In today's business world, the most important factor affecting
employee performance is adaptation to changing technology. The purpose of this research is to
examine the relationship between employees' artificial intelligence attitude and individual work
performance. The research was designed as a relational survey model, one of the quantitative
research methods. The data were collected by questionnaire technique. SPSS was used in the data
analysis process. Findings were obtained through the data obtained from a total of 573 participants.
According to the results of the research, the positive artificial intelligence attitude of the employees
has a positive effect on task performance and contextual performance, and a negative effect on
counterproductive work behaviour. On the other hand, negative artificial intelligence attitudes of
employees negatively affect task performance and contextual performance, while positively
supporting counterproductive work behaviour.

Keywords: Positive Artificial Intelligence Attitude, Negative Artificial Intelligence Attitude, Task
Performance, Contextual Performance, Counterproductive Work Performance.

Introduction

Since the early 1950s, there have been academic studies on artificial intelligence, but in recent
years, there has been a great distance for both literature development and use in various sectors
(Vinod, 2021). The use of artificial intelligence technologies is remarkable, especially for
businesses operating in sectors such as banking, health, and tourism, to improve operational
efficiency (Jabeen ef al., 2021). In addition, since it performs any function more quickly and
efficiently, artificial intelligence is used in many different departments, especially in human
resources, finance, marketing, and production departments (Benbya et al., 2021, p.2-3), especially
in organizational decision-making processes, it is seen that it has become more effective in issues
such as increasing quality and reducing costs (Kaplan and Haenlein, 2019; Cao et al., 2021, p.1).

With these developments, it is one of the critical issues to discuss the effects of artificial
intelligence applications, which have become dominant in many sectors today, on working life in
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terms of the business world (Li et al., 2019). In this context, multidimensional (cognitive and
behavioural) examination of artificial intelligence is important for employees because if employees
cannot create adaptive behaviour and skills for developing processes, they will experience career
development problems or lose their current works. It is important for managers because if they
cannot direct the behaviours of employees towards corporate goals in order to successfully manage
the change process, they will face serious performance management problems. It is important for
businesses because if they cannot adopt and use artificial intelligence technologies at the desired
level and in the required time, they will have the problem of losing their competitive position.
Therefore, what needs to be done is to manage the perceptions of employees by raising the level
of knowledge about technological developments in the field of artificial intelligence and to prepare
for the changes that will occur (Brougham and Haar, 2017).

When the literature is examined, it is seen that artificial intelligence applications have some
positive results such as increasing work efficiency, but also cause some anxiety and negative
attitudes in employees (Agogo and Hess, 2018). In this context, some employees are more open to
adopting artificial intelligence by focusing on the opportunities offered by these technologies,
while others develop reluctance and fear-oriented attitudes to accept these technological
developments (Lichtenthaler, 2020). On the other hand, some studies in the literature show that
artificial intelligence can play a more dominant role than humans in low-level works, while some
studies accept that human-intensive skills can be performed more successfully with the support of
artificial intelligence in high-level works (Prentice, 2019).

In the literature, it is seen that there are detailed studies on each of the variables of artificial
intelligence attitude and individual work performance that are the subject of the research.
However, no study has been found that examines whether the artificial intelligence attitudes of the
employees are effective in their individual work performances. Based on this, the study carried out
to fill the gap in the literature on this subject has examined whether the artificial intelligence
attitude of the employees has an effect on individual work performance. In the study, which was
handled within the stated scope, an answer has been sought to the fundamental question of "Is the
artificial intelligence attitudes of the employees effective on their individual work performances?".
In addition, research questions were created specifically for the sub-dimensions of each variable,
and the answers were evaluated. In the research, which was designed according to the quantitative
research method perspective, the relational survey model was used to solve the questions.
Literature Review

Artificial Intelligence Attitude

Artificial intelligence refers to advanced intelligent computer programs that mimic human
behaviour and assist humans in different tasks (Scott ef al., 2021). It is defined as human-like
automation that can perform many functions based on some intelligence level in solving problems
and similar situations (Coppin, 2004). Artificial intelligence is the automation of activities that we
associate with human thought and includes activities such as decision making, problem solving,
and learning (Qomariyah, 2020). In general, they are considered as systems that think and act
rationally (Russell and Norvig, 2021). With the developments experienced, artificial intelligence
has the potential to undertake more complex tasks that require cognitive abilities such as making
implicit decisions, perceiving emotions and directing processes that were previously impossible
(Caoetal., 2021).

