Chapter One

Introduction

1.1 Background to the Study

Many terms, including office managers, office coordinators, office information managers, and
office professionals, are increasingly frequently used to refer to professional s Qies. Their
vast knowledge and expertise in office operations, which has grown in iﬁ@we as a result
of workplace and technological improvements and complexity, is t@son for this change
in nomenclature. The office manager has become a crucial (@ﬁlt of any organization's

administration, including the University system, due t(@ir specific education, training,

experience, and talents. The University depends o%' roductivity'.

Office managers are employees who are &\\@a to the efficient running of organizations,
and their productivity is vital for® @zaﬁonal success. Productivity entails that an
employee completes a task effe @ky and efficiently in a way that benefits the organization
or institution?. The empi i@ﬁndings of a study support the workplace environment and
motivation in sh.ag{%roductivity outcomes. The study also revealed that non-financial
motivation, g nifton, and a supportive work environment had significant effects on the

performa
oy

concﬁs'wns are applicable to office managers, whose productivity may also suffer under a

academic staff. Although, the study focused on lecturers, however, its

poor working condition and inadequate institutional support’.

Office manager’s productivity is a measure of how well an office manager performs his or
her secretariat duties or tasks to achieve organizational goals within the organization.

Increasing the office manager’s productivity as an employee is a top priority for organizations



because it has many benefits for both the organization and its employees, such as strong

economic growth, increased profitability, and an increase in employee morale®*.

Inherently, efficiency and effectiveness are tied to productivity. When the proper actions are
taken, a work process is effective; all activities add to the accomplishment of the stated
objectives and purpose, and the final product closely resembles the intended consequence.
Efficiency is doing things correctly, meaning that the least number of resources a eded to
get the desired outcome. While efficiency is associated with the input (th mber of
resources), effectiveness is primarily associated with the output (the b&)osmble results) in
terms of productivity*>. Work ethics also play a critical role in ening efficiency and
effectiveness. A study found that traits, such as; integrity, deon, and accountability does
not only improve staff commitment, but also enhanc@@documentation and transfer of
knowledge in higher institutions. This means th@%ere strong work ethics are present,

administrative efficiency is more sustainabl@\Q

.

A number of important factors a@\wo er productivity, according to a study. These

include the physical and psyah&cal conditions in which workers operate; technological

advancements that prot@%’ﬁciency and creativity; employee attitudes that reflect their

engagement and® \ itment; job satisfaction that influences overall performance and
e

retention; a%

Accordi%’é the report, companies should prioritize human capital development initiatives

tvation levels that are influenced by both internal and external factors.

like training and seminars in order to strengthen these elements and, as a result, raise
productivity>’. Organizational culture is another factor that affects the productivity of
workers. The study found out that ethical behaviour combined with a supportive
organizational culture significantly improved job effectiveness among academic staff. This

shows that productivity challenges in Nigerian higher education cannot be explained only by



individual traits, but must also consider institutional norms and cultural factors that shapes

employees’ behaviour?®.

Human factors have been identified in another study as crucial in predicting productivity
outcomes in engineering and building projects. They include not only the technical skills and
experience of employees but also their motivation, morale, communication abilities, and
ethical behaviour. According to the study, an effective workforce req@thical
characteristics including accountability, diligence, timeliness, and ad @ o safety
regulations. High integrity and discipline among employees red 1ige/rruptions and
enhances project flow. On the other hand, a lack of perso g;ntability or ethical
awareness can result in rework, inefficiencies, and safet @ aches, all of which lower
productivity levels. The study went on to emphasiztkha cultivating a culture of moral

leadership, respect for one another, and ongoing@n capital development is equally as

important to productivity as organizational @cgnological inputs®.

.
Employee productivity has also beg@\qd o be significantly impacted by three other crucial
factors: learning and skill d ment, the working environment, and job engagement.
Higher levels of jobse %ement which are defined as emotional commitment and
participation in E@iks correlate with better productivity, according to the study, which
polled 132 gémpl6yees in Nepal across a variety of industries. An important factor in
detemi@productivity was also shown to be a favourable work environment, which
includes both organizational culture and physical conditions. Furthermore, it has been
demonstrated that opportunities for ongoing learning and improvement in skills improve
worker performance, indicating that businesses that support staff development can anticipate

increases in total productivity. These results highlight how crucial it is to provide a



stimulating, encouraging, and growth-oriented work environment in order to increase

employee productivity’.

Organizational support, advancements in technology, and the work environment are three
interrelated elements that have a major impact on employee productivity, according to a study
on factors influencing employee productivity. Rewards, flexibility, and supportive
supervision are all examples of organizational support, which is the degree to whi orkers
believe their company appreciates their contributions and is concerned ab it welfare.
Technological advancement is the acceptance and incorporation of coﬁ&porary technology
that improve communication effectiveness, decrease human d streamline work
processes. Physical components like office design and equ t, as well as psychological
components like interpersonal interactions and 00@9 culture, make up the work
environment. Enhancing staff productivity requir@%rnergistic approach that addresses all
three aspects, according to the study?. In N?@ particularly within the university system in
Osun State, these factors are acutely @nt. For instance, a study at Adeleke University,
Ede, Osun State, Nigeria, high@ﬁe the significant effect of the work environment on
academic staff job perfor @7 underscoring the importance of non-financial motivators for

§is local context demonstrates that improving the physical and

enhancing productivity.
. 5\'

psychological gonditions of work is crucial for boosting employee output in Nigerian

institutiomb

As shown in the literature, many factors could be stated to be determinants of employee
productivity and indeed, office managers’ productivity, however, this study will focus on two
constructs including work ethics and the use of artificial intelligence. In general, work ethic
refers to people's attitudes and beliefs regarding the importance of work, the level of

dedication to one's work, and the degree of adherence to professional principles. Employees



that have a strong work ethic adhere to a set of moral standards and beliefs that can help them
perform better at work. Work ethic encompasses more than just applying particular
philosophical approaches to professional tasks; it also refers to the application of moral
standards and guidelines®. Thus, an office manager's work ethics can be characterized as their
dedication to the value and importance of hard work, which is associated with a positive work

attitude and moral standards and values. \

It was once thought that a set of material components were the sole % achieve
productivity, as hardware and financial accessibility actually increﬁian organization's
productivity. However, experts currently believe that productivi influenced by work
ethics. People's attitudes and ideas regarding the importanc@vork, job commitment, and
the level of adherence to professional principles can I)Q&cterized as their work ethic. A
collection of beliefs and ethical principles that s@% a guide and can improve an office
managers’ performance at work are part o&\ work ethic’. Work ethics as a collection of
values and behaviors that demonstré ﬁvalue of work is an essential subject matter in
employee management. When m%&g hiring decisions, employers search for indicators of a

strong work ethic since h@\mth a strong work ethic enable increased productivity and

improved organiza@p ofitability!°.
.
N\
The literatur@ ates that the three primary aspects of work ethics that significantly impact
employ@ductivity are attitude toward work, moral attitude toward work, and intrinsic
motivation. Each of these dimensions encompasses unique ethical traits that influence how
workers view, approach, and carry out their responsibilities within an organization. The
dimension of attitude toward work itself gives insight into how people value and emotionally

relate to their job duties. A strong, positive attitude to their work increases chances that an

employee will be dependable, diligent, and dedicated. They tackle jobs with a feeling of



significance and purpose, and they take their roles seriously. According to the study, people
who find their work to be fulfilling and important frequently exhibit high levels of
responsibility, dependability, and timeliness. At work, these traits have a direct impact on

enhanced task performance and sustained productivity!!.

The moral attitude toward work dimension refers to the ethical ideals and principles that
direct employees' behaviour in the workplace, especially when moral judgmen iAQeeded.
According to the study, this group includes qualities like accountability. j, honesty,
integrity, and respect for others. Strongly moral employees avoid dis egéhaviour, treat
co-workers fairly and with respect, and keep ethical norms ev they are not under
supervision. These qualities foster a culture of cooperation aod productivity, foster trust,
and lessen conflict in the workplace. Intrinsic n@'va on dimension of work ethic
encompasses a true internal motivation to paﬂici@’q labour not for external rewards, but
for the enjoyment obtained from the tasl@rg Individuals that are intrinsically driven
exhibit ethics-related traits such as’\szkgliscipline, dedication to excellence, initiative,

perseverance, and a readiness ‘\learn. They take proactive steps to improve their

performance, seek ou@ges, and maintain high standards even in the absence of
external monitorin pr

X

individual productiyity and creativity'!.

ssure. According to the study, this factor is critical for long-term

Work e@of office managers can be measured through the individual office manager’s
traitskntegrity (honesty) and diligence. Being honest, upholding high moral standards, and
acting morally even when no one is looking are qualities that define integrity. Integrity, which
is closely related to honesty, is acknowledged in the literature as a fundamental component of
an employee's moral approach toward work. Integrity-driven workers uphold moral standards

even in the absence of supervision. They steer clear of dishonest tactics, communicate



honestly, and operate dependably. Diligence is defined by a deliberate, careful and consistent
attempt to execute duties accurately, thoroughly, and on schedule. Diligence, as another
dimension under the attitude toward work, includes a strong work ethic characterized by
accountability and follow-through, endurance, and attention to detail. Diligent workers avoid
procrastination, are meticulous in their work, and stay focused until tasks are completed to a
high quality. This ethical trait directly correlates with quality work output and time

management aspects of productivity in both individual and collaborative work 6 nments'!.