On the other hand, there are findings that their attitudes towards artificial intelligence are very
important for individuals to accept artificial intelligence (Schepman and Rodway, 2020). Many
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researchers believe that employee attitudes play a key role in adopting new technologies and can
strongly influence their decision to adopt technology (Lichtenthaler, 2020). If employees believe
that the consequences of technological changes are negative, they perceive these technologies as
a threat, and this threat perception motivates them to avoid or fight these threats as much as
possible by taking protective measures (Liang and Xue, 2009). While the employee's attitude
shapes his/her reactions to others, it also affects work performance, the way he perceives the work
and his commitment to the organization (Gligorea, 2018). If the employee has a negative attitude
at the workplace, he is more likely to underperform, but if he has a positive attitude, he is more
likely to show high performance. Today, businesses understand the importance of this issue better
and spend more time and effort than ever to create the desired attitude (Spencer, 2018). Various
theories and models have been developed in the literature to explain and predict individuals'
attitudes, acceptance and use of new technologies. For example, Technology Acceptance Model,
Innovation Diffusion Theory, Unified Acceptance and Technology Use Theory are some of them.
Although each theory and model have its own assumptions and features, general artificial
intelligence attitude is examined in two basic dimensions: Positive Al Attitude and Negative Al
Attitude.

Positive Artificial Intelligence Attitude

At the point reached today regarding the use of artificial intelligence, some employees have a
positive attitude, while others have a negative attitude for various reasons. According to employees
with positive attitudes, using artificial intelligence in business processes is a pretty good idea. In
particular, the idea that artificial intelligence is compatible with other technologies makes this
technology easier to learn and creates situations that employees may like to use (Cao et al., 2021).
In addition, artificial intelligence tools and techniques help make the right decision, save time and
energy, and increase productivity and efficiency by optimizing routine procedures (Sayantani,
2021). Again, artificial intelligence applications eliminate the problem of simultaneous access to
information and accelerate the decision-making process (Ince et al., 2021). At the same time,
according to those who have this tendency, the effects of artificial intelligence will increase and
continue in the future, which will reveal new career opportunities (Thomas, 2021). Since artificial
intelligence can integrate physical infrastructure with digital communication technologies, more
flexible working times and places will be created for employees (Malik et al., 2021). The use of
artificial intelligence, especially in complex business processes and taking over difficult tasks from
people, may increase the work satisfaction of employees (Bhargava et al., 2021). Again, artificial
intelligences are systems that can prevent human errors due to their features (Nazli, 2019). For all
these reasons, in the context of human-machine interaction, it is expected that technological
developments will be met with a positive attitude, as artificial intelligence is increasingly being
dealt with in daily life (Sindermann et al., 2021).

Negative Artificial Intelligence Attitude

Those who have negative attitudes toward the use of artificial intelligence generally argue that
developments in digital technology present new opportunities for designing new products and
services, but also present new problems and challenges (Yoo, 2010). These challenges are social
and organizational attitudes towards technology (Vasiljeva et al., 2021). If the socio-economic
system is not taken into account while applying these systems, the negative external effect that
will occur may limit all the potential expected from these technologies (Bughin et al., 2018).
According to those who have negative attitudes, artificial intelligence systems bring along some
disadvantages for employees as well as the benefits such as productivity and efficiency increase
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(Nakrosiené et al., 2019). For example, new business models emerging within the scope of
artificial intelligence applications can cause millions of people around the world to lose or change
their works. Again, due to the change experienced, it is a challenging situation for employees to
be exposed to pressures to improve their skills. This situation causes an increase in employees'
anxiety about the development of artificial intelligence (Wang and Wang, 2019). In addition, the
fact that these technologies can take over the duties of employees causes employees to feel
unnecessary within the organization (Cao et al., 2021). On the other hand, it is also believed that
artificial intelligence applications can eventually make people lazy and impatient (Sayantani,
2021). It is thought that as a result of its intensive use, employees may become dependent on these
technologies and lose their opportunities to gain experience and even some of their previously
acquired skills (Wang and Wang, 2019).

Individual Work Performance

Individual work performance is defined as the level of achievement of the task behaviours
exhibited by employees in order to achieve their organizational goals and individual goals (Shields,
2007, p.21). In the literature, it is seen that individual work performance is generally handled under
two main headings as task performance and contextual performance (Borman and Motowidlo,
1993). In addition, in some studies, individual work performance is examined in terms of employee
performance, efficiency and productivity, adaptation to work environments, and work satisfaction
(Pradhan and Jena, 2017, p.70; Fernet et al., 2015, p.290; Pulakos et al., 2000, p.612). In the study
conducted by Koopmans, Bernaards, Hildebrandt, De Vet, and Van Der Beek (2014) on individual
work performance, individual work performance is evaluated within the scope of three dimensions:
task performance, contextual performance, and counterproductive behaviour. In this study,
individual work performance will be examined over these dimensions.

Task Performance

When the literature is examined, task performance is expressed as the achievement of the
objectives determined by the behaviours such as the effectiveness and efficiency levels of the
employees while performing their duties in the official work descriptions, their planned work,
efficient work, result-oriented work, prioritization and taking responsibility (Koopmans et al.,
2014). The situation obtained as a result of the intended and planned activities is evaluated
quantitatively or qualitatively (Ion and Criveanu, 2016) and a rating is made. Even if the scope of
the employee's work description may vary from business to business, it is generally associated
with issues such as the time, details, and planning of the work (Diaz-Vilela et al., 2016). It is
essential for success to make the most optimal planning for the work to be done in the context of
task performance (van Vijfeijken et al., 2006). Moreover, it is critical for task performance to do
the work as planned (Griffin e al.,2001) and to distinguish between the basic and auxiliary subjects
of the work while the employee is doing his work (Landy and Conte, 2016, p.208). It is critical for
task performance that the work is done as planned and that employees distinguish between basic
work-related issues and auxiliary issues while doing their work (Landy and Conte, 2016, p.208).
Contextual Performance

Contextual performance behaviours are considered undefined and optional individual behaviours
that emerge in the organizational environment beyond the formal work description (de Boer et al.,
2015). Contextual performance generally takes place within the framework of activities that
provide organizational, social, and psychological support (Edwards et al., 2008). Its main activities
are formed around behaviours such as helping others, taking initiative in solving work-related
problems, cooperating, and volunteering to support colleagues (Spector and Fox, 2002). Again, it
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is also interpreted as behaviours within the context of contextual performance that the employee
finds impressive solutions to new problems related to his work, continues to search for new areas
of struggle related to his work (Greenslade and Jimmieson, 2007), takes extra work-related
responsibilities (Jawahar and Carr, 2007), actively participates in business meetings (Diaz-Vilela
et al.,2012). It is also considered within this scope that the employee starts new duties when his
current work is finished and undertakes challenging work duties whenever possible (Christian et
al.,2011).

Counterproductive Work Behaviour

In the studies in the literature, counterproductive work behaviour is defined as when employees
consciously and willingly exhibit behaviour types that are not suitable for the interests of the
organization (Robbins and Judge, 2017). Behaviours such as employees not coming to work,
coming to work late, being busy with other things at work, and stealing something are shown as
examples of counterproductive work behaviours (Koopmans et al., 2014). Similarly, in some
studies in the literature, behaviours such as employees complaining about unimportant issues
related to their work (Pearce and Giacalone, 2003), making work-related problems bigger than
they are, focusing on the negative aspects of work-related situations instead of the positive aspects
(Robbins and Judge, 2017) also considered as counterproductive work behaviour. In addition,
employees with this type of behaviour also talk about the negative aspects of their works with their
colleagues or people outside the organization (Koopmans et al., 2014).

Methodology

This research examines the relationships between artificial intelligence attitudes of employees and
individual job performance. Since the main purpose of the research is to reveal the relationship
status in terms of direction and level, the relational survey model, one of the quantitative research
methods, was preferred for the solution of the problem. This model focuses on determining the
existence of a co-change among the variables in the relationship analysis and, if there is a change,
how this happens (Karasar, 2011). In addition, the purpose of describing the general trends in the
universe from the results obtained in the selected sample is another reason for choosing this model
(Creswell, 2014). Again, the relational survey model was preferred because the scales used in the
research, the characteristics of the variables, and statistical analyses necessitate this method in
obtaining valid and reliable results.

Population and Sample of the Research

The population of the research consists of public and private sector employees who use artificial
intelligence applications at least 50% in their work. Since the research universe is very large and
it is impossible to reach the whole universe, it was decided to take a sample that could represent
the universe, and it was decided that the most appropriate method in terms of reaching the target
group, considering both cost and time, was the "convenience sampling" method (Etikan et al.,
2016). In the current situation, it does not seem possible to know the exact number of employees
in the research universe. In the literature, it is recommended to use some formulas to create a
sample in cases where the number of universes is uncertain. Assuming that each formulation has
some field-based features, Sekaran's sample size determination formula was used to determine the
sample size in this study. According to this formulation, the population size is 384 for 1,000,000
people, with a 95% confidence interval and a 5% margin of error (Sekaran, 2003, p.294). In
addition, it was aimed to reach more participants in order to increase the generalizability of the
research results. At the end of the data collection process, a total of 573 people were reached.
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Considering that a 34-item scale form was used in the study, this number of participants indicates
that statistically valid results can be obtained.