The other factor of interest in this study that can be a determinant to&duc ivity of office
managers is the use of artificial intelligence, a recent technolo%gancement. Artificial
Intelligence (AI) is becoming a key technology that has U@‘ bility to transform the job
landscape in a number of economic areas and change @&ivity. Since some cutting-edge
Al models such as ChatGPT were commercial@eased in late 2022, there has been
increased expectation of a revolution sﬁ@ to the internet. However, the reality of
consistently modest productivity grot any developed nations frustrates this optimism,

raising serious concerns about thé&e economic impact of Al and the processes via which it

, A'Vitylz.

affects employment and%

The productivit{;@rkers in a variety of fields, including engineering, law, education,

medical, co@u cation, commerce, and science, has unquestionably been positively and
profoun%’quacted by the use of modern technology, and the secretarial profession is no
exception. Modern office machinery and equipment, made possible by science and
technology, have boosted job productivity, which has improved communication,
recordkeeping, and office service production within organizations. Technology has brought
about significant changes to the secretarial profession, and as a result, the skills and abilities

required in the modern digital workplace have important implications for career advancement



and productivity within the profession'. Artificial intelligence (Al) is a crucial technology
that has the potential to revolutionize productivity and alter the nature of employment in
numerous economic sectors. Since the commercial availability of advanced models such as
ChatGPT in late 2022, there has been heightened anticipation of a transformative shift akin to
the advent of the internet. However, this optimism is tempered by the fact that productivity

growth has been continuously modest in many industrialized countries, which raises serious

worries about the true economic impact of Al and how it affects p@vity and

employment'?. Over time, the function of a secretary (office m’a@ as changed

dramatically, moving from doing secretarial duties to beco i
%

gies that help expedite

n’ integral part of
organizational management. Secretaries are adjusting to new,
administrative tasks as technology develops!'®. Artiﬁciz@e ligence (Al) is becoming a
potentially among these technological tools. Al ifa'c ly taking centre stage in office
management. The speed and accuracy wit iIch it can complete repetitive tasks is

revolutionizing the way administrativ.e s‘[K'aﬁ\ae done'4.
N

Office managers now use Al tool@fhjas virtual assistants (like Google Assistant and Siri) to
set up meetings and %®nder5; tools for creating and paraphrasing content (like
QuillBot and ChatGRT);" automated scheduling software (like Calendly) that manages
appointments @u& the need for human intervention; and document management
applicatiotb e DocuSign and Adobe Sign) that automate the filing and signing of
docu}nptsé. These Al-powered solutions are enhancing office managers' abilities rather than
taking their place, allowing them to concentrate on more strategic tasks. Beyond job
management, artificial intelligence (Al) solutions are revolutionizing workplace collaboration
and communication. Al-powered tools have made it possible for secretaries to effectively

handle several channels of communication®. According to a study, digital resources and

technology tools are essential for improving worker productivity since they make activities



easier, increase speed and accuracy, and provide improved data management and
communication. The use of artificial intelligence (Al) as a predictor of office managers'
productivity in this study is a clear indication of this. Modern technological enablers that help
decision-making, lessen regular workload, and free up time for more strategic duties include
artificial intelligence (AI) technologies like scheduling assistants, grammar checks, document
automation, and virtual meeting platforms>. These technologies can increase job completion
rates, enhance time management, and improve overall output quality when utiliZed properly.
These are critical aspects of productivity that are examined in this study. T@ssessing how
the use of Al leads to better office managers’ administrative @:f\omance in public

universities is consistent with this study's identification 06%: ology as a productivity

factor?. Q
N\

Studies have explored the individual roles of @ ethics and technology in employee
productivity with some conducted to dete@ the relationship between work ethics and
office managers’ productivity or pe‘r@‘ce in Nigeria, such as a study on Uyo local
government secretaries’ perform@, in Akwa-Ibom State and theoretical implications of
work ethics on office m performance in Nigeria!>!6, Also, a few studies have been
conducted to assess t§pact of Al tools on employee productivity (not specifically on
office mana er@ductlwty) such as a study done in Romania®. However, no clear study
has been to have assessed the influence of both work ethics and Al tools usage on the
prodwlty of office managers in Nigeria public Universities. This shows a significant gap
in literature that needs to be filled. Therefore, this study examines at how office managers'

productivity at public Universities in Osun State, Nigeria, is influenced by their work ethics

and use of artificial intelligence.



1.2 Statement of the Problems

Office managers in Nigerian public universities are central to administrative efficiency,
coordinating communication, documentation, and daily operations that support both
academic and non-academic units. However, recurring issues such as delayed task completion,
poor time management, administrative errors, and declining output quality continue to
undermine productivity!'’. These inefficiencies disrupt workflow and weaken servigedelivery,
posing risks to institutional goals in a technology-driven era. Although pre (@ arch has
examined broad determinants of employee performance, the speciﬁo'%s of work ethics,
such as rule integrity, diligence, and duty compliance remain. 1 ciently explored in
relation to measurable productivity among office managers. @arly, despite the potential of
Al tools like automated scheduling, intelligent docut@t@anagement, and chatbots, their
adoption and effective use in administrative setti;ls&ain limited and poorly understood.
\S

A major gap also exists in understanding % mbined influence of ethical orientation and Al
oy

usage on productivity, even thougl@‘ es with strong ethical standards may use digital
tools more responsibly, and ¢ ogical competence may enhance accuracy and discipline

in administrative tasl&few studies have assessed their joint effect on specific

productivity indf@uch as task completion, time management, and quality of work>67:18,

Additional challefiges including infrastructural constraints, limited Al training, resistance to
digital %’Q and weak organizational cultures that undermine ethical behaviour, further
complicate productivity improvement efforts in public universities in Osun State. These gaps
make it necessary to investigate how work ethics (rule integrity and duty compliance) and Al
usage (perceived usefulness and ease of use) influence office managers’ productivity. The
findings are expected to guide policies aimed at strengthening ethical conduct, enhancing Al

adoption, and improving administrative efficiency in Nigeria’s public universities.
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1.3

Aim and Objectives of the Study

The aim of this study is to examine the influence of work ethics and artificial intelligence

usage on the productivity of office managers in public Universities in Osun State, Nigeria.

The objectives of the study are to:

ii.

iii.

1v.

Vi.

identify the level of office managers’ productivity in public Universities in Osun State,

Nigeria, Q

assess the level of work ethics of office managers in public Universi@@@sun State,

Nigeria, 0

identify the level of artificial intelligence usage 6% managers in public

Universities in Osun State, Nigeria,

determine the influence of work ethics @ managers' productivity in public

Universities in Osun State, Nigeria, ’2‘%

determine the influence of a&bc\& intelligence usage on office managers'
.

productivity in public Univggﬁ:}es i’ Osun State, Nigeria, and

ascertain the combine&%dence of work ethics and artificial intelligence usage on

office manager@tivity in public Universities in Osun State, Nigeria.

14 Resear@ons

This st

N

1.

u@réeks to answer the following research questions:

What is the level of office managers’ productivity in public Universities in Osun State,
Nigeria?
What is the level of work ethics of office managers in public Universities in Osun

State, Nigeria?

11



3. What is the level of artificial intelligence usage of office managers in public

Universities in Osun State, Nigeria?

1.5  Research Hypotheses
The following hypotheses are formulated to test the level of significance of this study:

Hol: There will be no significant influence of work ethics on office &agers’

productivity in public Universities in Osun State, Nigeria. QQ

Ho2: There will be no significant influence of Al usa ’S\Ofﬁce managers'

productivity in public Universities in Osun State, Nigeria%

Hy3: There will be no significant combined influe f work ethics and Al usage on

office managers' productivity in public Umé' ef@ in Osun State, Nigeria.

1.6  Significance of the Study ®%

The university community, in {ﬁ;\\dar office managers, administrative leadership,
university management team&%academic researchers, might gain a great deal from this
study. This study will \N@%‘e to increasing administrative productivity in Nigeria's higher
education syste examining the effects of work ethics and artificial intelligence (Al) on
office mana%s productivity at public universities. The study is important for public
univisi/@ﬁce managers because it examines how their use of Al tools and professional
work ethics qualities like integrity, diligence, and discipline affect important productivity
dimensions like task completion rate, time management, and work quality. In today's
academic setting, office managers must deal with increasing administrative responsibilities,
digital transformations, and the requirement for high-quality, timely deliverables. The study

has the potential to shed light on how moral conduct and efficient use of Al may improve

12



professional work, offering office managers a way to evaluate and better their own work

habits.

Also, this study will provide a helpful body of information to back up staff management
decisions for department heads and university management. As many Universities continue to
incorporate digital tools into their everyday administrative operations, the findings of this
study can help university management better link performance reviews with ethic ndards

and technology engagement. University management team can have a gre@l standing
a

of how AI proficiency and ethical commitment work together to 4mpact administrative
effectiveness, which in turn impacts academic assistance and st»@g\rice. This study can
further help University management create more targeted @development programs that
integrate ethical awareness with Al literacy by giv'ﬁgclearer understanding of what
motivates office managers' productivity. By det@ng the skills and dispositions most

associated with efficient administrative per‘fx\@nce, it may also help influence recruitment,

Additionally, this study is Si@lt to researchers and students of office and information

evaluation, and support practices.

management. As a congribution to the expanding literature of research on administrative

effectiveness ari?ﬁ}itivity, the study might be used as a reference for further studies that

aim to exar@

teachin@rﬁ categories. It will contribute to the expansion of theoretical knowledge in this

mparable correlations in other university contexts or among other non-

field and creates new avenues for academic investigation through its conceptual integration of

work ethics and Al deployment within the office managers’ productivity discourse.

1.7 Scope of the Study

This study looks into how office managers' productivity at public universities in Osun State,

Nigeria, is affected by their work ethics and use of Al. The study will examine the following

13



aspects of office managers' productivity: task completion rate, time management, and work
quality. Public universities in Osun State will be included in the geographic scope: Obafemi
Awolowo University in Ile-Ife; Osun State University in Osogbo; Federal University of

Health Sciences in Ila-Orangun; and the University of Ilesa in Ilesa. Office managers

employed by these public universities make up the responders.

1.8  Limitations of the Study :Q\

Like every other empirical investigation, this study was not without @agm{ls. The major
challenge encountered occurred during the administration of _t Qstionnaire for data
collection. A number of respondents displayed a little it towards completing the
research instrument, which resulted in delays, and part@e onses during the early stages of

the data-gathering process. This posed a potential %bto the completeness and timeliness of

the dataset required for analysis. @

However, this limitation was effect@ tigated through the persistence, resilience, and
consistent follow-up efforts Q%é researcher and the trained research assistants. They
employed strategies S\%@repeated visits, polite reminders, and personal appeals to
encourage particip\&h'\These efforts yielded satisfactory response rates and ensured that the

quality and \% of the data were maintained.

1.9 \gérational Definition of Terms

Office Managers’ Productivity: This refers to the level of effectiveness with which office
managers in public universities in Osun State, Nigeria, carry out administrative

responsibilities.

14



Input Productivity Dimension: This encompasses the human, technological, and
organizational resources that office managers utilize to perform their administrative duties in

public Universities in Osun State, Nigeria.

Process Productivity Dimension: This involves the actual work activities and methods

undertaken by office managers to transform inputs into outcomes in public Universities in

Osun State, Nigeria. Q\

Output Productivity Dimension: This refers to the measurable results o‘anplishments
arising from office managers’ activities in public Universities in xState, Nigeria. It
includes indicators such as the rate of task completion, quili@administrative reports,

accuracy of documentation, and overall contribution to in al goals.

Work Ethics: These are the set of moral values agbbfessional standards that guide office

managers’ behaviour and disposition t in their administrative roles in public

Universities in Osun State, Nigeria. %
&

Rule Integrity: This refers .toQQdegree to which office managers in public universities in
Osun State, Nigeria, ug@timﬁonal rules, ethical standards, and professional guidelines
in the performane eir duties. Rule integrity reflects a commitment to doing what is right,

even in the bgqte of supervision, and serves as the moral foundation of responsible

adminis % behaviour.
\¥

Duty Compliance: This denotes the extent to which office managers in public universities in
Osun State, Nigeria, adhere to assigned responsibilities and organizational procedures. It

involves punctuality, accountability, and reliability in the execution of office tasks.

Artificial Intelligence (AI) Usage: This refers to the extent to which office managers in

public universities in Osun State, Nigeria, utilize Al-enabled tools (such as automated

15



schedulers, digital assistants, grammar checkers, or information generative tools) to perform

administrative tasks.

Perceived Usefulness: This entails the degree to which office managers in public universities
in Osun State, Nigeria, believe that the use of Al tools enhances their productivity in carrying

out office duties.

Perceived Ease of Use: This is the extent to which office managers in public u@ties in
Osun State, Nigeria, believe that Al tools are easy to use to producti complete

administrative duties.
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Chapter Two

Review of Related Literature

This Chapter reviews relevant literature on the topic of study from conceptual, empirical and

theoretical point of view.
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2.1 Conceptual Review

2.1.1 The Concept of Productivity

Productivity is a central concept in organizational performance, which measures how well
people and systems convert inputs (including time, labor, and resources) into useful outputs.
Productivity is increasingly largely influenced by human resource efficiency, motivation, and
learning ability rather than only physical or material inputs in modern businessesQ%sularly
in knowledge-based and service-based sectors. Employee productivity,QJQen from a
management standpoint, is the degree to which workers successf@ mplete tasks and
support company objectives. Employee productivity has seveﬁwxracteristics, including
ability, clarity, organizational support, motivation, fe%  credibility, and flexibility,
according to a developed paradigm. Together, thes%%ect the organizational climate and
skill sets required for the best possible worker ance. The literature emphasized that,
even in cases when financial or technolo igk%sources are adequate, staff productivity is a
major factor in companies' failurg\.@;’ﬁve their goals. By improving employee skills,
dedication, and learning, or«ga,@ons that engage in human capital development, on the
other hand, typically s%‘ improvement in their overall productivity. Furthermore, it has

been suggested ﬂl&'&{uavioral and cognitive factors like ethics and learning orientation

influence pr%g'ﬁty, which is not static'®.

The é&@&ncy and effectiveness with which people or teams transform inputs, such as time,
effort, talents, and resources into desired outputs or outcomes is termed productivity, and it is
a basic notion in organizational performance. Productivity in the workplace usually refers to
an employee's ability to complete activities that are essential to their job position and support
larger organizational objectives. Productivity reflects the ability of people to carry out the

essential technical duties of their occupations. According to this definition, a productive
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employee is one that regularly produces high-quality work within the guidelines of their
designated tasks, emphasizing the significance of role-specific performance. It is impossible
to overestimate the importance of productivity in accomplishing both immediate and long-
term organizational objectives. Productivity is essential for raising organizational profitability
and enhancing worker performance. A productive workforce saves financial resources,
increases competitiveness, and improves organizational effectiveness since it needs&ss input
to get the desired results. However, productivity is not a single concept; rathe@impacted
by a number of interconnected elements?’. Productivity is significantly i ﬂ@ by learning
and skill development opportunities, the work environment, and gagement. These
elements foster an environment where workers are inspire @med, and empowered to

provide their best efforts. For instance, high levels of e@ree engagement and a positive

work environment have been linked to long er%nganizational commitment, lower

absenteeism, and higher job satisfaction. \Q’b

Productivity measures a person's cﬁ@ to transform available input resources into a
desired output or result. S.in&@%ductivity varies depending on the situation, culture,
organization, and task a \there is no one operational definition for it. Productivity is
basically the amo.ugl&ime spent on a task or activity that an employee is supposed to finish
using certain, @ resources*. Productivity entails that an employee completes a task
effectivel efficiently in a way that benefits the organization or institution'. Productivity
in the\oﬂtext of an office manager is a measure of individual efficiency and effectiveness of
an office manager in accomplishing secretariat duties or tasks to achieve organizational goals.
Beyond individual task performance, productivity is widely acknowledged as a core driver of
organizational success. Productivity has been described as the result of management and staff

working together to improve both individual and organizational performance. With this

perspective, the idea is expanded beyond just output to encompass collaboration, shared
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accountability, and strategic alignment in the workplace. Productivity is viewed as a
comparative measure of inputs and outputs in its operational form. Labor hours, material
utilization, capital, and technology are examples of inputs, whereas the number and quality of
goods and services generated can also be referred to as outputs. Productivity therefore turns
into a quantifiable measure of operational and performance efficiency. It has also been
emphasized that productivity is a dynamic and context-dependent metric that is impacted by a
number of interconnected organizational components, such as organiz Q culture,
leadership style, and the physical work environment. The argument &[j)ut was that
productivity outcomes are significantly influenced by leadership. e it places a strong
focus on employee motivation, flexibility, and engagement, 6 ocratic leadership style
was shown to be the most effective in fostering long-@ productivity among the other
leadership philosophies examined. Higher levels ement and satisfaction are typically
fostered by leaders who empower their staf%@s s and include them in decision-making,
which in turn increases productivity.. Q@ther hand, authoritarian approaches frequently

result in discontent and decreasa@alty, even though they could produce short-term

benefits?!. N $

\
Culture, which is ch &mized by common beliefs, customs, and behaviours, has a big
.
impact on productiyity as well. Important cultural drivers have been found to include aspects
like innovﬁb , goal clarity, unity, and dispute resolution. Employee motivation and morale
are k}x)omponents of long-term productivity, and they are often raised in an environment
that values creativity and teamwork. Therefore, a healthy corporate culture that aligns
individual and group purpose may be seen as the emerging result of productivity. The
physical aspects of the workplace, such as temperature, noise levels, lighting, colour, and

workspace organization, can influence productivity?!.
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Lastly, productivity is a dynamic, multifaceted concept that encompasses both the qualitative
and quantitative value that comes from work. A complex interplay of structural,
environmental, and psychological factors influences it. Understanding and improving
productivity of office managers especially at public institutions like universities, requires a
comprehensive approach that takes into account not only employee behavior but also the

technology and systems that facilitate their work. \

One of the most significant and valuable assets of an organization is its em .@ ,including
office managers. Office managers as employees can contribute to an @ization and boost
productivity, or they can be inappropriate and reduce it. “Office s’ productivity” is a

orod

office manager differs from organization to organizatio& o varying job descriptions. This

combination of two distinct terms “office manager” and ctivity”. The definition of

is because, while some organizations view ofﬁce@gers primarily as individuals tasked
with carrying out administrative tasks peﬂ@’% office resources, others view them as the
organization's information and ofﬁce‘@s, such as secretaries, and still others view them
as high-level managers who @:ee the operations of every department within an
organization®?. In line 't@scholars have emphasized that productivity is inseparable
from ethical conduct\and organizational systems. For example, a study of colleges of
N
education in South*West Nigeria revealed that positive work ethics such as; honesty,
teamwor responsibility, explained nearly 48% of the variance in knowledge
man%vent practices, particularly in documentation, transfer, creation, and application of
knowledge®. These knowledge processes are themselves critical enablers of productivity in
academic institutions. Similarly, research on professional ethics in secretarial practice found
that adherence to values such as confidentiality, reliability, punctuality, and orderliness

significantly enhanced job performance and organizational trust, directly linking ethical

standards to improved efficiency!”. Evidence from record management at the National Open
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University of Nigeria further shows that productivity gains are tied to strong systems: while
practices in record creation and classification were rated above average (Mean = 3.76),
weaknesses in storage infrastructure and policy dissemination reduced overall efficiency,
highlighting how both human ethics and structural supports jointly sustain productivity?*.
Together, these findings suggest that beyond technical or material inputs, productivity is

deeply shaped by work ethics, professional conduct, and the integrity of orgi'zational

systems that govern information and knowledge flows. QQ
2.1.2 The Concept of Work Ethics 6\

Ethics originates from the Greek word ‘“ethos”, meaning cust@onduct, or character®.
Ethics is defined as an organised study of morals. It is a of philosophy that focuses
on what is "good," "bad," "right," and, most im 0@@ all of the "grey areas" when it
comes to making the greatest choice??*. Work refers to a set of values and behaviours
that show the value of work. In general, ép e's attitudes and ideas regarding the value of
work, job commitment, and the exzébﬁ‘ﬁherence to professional principles are referred to
as their work ethic®. It has &lsg&% shown that work ethics refers to the cultural norm that
motivates people to ass:@%l responsibility for their work because they believe that work
has an inherent m@r individuals®*?3. Work ethics has been identified as one of the most
important S(&gﬂfs that affects productivity because it significantly affects an individual's
attitude%% actions at work*. An employee's dedication to their job, conformity to
organizational standards, and the honesty with which they approach their tasks are all
reflected in their work ethics, which are the moral principles, beliefs, and attitudes that direct
their conduct and performance in the workplace. Characteristics like thoroughness,

accountability, dependability, and a proactive approach to duties are frequently associated

with a good work ethic. Work ethics have been highlighted as being crucial to individual
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performance, with the claim that workers who uphold high ethical standards are more likely
to be productive and effective in their positions. It was discovered that workers with strong
work ethics performed better on their own. This result emphasizes the clear link between
moral behaviour and productivity at work. Since work is inherently human, it is an essential
component of who we are. Man's inherent purpose is to work; this is part of his or her nature.
Given that work is a necessary part of human existence, it should not be equated with
employment or a way to earn a livelihood. Work ethics, which stem from t Qdamental
philosophical perspective of work, have been described variously by varigus,scholars with

varying emphasis. Work ethics are seen as an individual's attitude tork and effortful

activities?>14, §

Work ethics describes the collection of moral principle%&:ularly as they pertain to human
behaviour. Work ethics specifically refers to what@ically right, honourable, and deemed
acceptable by the vast majority of individua@’gn a company, community, or group. Also,
it is the code of behaviour that has e¥ %n‘to a set of standards for the community, group,
or organization. Moral res;:onsi@y and obligation, as well as right and wrong, are all
aspects of ethics. The attitude, appropriate behaviour, respect for others, and
successful communi%ion in the workplace are all examples of work ethics, which may be
defined as a se@alues. Under essence, work ethics dictate what an individual would do
under vari rganizational circumstances. A person's values determine the work ethics they
exhil}\%ur surroundings, life events, and enduring influences all shape our values. These
influences can be anybody or anything that has influenced how we see the world, such as our
parents, teachers, friends, peers, rivals, etc. Employees with strong work ethics are thought to
be qualified for additional responsibility and higher positions. They are aware that their
behaviour directly affects other employees. They are influenced to develop a responsible

attitude toward all of their actions by this conscientiousness. These folks don't require regular
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monitoring or poking. They are beneficial to their companies and self-motivated. These
employees are very dependable, and their bosses value the contributions they provide to the

workplace?.