Data Collection Technique and Process

An online survey method was used to collect research data. The questionnaire form, which was
prepared in four parts, is based on studies in the literature. In the first part of the questionnaire,
there are 18 items expressing the individual work performances of the employees, 16 items
expressing the attitudes of the employees towards artificial intelligence in the second part, and 8
items expressing the demographic characteristics of the employees in the last part. Five-point
Likert-type evaluation criteria (1-Strongly Disagree, 2-Disagree, 3-Undecided, 4-Agree, 5-
Strongly Agree) were preferred in measuring the statements about individual work performance
and artificial intelligence attitude.

In order to ensure the linguistic validity of the statements in the questionnaire, the scale statements
were translated from English to Turkish with the support of the School of Foreign Languages
Instructors. For the content validity of the statements included in the survey, the survey form was
examined by academicians who are experts in their fields and the statements in the survey were
evaluated in terms of intelligibility, relevance and comprehensiveness. In line with the feedback
received, necessary corrections were made on the questionnaire items. After the questionnaire
form was created, it was submitted to the approval of University Ethics Committee, and approval
for scientific research and publication ethics was obtained. Afterwards, the questionnaire form for
the application was organized as an online questionnaire on the surveey.com site. Before the
general implementation, a pilot study was conducted on 50 people in order to avoid systematic or
random errors. The survey application was carried out in April 2022.

Scales

As a result of the literature review, some important explanatory studies and scales related to the
variables in the research model were found. In line with the purpose and method of the research,
these scales were used exactly or partially with permission. Accordingly, for the individual work
performance scale, the scale developed by Koopmans et al. (2014) was used. This scale includes
18 items in total, 5 items for the task performance sub-dimension, 8 items for the contextual
performance sub-dimension, and 5 items for the counterproductive work behaviour sub-
dimension. In order to measure the artificial intelligence attitudes of the employees, the Artificial
Intelligence Acceptance-Avoidance Scale (Cao et al., 2021) and the Artificial Intelligence Anxiety
Scale (Wang and Wang, 2019) were used in combination. In the scale, which is designed as 2 sub-
dimensions as positive artificial intelligence attitude and negative artificial intelligence attitude,
there are 8§ items to measure the positive attitude level of the employees and 8 items to determine
the negative attitude level.

Research Model and Hypothesis Development

There are 2 main variables in the model that reveals the general characteristics of the relationship
between artificial intelligence attitude of employees and individual work performance: Artificial
Intelligence Attitude and Individual Work Performance. Among these variables, artificial
intelligence attitude has two dimensions; positive Al attitude and negative Al attitude, and
individual work performance has three dimensions; task performance, contextual performance,
and counterproductive work behaviour. Details about the research model and the relationships
between the variables are shown in Figure 1.
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Figure 1: Research Model
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In order to create the models and hypotheses of the research, two basic approaches focused on
literature and observation were used together. Details on the literature review and individual
observations of the researchers on the behaviour of the employees at the workplace are given
below.

Literature Review Findings

When the literature is examined, it has been determined that there is a relationship between
artificial intelligence and work performance (Tahir ef al., 2021; Malik, Tripathi, Kar, and Gupta,
2021). In particular, the findings that artificial intelligence and digitalization-related activities have
the capacity to reduce the workload of employees and improve employee performance are
remarkable (Wijayati et al., 2022). On the other hand, there are also findings that artificial
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intelligence has a negative effect on the work performance of employees with high emotional
intelligence, and as a result, the productivity of employees with negative artificial intelligence
attitudes is limited (Prentice et al., 2020).

Individual Observations of Researchers

A program has been created by researchers to observe the effect of technological developments on
employee performance. In this context, the processes experienced were monitored and recorded.
Namely, Enterprise Y, operating in sector X, decided to implement a transition plan to artificial
intelligence systems for 50% of the operation within the institution in order to adapt to developing
technologies in 2021. In this direction, necessary investments have been made and adaptational
processes have started to operate within the institution. While the activities continued in line with
the plans, it was observed that different reactions (positive and negative) came from the employees
regarding the change-oriented processes put into practice. Employees who think that the use of
artificial intelligence is a good idea are very satisfied with the applications, as the use of artificial
intelligence is useful for keeping their knowledge and skills up to date. Employees who are worried
about the use of artificial intelligence and even think that it is not a good idea have started to
complain about unnecessary work-related issues. It has also been observed that employees who
find it easy to learn artificial intelligence systems for related processes take extra responsibilities
at the workplace and undertake new and challenging tasks when their work is completed. On the
other hand, it has been seen that those who think that artificial intelligence makes the employee
feel unnecessary and those who find artificial intelligence risky make work-related problems
bigger than they are. Likewise, employees focused on the negative aspects of the innovative
technological processes, which were initiated with the fear of losing their careers and works due
to artificial intelligence concerns, rather than the positive aspects. On the other hand, employees
who developed a positive attitude towards the process realized that artificial intelligence was
compatible with other technologies and started to make plans to do their work on time and to find
alternative solutions to problems. However, it has been observed that employees who develop a
negative attitude, who think that they will lose the opportunity and skills to learn from their own
experiences because they use artificial intelligence, will become lazy and become addicted, have
conversations about the negative aspects of artificial intelligence systems put into practice with
their other colleagues and sometimes with people outside of work.