A collection of beliefs and ethical principles that serve as a guide and can improve an
employee's performance at work are part of their work ethic. Applying certain philosophical
approaches to professional work is only one aspect of work ethic; another is the f moral
standards and guidelines. According to the findings of certain research, a n@ ork ethic
can raise employees' levels of responsibility, which in turn can improv&Qeir performance at
work. Additionally, a strong work ethic encourages individua%ge and evaluate their
career favourably. People have worked under a variety of reasons throughout history,
and what an individual expects from their labour dep &n their conception of what and
who they are. A person's job responsibilities are @ to their self-perception and sense of
purpose. A person develops a work ethic \\\@’tqar work becomes something they "ought
to" do?’. According to the literature,‘@f toward work, moral attitude toward work, and
intrinsic motivation are the thri @&n dimensions of work ethics that have a major influence
on employee productivit ZSQ\

Furthermore, recent &s emphasize that work ethics directly support organizational

N

systems and knowlgdge processes. For example, a study of colleges of education in South-
West Ni owed that work ethics such as honesty, teamwork, and responsibility
accou\&for nearly half (48%) of the variance in effective knowledge management practices,
including documentation, transfer, and application of knowledge®. Similarly, in professional
secretarial practice, adherence to ethical principles like confidentiality, orderliness, and
punctuality was found to significantly improve job performance and enhance institutional
trust, reinforcing the role of ethics in sustaining workplace efficiency!’. In the context of

record management, a study found that where staff upheld ethical responsibility in record
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creation and classification (Mean = 3.76), organizational productivity was strengthened,
though weaknesses in storage and policy enforcement limited outcomes. Collectively, these
findings confirm that work ethics are not just individual virtues but organizational assets,

shaping productivity, knowledge flows, and institutional credibility?®.

2.1.3 The Concept of Artificial Intelligence

Artificial intelligence (Al) is the theory and development of computer models OQ%S that
can do activities that often require human intelligence, like speech r@/ ion, visual
perception, decision-making, and language translation®. In general@{%ial intelligence is
the branch of computer science that focuses on building intelli e@chines that can behave,

hardware) systems created by humans that, given ﬁb%mlex goal, act in the physical or

think, and learn like people. Artificial intelligence was{d as software (and possibly
digital dimension by perceiving their environ rough data acquisition, interpreting the
structured or unstructured data collecte Qning on the knowledge, or processing the
information derived from this data @e ining the best action(s) to accomplish the given
goal®®, Al tools are software @ms or services that apply machine learning and artificial
intelligence methods t@ out particular tasks. Several Al tools exist and are evolving,
including Quillb@ti\Q*hatGPT, ChatPDF, Elicit Al, Grammaly, Qillbot etc. The utilization
of these var tig'df Al tools in tasks have been posited to enhance written products and

writing @to improve productivity3!.

In general, there are three categories of Al: Artificial Narrow Intelligence (ANI), sometimes
known as weak Al is able to perform a single, narrow task with concentration. Examples of
ANI include calculators, spell checkers, Microsoft Word, Netflix, and self-driving
automobiles with all of their sensors, manuals, and maps. Second, artificial general

intelligence (AGI), also known as human-level Al or strong Al is capable of carrying out any
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intellectual activity that humans can, but it is limited in its ability to think and reason like
humans. In essence, these are machines with human-like thought and behaviour. All "Voice
Assistants," including Siri, Amazon Alexa, OK Google, Cortana, and others, aim to achieve
general artificial intelligence. Third, the term Artificial Super Intelligence (ASI) refers to the
theory that by 2040, computers will be more advanced than humans. It is intelligence that
surpasses our own capabilities. Good instances of this include all the robots we see in movies
that aren't real'>. The technological advancements in artificial intelligence Q improve
office managers roles and change how their work is done, and employe&&yestmg in this

O

According to the 2018 Chartered Secretaries, Southern Afrlc SA) best practices guide on

new technology to boost productivity!.

Al and its effects on company secretaries published QSA, there are several ways in
which Al could be used by office managers@dy, Al can be used in managing
administrative and routine activities, whid\\@l make up a large component of an office
manager’s work profile. This will alI‘c(\t' office manager to concentrate more on difficult
and complex tasks related to thei@ﬁlcular roles and check that papers are proper. Al has the
potential to help speed u @ive functions. Al has a stronger capacity to reduce errors. Al

will improve the du&h ence process and provide support for compliance procedures by

reducing manu@kload”

By con@%g in-depth research across numerous social media platforms and performing
numerous other comparable tasks, Al will help the office manager expedite research on a
variety of topics and issues, such as verifying that potential new directors are not conflicted
on any other platform before appointing them to the board. Automated submission of
repetitious documents to regulatory bodies is possible. Document distribution and filing,

including the company's yearly financial statements, is another automated and repeated
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process. The robot may be operated with little supervision and will simply learn the deadline
and the format for submitting the financials. With Al, it is possible to automate the process of

sending committee members the minutes via email for their feedback by a specific date'>.

With the office manager's input, the agenda and notice of meetings can be automatically
drafted and distributed to the appropriate individuals in the same format, using AI. When
necessary, robots can help the company secretary in meetings by giving directors<data and
statistics. Furthermore, machines cannot record minutes since human judg @r quired to
decide what information should be included verbatim from meetings. clgfelp with more
accurate design and assessment of recurring sections in co les and contracts.
Automating standard clauses with identical or comparable age is possible. To prevent
liability, complex clauses would require human inte&&e”. In fact, Al presents office
managers with a wealth of opportunities to increa&uctivity. These opportunities include
increased accuracy and the ability to conc@ on other important tasks while Al handles
all regular tasks. Al can expedite wof] nd save significant time. It would be possible to

automate tasks that were previouéompleted by hand, including document production'>.

2.2 Theoretical Fr@k
2.2.1 Input-l@utput Theory (IPO)

The Input ess—Output (IPO) model originated in early systems theory and organizational
psycholegy as a means to analyze how systems transform inputs into outcomes. The model
has roots in systems thinking, which views organizations as entities composed of interacting
subsystems with interdependencies, feedback loops, and dynamic behaviors. The Input-
Process-Output (IPO) offers a useful conceptual lens through which the relationship between
work-related factors (inputs) and employee performance outcomes (outputs) can be

assessed’*.
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The Input-Process-Output (IPO) model is a foundational systems theory widely used in
organizational and productivity research to explain how outputs (such as performance) result
from the transformation of inputs through work-related processes. The model consists of
three interrelated components: inputs, processes, and outputs. It offers a structured and
logical basis for evaluating how workplace factors contribute to measurable outcomes®.
Inputs reflect the resources (resources, skills, and characteristics) that individuals qr groups
have at their disposal and are generally divided into three categories: individu 1 factors,
team-level factors, and environmental factors. Individual-level facto&&y at members
bring to the team, such as personality traits, abilities, exper' and demographic
attributes. Team-level factors encompass group structural an ositional features as well
as perceptions held in common by members, including g@ size, team diversity, and team

norms. Environmental factors capture the broade COB% in which groups operate, such as

reward structure, stress level, task characteriit@l organizational culture®.

Processes are the mediating mec'h@: that convert inputs to outputs, including
coordination, communication, &@ecision making. A key aspect of the definition is that
processes represent inter: @}that take place among team members. A popular and strongly
supported taxono.r%k team processes includes three dimensions of teamwork behaviors:
transition, g&_,/\md interpersonal. Transition processes occur before or between

performa
g

strategy’Action processes occur during performance episodes as members monitor progress

1sodes when members engage in planning, specifying goals, and formulating

toward goals, assist team members in performing tasks, and coordinate behaviors.

Interpersonal processes co-occur with transition and action processes and include conflict

management, motivating and building member confidence, and increasing morale™.

30



In comparison with inputs and outputs, group processes are often more difficult to measure,
because a thorough understanding of what groups are doing and how they complete their
work may require observing members while they actually perform a task. This may lead to a
more accurate reflection of the true group processes, as opposed to relying on members to
self-report their processes retrospectively. In addition, group processes evolve over time,
which means that they cannot be adequately represented through a single obsgrvation.
Because of these difficult methodological issues, earlier studies tended to foc anuts and
outputs, treating processes as a “black box” (loosely specified and unm’&<@ despite how

prominently featured they are in the IPO model®.

The Input-Process-Output (IPO) model serves as the guidin ework for this study to help
understand how the integration of work ethics and Qlﬁmal Intelligence Usage can
impact office managers’ productivity within the c& of public Universities in Osun State,
Nigeria. It posits that organizational outc outputs) are influenced by how inputs are

transformed through internal proct %In this context, Work Ethics and Artificial

Intelligence Usage are the identi@inputs, and Productivity, measured via Task Completion

Rate, is the output. QQ

Although IPO h@‘yplcally includes a “process” component, this study treats that
component @nceptually but not empirically. The IPO theory is applied to
con pt@’g Office Managers’ Productivity, with a particular focus on Task Completion
Rate as the central productivity output. This approach aligns with the model’s core
assumption that productivity results from the conversion of internal and external resources
(inputs) into tangible outcomes (outputs). Inputs in this study include Work Ethics (measured
through rule integrity, duty compliance indicators) and Artificial Intelligence (AIl)

Usage (measured through perceived usefulness and perceived ease of use indicators). Output,
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in this study, is operationalized solely through the Task Completion Rate indicator, defined as
the degree to which an office manager consistently completes assigned duties in a timely,

accurate, and satisfactory manner.

Empirical evidence from Nigerian higher education and administrative contexts provides
strong support for applying IPO in this study. For instance, a study found that work ethics
such as honesty, teamwork, and responsibility explained nearly 48% of the nce in
knowledge management practices, demonstrating that ethical inputs play (J@ive role in
shaping organizational processes®. In professional secretarial practw&it was shown that
adherence to ethical standards like confidentiality, reliability, @ erliness significantly
enhanced job performance, confirming that moral condu ritical input for productive
outputs. Similarly, it was reported that record crea%a d classification practices were
relatively strong (Mean = 3.76), but weaknesses &age and policy enforcement reduced
efficiency!’. This illustrates how proces&@ors can either facilitate or constrain the
transformation of inputs into outputs, tively, these findings reinforce the IPO model’s
assumption that productivity. 0&(@%5 depend not only on the presence of resources but also

on how effectively thos%@es are processed within organizational systems.

2.2.2 Theory@ological Ethics

One way %Qscribe deontological ideas is duty-based ethical theories. The Greek word
"Dut}'\g«rhere the term "Deon" comes from. To determine whether an action is right or bad,
they consider both the action's nature and its motivation. Contrary to utilitarianism, rules
dictate what motivation to act from and what action you should do, i.e., what your ethical
responsibility is. Consequences are irrelevant for determining whether action is ethically

correct >°.
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The deontological ethic of “non-consequentialism” suggests that certain kinds of acts, such as
breaking a promise or killing an innocent, are inherently wrong, not just wrong because they
have bad consequences. Such acts may be singularly wrong, or they may simply carry a
certain autonomous moral weight. The idea that there are moral limits to the pursuit of
acknowledged needs, such as love, happiness, and peace, is a classic argument of
deontological persuasion. Defenders of deontology believe that certain acts are i&herently
moral good or bad. This means that many actions have a moral character by their\wvery nature
and are regarded as completely independent of the consequences the oduce. There is

something in the act of killing, deliberate cheating, or humiliatio akes it inherently
$

wrong. Moreover, deontologists frame their judgments in te ¢ moral rights that they
believe individuals have; in general, everyone has thet to be treated in a way that

guarantees them dignity, respect, and independenc be

The most notable proponent of deontolog@hics is the German philosopher Immanuel
Kant. His central criterion for determfnﬁg,%uether an act is inherently right or wrong rests on
the intellectual demand for .l(g@%onsistency. Kant maintained that moral contradictions
undermine rationality: i @bt is inherently wrong, to claim otherwise would be self-
contradictory. A E{K inciple of deontology is that the ends do not always justify the means,
since actions @be judged by their adherence to moral duty rather than by their
conseque ~Historically, many non-essentialist ethical systems were rooted in religious
WOTIMVS, where duty was framed as obedience to divine command, implying that
individuals have obligations not only to other human beings but also to God. However, Kant
and other deontological theorists sought to establish a moral framework grounded in reason
and universal principles, independent of any specific religious doctrine®®. The opening line of
Kant's masterwork, Foundations of the Metaphysics of Morals, is, "There is nothing in the

world, in fact, nothing even outside of the world, that can be conceived as good without
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qualification except a Good Will.". Though they can be used for evil purposes, qualities like
bravery, diligence, and perseverance; abilities like strength, intelligence, and endurance; and
commodities like fame, fortune, and power, are all good. Bravery can be used for breaking
and entering; wealth can be used to hurt others; and strength and intelligence can be used to
murder. All of these products have the potential to be misused unless the owner is well-
meaning. As a result, only good will is unqualifiedly good>’. The study stated that if someone
tries to fulfill their obligations, they have good intentions. However, it emphasi hat a will
must attempt to fulfill its obligations out of a pure moral motive rather\than out of self-
interest in order to be genuinely good. The desire to fulfill one's obli out of respect for

moral law is that purely moral motive. A good-willed indivi % to act responsibly and

respects the moral code because they want to fulfill their @UOHS”.

QO

Furthermore, fulfilling one's duty only entails ca ut one's duty, which can occasionally
be quite challenging, and does not entail ﬁnﬂ\\@lappiness and pleasure for oneself. There are
no ifs, ands, or buts when it comes fo’\édy 1 duties, which was referred to as "heavy-duty"
duties. The study addressed @ issue of the genesis of ethics from a different

deontological perspectiv a@toted that we have moral obligations, but not because God has
given us instructiog\' he study made an effort to offer a deontological ethical theory devoid
of allusions to @n or God. It was noted in the study that the answer to the issue of human

nature lie in the fact that humans are created in God's image but rather in the fact that

they}exational beings with freedom. The study stated that morality is based on freedom®’.

Kant maintains that the foundation of morality should not be sought in how human beings
actually behave, but rather in how they ought to behave. Moral principles, in his view, are
universal and necessary; they prescribe the same standard of conduct for all individuals

regardless of circumstances. Human behavior, however, is often shaped by particular
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situations, individual differences, and tendencies that may run contrary to moral law. For this
reason, an anthropological study of human nature alone cannot provide an adequate basis for

morality.

Instead, it was argued that the true ground of moral principles lies in human rationality, since
reason functions according to universality and necessity. Morality, therefore, requires rational
conduct: reason is meant to guide human actions and align the will with moral When
reason directs behavior, the human will, becomes a “good will.” For Kan will is the
only thing that is unconditionally good, independent of outcomes or co&uences. The value

of other human traits, such as courage, intelligence, or persev%, depends on whether

they are exercised through a good will. The moral worth o @ ill, therefore, resides in its

alignment with reason itself, rather than in the results igqu ces™s,

Kantian deontology is grounded in the idea ﬁbnan beings, as rational agents, possess the

capacity to reflect on laws and act @rdance with reason. For this reason, moral
]

obligation does not depend on pers@esires, inclinations, or subjective preferences; rather,

it takes the form of an uncb@onal or categorical imperative. In contrast, principles that

arise from individual i&@%ms are merely hypothetical imperatives, conditional rules that

apply only if or(t@rticular desire, and therefore cannot serve as true moral laws.

Kant, simﬂb§ utilitarians, believed that morality must rest on a single, supreme principle
fromMch all duties and obligations are derived. However, while utilitarianism grounds this
principle in the pursuit of utility or consequences, Kantian ethics emphasizes duty for its own
sake. Only the categorical imperative, which commands universally and independently of
outcomes, can function as the ultimate foundation of morality. For Kant, the moral worth of
an action lies not in the results it produces, but in the fact that it is carried out from a sense of

duty in obedience to moral law>°.
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What distinguishes deontological theory as a moral framework is its emphasis on concepts
such as the inherent rightness or wrongness of actions, the sovereignty and autonomy of
individuals, rights and ownership, and the moral boundaries that exist between people. While
other ethical theories recognize these notions, they often interpret them through more
fundamental principles. For example, utilitarianism treats such concepts as important only to

the extent that adhering to them maximizes overall happiness compared to &‘native
actions>®. QQ

Kantian deontology, in contrast, holds that these domains of moral aufﬁq{ity, where rational
individuals possess the right to exercise rational control over th% s and decisions, are
foundational features of morality. They do not require justi n in terms of consequences

or broader goals. In this respect, deontology insists thatsduty and respect for moral law stand

independently as guiding principles. 6’6

Within the literature, two major stgx&\of deontological theories are identified: rule
deontology, which emphasizes ad \ to universal moral rules, and act deontology, which

assesses individual actions iﬁ.@t of their moral obligations without necessarily appealing to

general rules. QQ

Q)
Rule deont o@tains that individuals should always be guided by established moral
rules or é les when making decisions. In this view, the morality of an action is judged
not W outcomes, but by whether it conforms to these predefined rules. Thus, an action is
deemed ethical or unethical based on its consistency with the guiding moral law, irrespective

of the consequences it produces>®.

Immanuel Kant advanced this idea by formulating what he described as the categorical

imperative, which serves as the ultimate moral standard. In his Groundwork of the
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Metaphysics of Morals (1785), Kant outlined two foundations for this principle. The first
formulation declares: “Act only according to that maxim whereby you can at the same time
will that it should become a universal law.” This principle requires that before undertaking
any action, one should consider whether the guiding rule of that action could be universally

applied without contradiction. If the action cannot be willed as a universal law, then it fails

the moral test and should not be pursued>®. \

This foundation outlines the procedure for determining whether an aet is morally
acceptable. When faced with a potential action, one must first identi underlying rule or
maxim being followed. The next step is to consider whether w ill that same rule to

be adopted universally, that is, applied by everyone in all ¢i @tances. If the maxim can be
consistently willed as a universal law, then the action g ally permissible. Conversely, if
we cannot reasonably will that everyone should a&rding to that maxim, then the action
must be regarded as morally impermissib}@lis reasoning highlights the central role of
rationality in moral life. Rationalify xfgr Kant, demands consistency, and it would be
irrational to approve a ma).(ix@&ourselves that we would not accept others to follow
universally. Furthermorey \insisted that consistency requires moral rules to be absolute,
allowing no excep ions. As a result, he endorsed a strict set of prohibitions covering diverse

moral concess, incJuding lying, theft, and even suicide’.