Considering both the findings of the literature review and the individual observation results of the
researchers, the research hypotheses were formed as follows.

“Hla,b,c: As Positive Al Attitude increases, from Individual Work Performance dimensions a)
Task Performance and b) Contextual Performance increase, ¢) Counterproductive Work Behaviour
decreases”.

“H2a,b,c: As Negative Al Attitude increases, from Individual Work Performance dimensions a)
Task Performance and b) Contextual Performance decrease, c) Counterproductive Work
Behaviour increases”.

Findings

SPSS was used in the analysis of the data obtained from the research participants. In the analysis
process, frequency analysis was carried out firstly in order to examine the demographic
characteristics of the participants. Afterward, exploratory factor analysis was applied to determine
the structural validity of the variables forming the research model. Then, descriptive statistics
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about the variables and linear regression analyses for correlation analysis and model testing were
performed.

Frequency analysis results show that the majority of the participants (64.3%) were male. On the
other hand, it cannot be said that the participation rate of women (35.7%) is low. When the ages
of the participants are examined, it is seen that the rate of participants in the 25-34 age range
(34.1%) is higher. This rate is followed by the 35-49 age group (33.6%). In terms of educational
status, the participants are mostly at undergraduate (65.6%) and graduate (20.8%) levels. On the
other hand, while the participants mostly have 1-5 years (29.4%) and 11-15 years (28.9%)
experience, they mostly work in production (28.4%) and accounting-finance (35.9%) departments.
Finally, the use of artificial intelligence in the activities of the participants is quite high. That is to
say, 47.9% of the participants use artificial intelligence at the rate of 60% in their activities, while
the rate of artificial intelligence use of 27.9% is 80%.

In order to determine the structural validity of the variables in the research, exploratory factor
analysis was carried out regarding the artificial intelligence attitude of the employees and
individual work performance variables. Detailed results regarding the analyses are given below.
Individual work performance results are listed in Table 1.

Table 1: Individual Work Performance Factor Analysis Results

Factors/Expressions Factor Exp! ained .
Loads Variance Eigenvalue

Contextual Performance

I started new tasks when my current works were finished. ,901

I tried to keep my work skills up to date. ,897

I tried to keep my business information up to date ,896

1 took on extra responsibilities related to my work. ,883 34,538 6.226

I took on demanding work duties whenever possible. ,882 ’ ’

I actively participated in business meetings ,855

I continued to look for new areas of struggle with my work. ,807

I found impressive solutions to emerging new problems. ,674

Task Performance

I made the most optimal planning for my business ,858

I managed to do my work as planned ,857

I was able to do my work well with minimal time and effort. ,823 20.802 3.744

I have not forgotten the results I needed to achieve in my work. ,821 ’ ’

I was able to separate the basic and auxiliary subjects related to my ,809

work.

Counterproductive Work Behavior

I talked about the negative aspects of my work with people outside ,846

of work.

I complained about trivial matters related to my work ,838 20296 3653

I talked to my colleagues about the negative aspects of my work. ,821 ’ ’

I focused on the negative aspects of events at work. ,790

I exaggerated work-related problems. ,781

When Table 1 is examined, it is seen that the items subjected to factor analysis for the individual
work performance scale are grouped under three dimensions, as in the original scale in the
literature. When evaluated in terms of factor analysis suitability criteria, it can be said that the
obtained results meet the expected values in the literature. Tabachnick and Fidell (2007) state that
in order to perform a healthy factor analysis, the KMO value should be higher than 0.6 and the
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Bartlett test result should be significant. As a result of the factor analysis for individual work
performance, the KMO test result was 0.901 and the Bartlett test result (p<0.05) was significant.
In the analysis in which principal component analysis and varimax rotation technique are used as
inference methods, the total variance explained by the factors regarding the scale is at a very good
level for social sciences (75,686). In addition, considering that factors with an eigenvalue higher
than 1 are considered to be a significant variable, it can be said that all the factors obtained have a
good eigenvalue. According to the results of the analysis, the factor load values of the items in the
contextual performance factor (8 items) representing individual work performance vary between
0.901 and 0.674, and the factor load values of the items in the task performance factor (5 items)
vary between 0.858 and 0.809, and the factor loadings of the items in the task performance factor
vary between 0.846 and 0.781. These results show that the internal reliability of the factors
obtained is at a sufficient level.

Within the scope of the analysis, exploratory factor analysis was carried out regarding the artificial

intelligence attitude of the employees. Detailed results related to the analysis are shared in Table
2.

Table 2: Artificial Intelligence Attitude Factor Analysis Results

Factors/Expressions FL?)?S: EJ‘E::::S Eigenvalue
Positive Attitude (Using artificial intelligence...

increases my productivity. ,878

positively affects my career development ,857

especially useful for decision making. ,857

increases my work satisfaction. ,853

helps me adapt to other technologies I use. ,841 39,519 6,323
makes me enjoy ,838

is a pretty good idea ,829

is easy to learn for me. ,791

Negative Attitude (Using artificial intelligence...

will make me addicted to it . ,844

will soon take my work away. ,841

is pretty risky for me. ,830

will increase my tendency to become lazy. ,829

will make me lose some of my skills. ,826 37,156 3,943
will make me lose the opportunity to learn from my experiences. ,825

worries me. , 774

makes me feel useless. ,752

When Table 2 is examined, it is seen that the results of the factor analysis performed for the scale
related to the artificial intelligence attitude of the employees are at a very good level. According
to the analysis findings, the KMO test result was 0.943 and the Bartlett test result (p<0.05) was
significant. In the analysis in which principal component analysis and varimax rotation technique
were used as inference methods, the total variance explained by the factors regarding the scale was
at a very good level (76,675). In addition, considering that factors with an eigenvalue higher than
1 are considered to be a significant variable, it can be said that both factors (Positive Attitude:
6,323 and Negative Attitude: 5,945) have a high eigenvalue. On the other hand, according to the
results of the analysis, the factor load values of the items in the positive attitude dimension (8)

Vol. 10, no.2, Summer 2023 28



representing the artificial intelligence attitude of the employees vary between 0.878 and 0.791, and
the factor load values of the items in the negative attitude dimension (8) vary between 0.844 and
0.752. Therefore, the internal reliability of the factors obtained according to these findings is at a
sufficient level.

After exploratory factor analysis, descriptive statistics and reliability coefficients for the variables
were obtained. Detailed information on the results is given in Table 3.

Table 3: Descriptive Statistics

Variable Mean | Std.Dev. | Skew. | Kurt. | A

Task Performance 4,1990 | ,66264 | -1,118 | 2,861 | ,909
Contextual Performance 4,1928 | ,84230 | -1,465 | 2,495 | ,959
Counterproductive Work Behavior | 2,0052 | ,97810 , 785 -, 155 | ,895
Positive Attitude 4,1957 | ,81993 | -1,089 | ,981 | ,962
Negative Attitude 1,9383 | ,94629 ,947 ,405 | ,949

When Table 3 is examined, it is seen that the perceptions of task performance and contextual
performance of the participants are high and very close to each other. Counterproductive work
behaviour perceptions are low. On the other hand, while the positive artificial intelligence attitude
perceptions of the participants are quite high, the negative artificial intelligence attitude
perceptions are quite low. When the skewness and kurtosis coefficients of the variables are
examined, it can be said that the data show a normal distribution since the scores obtained are at
an acceptable level (between -3 and +3). In addition, it is seen that the reliability coefficients for
all the variables in the study are above the threshold value (a: 0,60) accepted in the literature.
These results reveal that the scale items obtained are quite reliable.

After the correlation analysis, regression analyses were applied for inferences and hypothesis
testing for the research model. Details of the regression analyses performed for all models in the
study are presented in Table 4.

Table 4: Artificial Intelligence Attitude and Individual Work Performance Regression Analysis

Non-standardized Standardized
Models Coefficients Coefficients t p
B Std. Error Beta
(Constant) 2,934 ,134 21,874 ,000
Hla Positive Attitude ,301 ,031 ,373 9,604 ,000

Dependent Variable: Task Performance r:,373 r%:,139 F:92232 p:,000

(Constant) 2,259 ,164 13,753 ,000
Hib Positive Attitude 461 ,038 ,449 11,997 ,000
Dependent Variable: Contextual Performance r:,449 1% 201 F: 143,939 p:,000

(Constant) 3,806 ,199 19,117 ,000
Hlc Positive Attitude -,429 ,047 -,360 -9,217 ,000
Dependent Variable: Counterproductive Work Behavior r:,360 1% 130 F: 84,955 p:,000

(Constant) 4,580 ,061 75,514 ,000

H2a Negative Attitude -,197 ,028 -,281 -6,993 ,000
Dependent Variable: Task Performance r:,281 r%:,079 F:48900 p:,000

Hob (Constant) 4,760 ,076 62,753 ,000

Negative Attitude -,293 ,035 -,329 -8,325 ,000
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| Dependent Variable: Contextual Performance r:,329  r%:,108  F: 69,301 p:,000