ACCQQ/%’QO act deontology, individuals have a moral obligation to treat others in a
particular way simply because they are human beings. This duty emphasizes respect for the
dignity and rights of others, regardless of the potential consequences, thereby placing focus
on the inherent moral worth of the action itself. This perspective is reflected in Kant’s second
formulation of the categorical imperative: “Act so that you treat humanity, whether in your

own person or in that of another, always as an end and never merely as a means.” The
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implication of this formulation is that, as rational beings, we are capable of envisaging ends
and pursuing them through appropriate means. However, our rationality also signifies that we
ourselves are ends in our own right and not mere instruments for the purposes of others. In
this view, persons possess intrinsic, unconditional value that is categorical rather than
contingent upon the needs, preferences, or desires of others. Consequently, act deontology
insists on respecting the dignity of others at all times by treating every individual as an end in

themselves, and never merely as a means to an external goal®S. QQ

Kant provides an illustrative example to clarify what it means to re %{ers as ends in
themselves rather than merely as means. Suppose an individualei gent need of money
and seeks to obtain a loan, fully aware that repayme @ not be possible. In such
desperation, the person may be tempted to make a f: %mise of repayment in order to
persuade a friend to provide the money. Even if rrower’s intention is to use the funds
for a noble purpose, the act of deceptio?@ains morally impermissible. By lying, the
individual is not respecting the frie'(ro%, tional agency but is instead manipulating and

exploiting the friend as a mere@s to achieve a personal end. This is precisely what Kant

warns against when he insi \hat “rational beings ought always to be regarded as ends in

themselves; that is,_as beings who must be considered capable of containing within

L]
themselves %e @f the very same action”6,

For %%’9, Rule Deontology is adopted as the theoretical lens for examining work ethics
among office managers in public universities. This theory is particularly relevant because
university administration operates on codified standards, institutional policies, and duty-
bound roles. Office managers are expected to carry out responsibilities not merely based on
expected outcomes or situational convenience, but because doing so aligns with the ethical

and professional duties prescribed by their roles.
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To operationalize the concept of work ethics through a deontological lens, two key
components including rule integrity and duty compliance are emphasized. These components

are described thus:

Rule Integrity — This involves consistent adherence to institutional rules, procedures,
and codes of conduct. From a rule deontological perspective, compliance with
organizational laws and regulations is a matter of moral principle, merely
institutional efficiency. Rule integrity demands that office mana @ orm their

tasks in strict alignment with defined policies, regardless OAQ‘,emal pressure or

personal convenience. $

Duty Compliance — This refers to the intem@ion of responsibility and the
commitment to fulfill one’s professiona d@% because it is ethically required.
Deontological theory emphasizes th@ns must be guided by moral will (good

will), meaning that duties musst&)e formed out of respect for moral law, not for

recognition or reward. \(9\
4

In this study, Work Ethi @erationalized through two indicators rooted in Kantian duty
ethics: Duty C(.) tance (the moral obligation to fulfill assigned roles) and Rule
Integrity (st ad@dherence to institutional rules). These components measure the moral
motivatio d habitual behaviors that precede consistent productivity, particularly in
cont&«where office managers rely on structure and ethics rather than external incentives.
This approach allows the study to evaluate how adherence to universal ethical duties

influences productivity outcomes such as task completion rate among office managers.

The deontological perspective resonates strongly with contemporary studies of work ethics

and organizational productivity in Nigeria. A study emphasized that ethical standards such as
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integrity, discipline, and teamwork are not merely instrumental for achieving results but are
moral imperatives in themselves. Their findings show that when employees demonstrate self-
discipline and respect institutional codes, organizational productivity is strengthened, echoing
the Kantian view that duty should be performed for its own sake rather than for external
reward2. In the specific context of Nigerian universities, another study also highlights the
erosion of ethical standards and corporate governance due to decades of compromised
practices, arguing for a revival of duty-based principles to restore accountabili Qhe author
stresses that public universities must jettison excessive bureaucracy n@gead foster a
culture of responsibility and rule adherence, which aligns with the gical call for rule
integrity and moral compliance as non-negotiable duties@ﬁating ethical rules as
categorical imperatives rather than situational convenie office managers contribute to
stability and fairness in administrative systems?3: Qy further supports this perspective
through the lens of digital workflow adopti '@rtiary institutions. The study underscores
that successful integration of techno.lo is not merely about efficiency but also about the
moral obligation of staff to ada&%ponsibly, uphold institutional rules, and respect
collective goals. Managers'@ perceive adherence to rules and duties as categorical
imperatives are more Ni to embrace change conscientiously, support institutional
productivity, a @unethical shortcuts such as data manipulation or policy evasion®.
Taken toget%t ese studies affirm that deontological ethics offers a robust framework for
und st@’Qg work ethics in Nigerian higher education administration. The concepts of duty
compliance and rule integrity are not only theoretically grounded in Kant’s categorical
imperative but are also practically relevant to the challenges faced in modern university
governance. Embedding these principles into the professional conduct of office managers
ensures that productivity is pursued in ways that uphold dignity, fairness, and respect for

institutional values33-33-34,
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2.2.3 Technology Acceptance Model
The Technology Acceptance Model (TAM) was developed in 1987 by Fred Davis as a

theoretical model to explain the acceptance and use of new information by individuals Click

or tap here to enter text.*>. TAM suggest that people’s acceptance and usage of a new

technology is essentially determined by their perception of the technology eawf use.
According to TAM, users are more likely to accept and use a technology if t ief it will

improve their productivity (perceived usefulness) and its use will belgf&gﬂlss (perceived

ease of use) 3336, @

Davis defined perceived usefulness in this context as the de ',% o which a user believe that
the use of a specific technology will improve their ;@uctivity. This is inferred from the
meaning of “useful” which is “capable of be}s&d within an advantageous context”.
Therefore, a system with a high perceive@fulness is that which a user believes has a
favourable use-performance relatior%@avis also defined perceived ease of use as the
degree to which users belieye«%&heir use of a technology will be free of effort. It was
concluded that users are r\likely to accept and use applications that they believe to be

simpler to use34’37.’&theory is crucial for understanding what influence office managers

adoption anc: us(qb\l tools for productivity in their work.

Rec%&s reaffirm the significance of TAM in organizational and educational contexts,
particularly in Nigeria. For instance, a study emphasized that staff digital literacy, adaptability
to change, and management infrastructural support strongly affect how employees perceive
the usefulness and ease of use of new technologies. Staff with higher digital literacy were
found to complete tasks more efficiently, make fewer errors, and report greater satisfaction

when engaging with digital tools, thereby increasing their perception of both usefulness and
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ease of use. Conversely, low digital skills often created resistance and underutilization of
available systems. This suggests that office managers who are digitally competent are more
likely to view Al tools as both beneficial and easy to apply in daily operations, thus aligning

with TAM’s constructs of perceived usefulness and ease of use*.

Similarly, adaptability to change has been identified as another critical factor shaping TAM
outcomes. A report that staff who demonstrated higher adaptability were m ikely to
embrace automation technologies, leading to smoother transitions and hi ductivity.
This finding resonates with the model’s claim that favourable percepti ic{lce barriers to
adoption. In practice, office managers who are open to technolo%@nge are less anxious
about adopting Al systems and are quicker to recognl eir performance-enhancing
potential®*. Institutional support further reinforces these Qtlons According to the study?*,

management infrastructural support such as th&lsmn of reliable internet, adequate
training, and accessible technical assistancb@ves barriers to adoption and enhances both
the usefulness and usability of technb{g& It was equally stressed that digital engagement
has redefined modern product@; and that computer literacy is “not negotiable” in
contemporary administr t@ractlce When organizations actively invest in training,
technical 1nfrastructu nd supportive policies, office managers gain confidence in

technology, str@mng their belief that it is easy to use and worth adopting**.

Broade@place factors, such as attitudes and commitment, also play a role. A study found
that positive work ethics, integrity, and discipline significantly influence organizational
productivity, which indirectly supports TAM’s emphasis on beliefs and attitudes in shaping
technology use. Office managers who operate in supportive, ethical, and committed work
environments are therefore more likely to perceive Al adoption as aligning with

organizational goals and personal productivity*?. These findings show that the Technology

42



Acceptance Model remains highly relevant for understanding the adoption of Al tools in
office management. When office managers believe that Al systems are useful, easy to use,
and supported by institutional resources, they are more willing to integrate such tools into
their workflow. This adoption not only enhances efficiency but also aligns with broader

organizational goals of productivity and innovation.

2.3 Review of Empirical Studies \
2.3.1 Work Ethics and Productivity < ’:

One of the main factors in a study is work ethic, which ha @nlﬁcant impact on
productivity by encouraging accountability, a good outlook v%, and moral behavior at
work. Strong ethical principles are exhibited by depe le, disciplined, and motivated
workers, all of which enhance job completion r%fb%e management, and the caliber of
work products. These attributes are espec&%’dportant in service-oriented positions like
office administration, where professignalism, responsiveness, and attention to detail are
among the intangible performanﬁcj\omponents that propel an organization's success.
Furthermore, it was demons‘fn@ that organizational learning, which is the process by which
companies gather, shar@d apply information to better behaviors and results, significantly
increases produQ.ii\%o rganizational learning promotes creativity and eliminates duplication
in job perfo@pce by promoting information exchange, skill growth, and adaptable thinking.
The s%/%’go confirms that organizational learning and work ethics account for around 45%
of the variation in employee productivity, with work ethic alone having a greater and more
direct influence (f = 0.51). This supports the notion that, in service businesses, a learning-
oriented work environment and ethical commitment are critical factors that influence
employee effectiveness. Therefore, it is essential to comprehend and promote these

organizational and behavioural aspects in settings such as public institutions, where
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administrative productivity is a crucial auxiliary to institutional efficiency. Productivity must
be viewed as a consequence of institutional culture, personnel behaviour, and the strategic

use of knowledge and tools in addition to output volume?>.

The purpose of a study was to investigate the relationship between work ethics and
productivity in Nigeria's public sector. The study, which utilized a descriptive research
approach, aimed to determine the obstacles that low work ethics present to sector
organizational productivity. To ascertain the connection between @3 ics and
productivity, standardized questionnaires were used to gather datAQom public sector
personnel. Statistical methods were then used to evaluate the r% he findings showed
that poor work ethics, including indiscipline, lack of dedi and absenteeism, seriously
impair public sector output. The study came to the %ﬁ

o)

to ethical standards, and training is

ion that increasing work ethics
through leadership by example, rigorous adher

essential for raising productivity in Nigeria@ic sector3®,

)

Predicting employee productivity Kﬁg\mganizational learning and work ethics was the goal
of another study. A descriﬂ\i%-correlational design was used in the study. Cochran's
algorithm and a rando pling approach were used to choose 205 workers from the
population, whi @ ade up of 404 Social Security employees. Standardized tools such as
Gregory's V\@ ethic scale, Nife's organizational learning questionnaire, and Hersey and
Bla@ employee productivity questionnaire were used to gather data. The Cronbach's
alpha test was used to verify the instruments' dependability, and the results showed an
internal consistency of 0.84. Amos version 24 was used for inferential analysis, whereas
SPSS version 26 was used for descriptive statistics. The results showed that organizational
learning and work ethic jointly accounted for 45% of the variation in worker output.

Additionally, both work ethics and organizational learning had statistically significant (p <
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0.05) effects, with work ethics having a bigger influence (B = 0.51) than organizational
learning ( = 0.43). The findings demonstrated that cultivating moral principles and a culture
that values learning are essential tactics for raising worker productivity. According to the
study's findings, in order to increase productivity in a sustainable way, firms should give top

priority to fostering work ethics and creating organizational learning systems?’.

The purpose of the research "The Effect of Work Ethics of Employees on Work
Performance" was to evaluate the ways in which work ethics affect @employee's
performance at Divine Word College of Laoag in the Philippines.’%n%yee data was
gathered by the researchers using survey questionnaires an criptive-correlational
approach. All of the institution's personnel made up y's population. The tool
evaluated the relationship between three aspects of Q{k erformance, task performance,
contextual performance, and counterproductive w@rgbehaviour—and three aspects of work
ethics: attitude toward the job itself, morzﬁ\\@ude toward work, and intrinsic motivation.
The study's conclusions demonstrateﬂ@orkers had excellent work ethics in each of the
three areas. In a similar VeinA}@%erformed well in contextual and task-related tasks and
exhibited few instances Q}nterproductive conduct. More significantly, statistical study

showed that indivj work performance and work ethics were significantly correlated.

According t&@tdy’s findings, workers who have higher ethical orientations are more

likely to %
result\s\/gQ

sponsibly and effectively at work, which directly improves organizational

The purpose of a study was to investigate how work ethics affect employees' performance in
firms. Using a qualitative research methodology, the study examined the literature to
investigate the connection between work ethics and employee performance, taking into

account elements including motivation, job satisfaction, and cultural and personal values.
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The authors listed the essential characteristics of work ethics including honesty,
accountability, dependability, professionalism, and a dedication to excellence, and examined
the ways in which these factors affect organizational outcomes such as job satisfaction,
productivity, and staff retention. The study underlined how crucial it is to foster strong work
ethics through unambiguous standards, chances for training and growth, encouraging work
settings, and acknowledging moral actions. According to the research, encouraging strong

work ethics in staff members might boost output and organizational success®. QQ

Another research looked into how work ethics might improve employee performance in
Sultanate of Oman governmental enterprises. A quantitati criptive-correlational
methodology was used in the study to investigate the rel '@p between work ethics and
employee productivity. Employees from certain publi@g organizations were included in
the statistical population, and stratified random s@%g techniques were used to calculate
the sample size. A systematic questionnz@tended to gauge important aspects of work
ethics and employee performance wﬁ@ to collect data. Cronbach's alpha was used to
confirm the instrument's dep.en ’gcy, showing satisfactory internal consistency. In order to
evaluate hypotheses, dat v@}analyzed using AMOS and SPSS software, which combined
descriptive statis‘figs\' ith structural equation modelling. The results showed that different
aspects of or@cs had a significant impact on employee performance and explained a
considera ount of the variation in productivity outcomes. According to the study, work
ethics\bﬂd a beneficial effect on employees' motivation, accountability, honesty, and
timeliness, all of which improved total organizational performance (p < 0.05). Furthermore,
the findings demonstrated that moral behaviour promoted a positive work atmosphere, which
increased employees' dedication and job satisfaction. The authors suggested that Omani
public organizations use work ethics awareness and training programs as strategic

interventions to increase staff productivity in light of the findings. The study underlined that
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developing strong ethical beliefs improves public trust and organizational success in addition
to improving individual performance. In summary, this study offers empirical evidence for
the crucial role that work ethics play in raising employee performance in Oman's public
sector, highlighting the necessity of ongoing ethical standards promotion for long-term

organizational success*.

Finally, one research sought to investigate how work ethics affected the per nce of
workers at international small and medium-sized businesses (SMEs) 1 1-Hassan
Industrial Estate. The study used a quantitative descriptive—corr&&ional approach to
ascertain how different aspects of work ethics relate to and affect ees' job performance.
Employees of many foreign SMEs working inside the es e up the population, and a
random sampling approach was used to choose the @p ¢ size (precise sample size not
stated). A self-administered questionnaire that c@%d validated measures of work ethics
elements including discipline, accountab’ﬂ'\ dedication, and integrity as well as job

performance indicators like producti'v@)rk quality, and collaboration effectiveness was
used to gather data. Cronb%clx@gha reliability analysis verified the instruments' internal
consistency, with alpha \@ above the permissible limit. While inferential statistics,
specifically multi.pgeq‘%ression analysis, were utilized to evaluate the impact of work ethics
on job perfo @descriptive statistics were utilized to characterize demographic traits and
variable utions. The findings showed that work ethics and job performance were
signi%antly positively correlated (p < 0.05). In particular, gains in employee engagement,
responsibility, timeliness, and general job performance were linked to greater work ethics.
According to the study, work ethics accounted for a significant amount of the variation in job
performance, indicating that SMEs seeking to improve operational outcomes must cultivate

strong ethical beliefs within their workforce. The author came to the conclusion that

multinational SMEs in the Al-Hassan Industrial Estate may significantly enhance employee
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job performance by fostering work ethics through organizational policies and training
initiatives. To gain a competitive edge and sustain development, the report advises SME

managers to make ethical work practices a top priority in their HRM plans*!.

While studies from the Philippines, Oman, and Jordan emphasize the universal role of work
ethics in improving task performance, job satisfaction, and accountability, Nigerian evidence
highlights the same pattern within higher education and administrative systems. E ample,
a study demonstrated that ethical principles such as honesty, teamwork, ponsibility
explained 48% of the variance in knowledge management practicé&cross colleges of
education, directly linking work ethics to organizational learning ductivity®. Similarly,
another study showed that professional ethics in secretaria e including confidentiality,
reliability, and orderliness strengthened office perfor e, a finding that resonates strongly
with service-oriented roles such as office mana%bén% A study extended this discussion to
record management, where strong practwes\@ord creation and classification (Mean = 3.76)
improved efficiency, though Weakn'e& in storage systems limited productivity. These

Nigerian findings align with gl&@%vidence but place stronger emphasis on administrative

integrity, documentatio@\hical responsibility as key drivers of productivity in public

R

2.3.2 Arti@l Intelligence Usage and Productivity

institutions2®.

In tlﬁ&dy, the productivity impacts of generative artificial intelligence (Al) tools on
knowledge workers were empirically evaluated. The study measured how individual worker
production and efficiency are impacted by access to Al-powered generative tools using a
randomized controlled trial approach. Knowledge workers selected at random from a variety
of industries made up the experimental sample. They were split into treatment and control

groups. For tasks including content production, coding, and data analysis, the treatment group
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had access to generative Al tools, whereas the control group completed the same tasks
without AI support. Performance measurements included output volume within a
predetermined time range, task completion time, and total productivity as assessed by work
quality. To ascertain the causal effect of generative Al use, data were gathered and examined
statistically using techniques such as regression analysis and t-tests. The results showed that
using generative Al tools significantly increased worker productivity, wit&reated
participants outperforming the control group in terms of job completion ti Qd output
quality (p < 0.01). The findings also indicated that Al support improved greativity and
decreased cognitive burden, freeing up employees to concentrate on@e omplex problem-
solving tasks. The study came to the conclusion that by enhaneingshuman talents, generative
Al has the potential to significantly increase productivit@knowledge-intensive activities.

The authors advised companies to carefully inclzde@erative Al techniques to optimize
I

worker productivity while guaranteeing pr. aining and moral application.  This
experimental data highlights how gen%r\t'éxl is revolutionizing workplace efficiency and
provides useful information for @nies thinking about implementing Al to improve

worker performance®. 'Q\AQ

In a study, the rfs’e\vghypotheses are supported by actual data and previously published
works. The ﬁ&ﬁ}pothesis was that Al integration is the most important predictor of
productivibeange and that it greatly increases firm-level productivity.  Studies
demwting significant productivity increases in businesses implementing Al technologies
lend credence to this. Second, it is predicted that Al will have a complicated influence on
employment, with higher firm-level productivity gains not always translating into lower
aggregate employment consequences. This theory was supported by research showing that

Al may enhance human work, creating new jobs and augmenting existing ones rather than

just replacing them. Third, it was postulated that variables including Al complexity,
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application domains, and staff attributes affect the advantages of Al integration. Evidence
showing that the effects of Al varied greatly depending on the environment and application
supported this. The results demonstrated that just using Al tools is insufficient without
planned and thorough integration, underscoring the crucial role that Al integration plays in
organizational operations. Additionally, the study found that employees' adaptation to Al
technologies varied by generation, with younger workers gaining more productivit}&n their
older colleagues. According to these generational views, age groups may di greatly in
their capacity to adapt to Al technology. Lastly, it provided actionable ad@:g or corporate
executives and legislators, promoting focused training initiatives a@\e creation of moral

guidelines to optimize Al's financial potential®. Q

Another study used extensive U.S. Census microdata t@%igate how artificial intelligence
(AI) technologies affect labour demand and firm4ey ol productivity. The goal of the study
was to determine if innovations related ta\\@icial intelligence (Al), as evidenced by Al
patents and patent citations, are lii quantifiable shifts in labour structure, firm
production, and performanc? (&@&s. The study combined labour and financial data from
several industries with —@t\d patenting activity using a quantitative, empirical approach
based on matche(.i 1§6V61 data from the U.S. Census Bureau. The researchers' unique Al
patent classi 1e®ch identified companies with a track record of Al innovation, was used
to quanti exposure. To evaluate the impact of Al patenting activity on important
indic}sﬁ like total factor productivity (TFP), employment levels, and wage growth over time,
the authors used econometric modelling techniques, such as instrumental variable (IV)
approaches to address endogeneity and difference-in-differences (DID) regressions. The
study's findings demonstrated that after developing or acquiring Al technology, businesses

classified as Al innovators saw a statistically significant improvement in productivity (p <

0.05). Furthermore, these companies tended to decrease demand for less demanding
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occupations while increasing demand for higher-skilled roles. Al-adopting companies saw
higher wage increases, especially for technical and administrative positions. The study came
to the conclusion that Al increases company productivity and skill-biased labour demand,
indicating that Al advancements can lead to both workforce restructuring and efficiency
improvements. The advantages are not uniformly dispersed, though, with productivity
increases focused in businesses that can successfully incorporate Al into their
operations. These results provide solid empirical support for Al's econopai %ﬁ\ and
emphasize the significance of worker reskilling and inclusive technologx&gt)on policies in
O
D