(Constant) ,833 ,076 11,010 ,000
H2e Negative Attitude ,605 ,035 ,585 17,246 ,000
Dependent Variable: Counterproductive Work Behavior  1:,585 12,342  F:297,431 p:
,000

When the findings for the relationship in Table 4 are examined, it is seen that there is a moderate
positive relationship between positive Al attitude and task performance (37%) and contextual
performance (44%), and there is a moderate negative relationship between positive Al attitude and
counterproductive work behaviour (36%). A low-level negative relationship has been found
between negative artificial intelligence attitude and task performance (28%), while a moderate
negative relationship has been found between negative artificial intelligence attitude and
contextual performance (32%). On the other hand, negative artificial intelligence attitudes of
employees have been found to be moderately (58%) positively correlated with counterproductive
work behaviours. When the results regarding the effect are examined, it can be said that all models
included in the regression analysis, F value, t test result, standardized regression coefficient ()
and p values are statistically significant. When the results in the positive artificial intelligence
attitude-task performance model are evaluated, it is seen that positive attitude has a positive effect
of 13.9% on task performance. Hence, “Hla: Positive Al attitude has a positive effect on task
performance.” hypothesis was accepted. In addition, positive attitude has a positive and significant
effect on contextual performance. 20.1% of the variance in contextual performance is explained
by the positive Al attitude. In this direction, “H1b: Positive Al attitude has a positive effect on
contextual performance.” hypothesis was accepted. The final result on positive attitude is related
to counterproductive work behavior. When the model is examined, it is understood that positive
attitude is a significant predictor of counterproductive work behaviour. This prediction is negative
and at a low level (13%). However, it can still be said that the positive attitude towards artificial
intelligence prevents counterproductive work behaviour. In this context, “Hlc: A positive Al
attitude has a negative impact on counterproductive work behaviour.” hypothesis was accepted.
On the other hand, when the effect of negative artificial intelligence attitude on individual work
performances is examined, it is seen that negative attitude has a negative effect on task
performance, albeit at a low level. The 7.9% variance in task performance is explained by the
negative Al attitude. In this case, it can be said that negative artificial intelligence attitude has a
negative and significant effect on task performance. Hence, “H2a: Negative Al attitude has a
negative effect on task performance.” hypothesis was accepted. Likewise, the 10.8% variance in
contextual performance is explained by the negative artificial intelligence attitude. In other words,
negative artificial intelligence attitude has a negative significant effect on contextual performance,
albeit at a low level. In this context, “H2b: Negative Al attitude has a negative effect on contextual
performance.” hypothesis was accepted. Finally, when the effect of negative attitude on
counterproductive work behaviour is examined, a significant positive effect draws attention.
34.2% of the variance in counterproductive work behaviour is explained by negative Al attitude.
Therefore, it can be said that negative artificial intelligence attitude has a significant positive effect
on counterproductive work behaviour. In this context, “H2c: Negative Al attitude has a positive
effect on counterproductive work behaviour.” hypothesis was accepted.

Discussions
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When an overall assessment of the research findings is made, it is seen that all the developed
hypotheses are supported. That is, while the positive artificial intelligence attitude of the
employees positively affects their task and contextual performance, it causes a decrease in
counterproductive work behaviours. In other words, employees who think that using artificial
intelligence is a good idea are very willing to learn new applications and learn easily. In addition,
as they realize the compatibility aspects with other technologies they use, they benefit from
alternative solutions such as decision-making on many issues. The result is a situation they enjoy
that contributes to their career development, where their work satisfaction and productivity
increase. Employees with this type of positive attitude do not have problems in distinguishing and
prioritizing the basic and auxiliary issues related to their work, making the most optimal (optimal)
planning for their work, obtaining the desired results at the planned time with the least effort, and
their task performance begins to increase. In addition, employees with a positive attitude can also
be willing to keep up-to-date on their work, take on extra responsibilities, start new tasks when
their current work is finished, take on challenging work tasks, when possible, continue to look for
new areas of struggle, and actively participate in order to find effective solutions to new problems
that arise, therefore, their contextual performances also increase. They do not complain about
trivial matters related to their works. They do not focus on the negative aspects of the events in
business and do not exaggerate the problems experienced. In addition, they do not gossip about
the negative aspects of their work with their colleagues and outsiders. Therefore, work behaviour
that hinders productivity does not appear or begins to decline.

On the other hand, the negative artificial intelligence attitude of the employees negatively affects
their task and contextual performance and causes an increase in counterproductive work
behaviours. If employees think that using artificial intelligence will make them dependent on it,
increase their tendency to become lazy and make them lose some skills, they start to see artificial
intelligence as a risky phenomenon that will soon take away their works, and this makes them
worry about their future and career. They also start to feel unnecessary to the business. Therefore,
working in such an intellectual atmosphere is quite challenging. They cannot make the most
optimal planning for their work and cannot complete their work at the scheduled time. Moreover,
they cannot distinguish between the main subjects and auxiliary subjects related to their work, and
they have a prioritization problem. As a result, their chances of doing their work well with the least
amount of time and effort are seriously reduced. In addition, in such an environment, their tendency
to keep their work-related knowledge and skills up-to-date and to seek new areas of struggle begins
to decline. Likewise, their motivation to take on extra responsibilities for their work, undertake
challenging tasks, and find impressive solutions to emerging problems is gradually decreasing. On
the other hand, the negative attitude of the employees leads to counterproductive work behaviour.
In other words, as the negative attitude toward artificial intelligence increases, employees start to
complain about unimportant issues related to their work, to make the problems bigger than they
are, to focus on the negative aspects of the events instead of the positive aspects, and to talk about
the negative aspects of their works with their colleagues or even with people outside the
organization.

Conclusion

According to the results of the research, the most important reason why employees have a positive
artificial intelligence attitude is related to the fact that they perceive using artificial intelligence as
a good idea and think that it is compatible with other technologies they use. However, the main
reason why employees have negative artificial intelligence attitudes is the thought that using
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artificial intelligence will make them dependent on it, increase their tendency to become lazy and
lose some skills.

In the analyses made in line with the basic question; “Is the artificial intelligence attitudes of the
employees effective on their individual work performances?”, positive and negative moderate
relations, in general, have been determined for the direct effect and bilateral relations between the
variables. In the specific evaluation, a moderately positive relationship has been found between
positive Al attitude and task performance and contextual performance, and a moderately negative
relationship between positive Al attitude and counterproductive work behaviour. On the other
hand, there has been a moderately negative relationship between negative Al attitude and task
performance and contextual performance, while a moderately positive relationship has been found
between negative Al attitude and counterproductive work behaviour.

When the results obtained within the scope of the research are compared with similar studies in
the literature, it is seen that the results support each other. For example, the result related to the
positive reflection of the positive artificial intelligence attitude on task performance and contextual
performance obtained within the scope of the research is in line with the results of the study by
Wijayati et al. (2022) which shows that activities related to artificial intelligence and digitalization
have the capacity to reduce the workload of working professionals and improve employee
performance. Similarly, the result reached is compatible with the findings of Mikalef and Gupta's
(2021) studies on the effect of artificial intelligence on corporate performance. On the other hand,
the results of the research on the negative effects of negative artificial intelligence on task
performance and contextual performance are also consistent with studies by Prentice et al. (2020)
and Hornung and Smolnik (2022). Prentice et al. (2020) reveals in their study that artificial
intelligence has a negative effect on the work performance of especially employees with high
emotional intelligence and limits productivity. Hornung and Smolnik (2022), on the other hand,
reveal in their study that if employees have feelings of anxiety, dissatisfaction and disappointment
towards artificial intelligence, this limits their use of artificial intelligence systems and employees
have problems in developing their work skills and achieving the desired performance.

At this point, developing the artificial intelligence attitude of the employees if it is positive and
changing it if it is negative, can be considered a new field of struggle for employees and managers,
a critical and strategic phenomenon for the institution. Therefore, it is very important to examine
the issue as a multidimensional (cognitive and behavioural) for all relevant parties. The
phenomenon of artificial intelligence is important for employees because if employees cannot
create adaptive behaviour and skills for developing processes, they will experience career
development problems or lose their current works. It is important for managers because if they
cannot direct their employee's behaviour toward corporate goals in order to successfully manage
the change process, they will face serious performance management problems. It is important for
businesses because if they cannot adopt and use artificial intelligence technologies at the desired
level and in the required time, they will have the problem of losing their competitive position.

As a result, since it is understood that the artificial intelligence attitude of the employees has a
significant effect on the individual work performance, various studies to improve the artificial
intelligence attitudes of the employees in a positive way (such as managing the perceptions of the
employees by increasing the level of knowledge of the technological developments) may be
beneficial in increasing the individual work performance. For this purpose, it can be ensured that
the employees develop a positive attitude towards artificial intelligence by organizing conferences
that will convey the benefits of artificial intelligence, such as the convenience that artificial
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intelligence will provide in their work. It should also be explained that it can increase their
effectiveness and productivity instead of taking their works away from them and that they will be
able to spare time for themselves in their increased time with the help of artificial intelligence. In
this way, employees who have a negative attitude about artificial intelligence can change their
attitudes and increase their individual work performance with the developed positive attitude.
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