The goal of a study was to investigate how artificial intelli (AD) may improve worker

reducing the risk of job displacement*.

productivity and engagement in corporate settings. Thesstudy specifically looked at how Al-
driven tools and systems might affect workers' m&on, engagement in work procedures,
and overall performance results. The st@sed a mixed-method approach, integrating
literature synthesis, qualitative intér@ and survey data from workers in different
industries.  The survey was @%ned to gauge self-reported productivity, employee
engagement metrics (lik \ommitment, and absorption), and opinions of Al integration.
Regression analy.si@ one of the statistical methods used to examine the data in order to
determine the @ of correlation between the adoption of Al and the dependent variables
of produ and engagement. Contextual insights on how Al technologies (such as
chaﬂhwdigital assistants, automated processes, and Al-based feedback systems) impacted
daily work were given by the qualitative component. The results showed that employee
productivity and Al deployment were significantly positively correlated (p < 0.05), especially
when Al technologies were utilized to automate repetitive work, improve communication,
and aid in decision-making. Additionally, the study discovered that when Al systems were

clear, easy to use, and viewed as enhancing rather than endangering, they increased employee
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engagement. According to the study's findings, if Al technologies are implemented with
suitable change management techniques and in line with worker requirements, they may
effectively promote engagement and productivity. It did, however, provide a warning against
excessive automation or a lack of human-centered design, since these might result in
opposition or disinterest. By highlighting the significance of ethical and inclusive Al
adoption in the workplace, this study adds to the expanding body of research p&ving the

strategic usefulness of Al in organizational performance and human resource d@jment“i

The purpose of a study was to evaluate the effects of artiﬁcial4\telhgence (AI) on
employment and production in various industries and to find r@% ethods for assessing
these effects in the face of sparse empirical data. The goa study was to balance actual
macroeconomic and firm-level developments with theg{{ic predictions. The author used a
literature-based analytical strategy to do this, @rgning data from early Al adoption,
economic modelling, and current empiric}\\@ theoretical studies. Particularly in OECD
nations, the study focused on diﬁ‘%ml ting between visible (real-world) results and
prospective (theoretical) pro:h&@impacts. In addition to comparing sectoral productivity
statistics, innovation diffi @dicators, and employment trends, the research also looked at
proxies for the Qe@ent of Al, such as investments, patents, and survey-based digital
readiness in e@econdary data from global economic databases and earlier studies used
as the em foundation instead of any primary data collecting. The results showed that
althou QAI has a great deal of theoretical potential to increase productivity, particularly
through automation and optimization, the actual productivity growth that can be attributed to
Al alone is still quite small and concentrated in a few industries, including manufacturing,
finance, and information technology. Furthermore, the impacts of displacement on

employment were found to be unclear: new professions and vocations are developing,

frequently needing higher skills, while other regular ones are at risk of automation. The study
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came to the conclusion that there is little but increasing evidence of Al-induced productivity
improvements in macroeconomic indices as of right now. It underlined that in order to fully
capture Al's economic impact, more precise, firm-level data and uniform measurements are
required. It also emphasized that, given the rapidly advancing capabilities of Al,
governmental frameworks must be created to facilitate skill development and employment
migrations. By pointing up methodological difficulties as well as preliminary\data in
evaluating Al's dual effects on employment and productivity, this study adds mpirical

e
literature and encourages academics and policymakers to give j{;&\y measuring

instruments and longitudinal tracking top priority“®. 0

Q
In order to determine if and how the use of artificial in ce (Al) improves company
performance in the context of the German economy, this,study set out to investigate the link
between Al adoption and firm-level productivit;.b@/lannheim Innovation Panel (MIP), a
representative sample of German businesse&@vided firm-level survey data that the authors
employed in their quantitative empirfo@nique to achieve this. Businesses that indicated
active Al adoption or devel(.)p&@&etween 2018 and 2020 were the study's primary focus.
The methodology addre a@idogeneity and selection bias using econometric modelling
with a control ﬁn.lc,t\' approach. After adjusting for firm size, industry, R&D intensity, and
other innovg@ted factors, total factor productivity (TFP) was calculated and compared

between
3

Al awticeably more productive than those that don't, particularly when Al is combined

pters and non-adopters. According to the study's findings, businesses that use

with other digital technologies that complement it (such cloud computing and big data
analytics). In the knowledge-intensive service and industrial industries, the productivity
benefit was more noticeable. Additionally, companies who invested in R&D and used Al
experienced the biggest performance improvements. The study found that while adopting Al

can boost productivity, its advantages are greatest when accompanied by complementing
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skills like skilled personnel, digital infrastructure, and innovation initiatives. The authors also
pointed out that, particularly for small and medium-sized businesses, public incentives to
promote the adoption of AI should concentrate on creating these complimentary
circumstances. By emphasizing the variation in productivity results based on business
characteristics and technology complementarities, this paper adds to the expanding body of

empirical data on the economic advantages of Al at the microeconomic level®’. \

Investigating the connection between artificial intelligence (Al) utilizatio orker and
company productivity in Japan was the aim of a study. It sough ggr preliminary
empirical understanding of the relationship between Al adopti% abour outcomes and
company efficiency. at order to do this, the author used ique survey datasets: (1) a
worker-level survey that focused on how people perc@ at their workplaces, and (2) a
firm-level survey that gathered responses from a V&Of sectors and business sizes in Japan.
Both qualitative and quantitative data b@l use, implementation status, anticipated
advantages, and perceived effects '\%@%cluded in the data. Regression analysis and
descriptive statistics were us.e(&é study to evaluate the relationship between Al adoption
and firm-level producti iQ\\neasures including labor productivity and total factor
productivity (TFE’)& study looked at how individual work performance, job happiness,
and perceived @tivity were impacted by Al technologies at the worker level. The firm-
level surv sults showed that, on average, Al-adopting businesses reported greater levels
of pr&vtivity than non-adopters. The productivity gap's extent, however, differed depending
on the business size and industry, with larger companies and those in the manufacturing and
information and communication technology (ICT) sectors exhibiting more noticeable
advantages. Employees that utilized Al-based solutions reported increases in task efficiency

and job performance, particularly in repetitive or data-heavy activities, according to worker-

level statistics. The study came to the conclusion that although Al use is positively correlated
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with productivity, its benefits are still being seen and might vary depending on a number of
variables, including labour skills, complementing IT infrastructure, and organizational
preparedness. It underlined how crucial it is to keep gathering and analyzing data in order to
comprehend the long-term effects of Al on employment and production. This study adds to
the worldwide knowledge of Al's economic ramifications at the corporate and person levels

by offering important early empirical evidence from a non-Western culture*. \

This study set out to investigate the ways in which artificial intelligence @ught boost
productivity in a variety of organizational contexts, especially in de\éQEing nations. The
goal of the study was to pinpoint the precise ways in which Al irr@ orker performance,
decision-making, and operational efficiency. The study u alitative research approach
to accomplish this, bolstered by a review of prev'@ esearch and case studies from
businesses that have used Al. The study mostly co&ated on industries including banking,
healthcare, manufacturing, and service d&@ where Al deployment was either already
under way or growing. The study's'% me from secondary sources, including reports,
earlier empirical research, aI}d 0, ‘glational records that showed how Al tools like chatbots,
machine learning algorit ,\1d robotic process automation, affect important productivity
metrics. In order educe trends and conclusions, the author conducted a qualitative
analysis of t es@ According to the study's findings, Al greatly increases productivity by
speedin % ta-driven decision-making, automating repetitive processes, and lowering
hum}vfror Al has also been shown to help with customer service and strategic planning,
which improves time management and increases production per worker. Additionally, the
study discovered that productivity increases were more transformational and long-lasting in
settings where Al was combined with human work (human-AI cooperation). According to the
study's findings, if Al implementation is sufficiently backed by digital infrastructure and

workforce upskilling, it might significantly increase productivity, particularly in
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environments with limited resources. It did, however, issue a warning that the use of Al
might worsen economic inequality and skill disparities in the absence of inclusive digital
strategy. This study advances the empirical knowledge of Al's influence on productivity,

especially in emerging nations where there aren't many studies of this kind®.

Using a quantitative empirical approach and panel data analysis, a study sought to understand
how Al innovation affects economic productivity by examining the relationship 'eA&een Al
development and productivity growth across nations by examining Al patenfag liometric
data globally. During a certain time period (particular years not state regg‘,aset included
Al-related patent applications and scholarly articles from severa% s. The sources of Al
patents and bibliometric data, which represent the results esearch, were international
patent offices and important scientific databases, resp(\iv y. Labor productivity and total
factor productivity (TFP), two economic Variables&national level, were used to calculate
productivity metrics. After adjusting for ’bs institutional and economic factors, the
research used econometric modelling s&&ﬁxed—effects and random-effects regressions to
evaluate the impact of AI:rel&@\nnovation on productivity growth. The results were
validated by robustness \he findings showed that Al research output and patenting
activity had a stalt'ss\ﬁ%lly significant positive effect on productivity levels, suggesting that
nations wit m@vanced Al innovation often saw larger productivity improvements (p <
0.05). Th: also emphasized regional variation, showing that advanced economies gain
more the advancement of Al in terms of increased production. The authors came to the
conclusion that funding AI innovation, as evidenced by research papers and patent
applications, is a major factor in raising productivity throughout the world. In order to
properly capitalize on the economic advantages of Al technology, they underlined how

crucial it is that authorities support Al research and development ecosystems. The strategic

significance of Al in improving global economic performance and productivity is empirically
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supported by this study, which emphasizes the necessity of ongoing innovation and Al tool

adoption across a range of industries°.

The relationship between artificial intelligence (Al) and productivity has become a central
concern in recent scholarship, with researchers investigating its implications across different
levels of analysis. A study emphasized that, although robotics has been the subject of
extensive empirical investigation, evidence concerning Al remains limited largel ause of
the absence of comprehensive firm-level datasets. Their study indicates th @1 robotics
have contributed to gross domestic product (GDP) growth at the A{roeconomic level;
however, the effects on labor are mixed, depending on whether % ology substitutes or
complements human work. Importantly, they argue that r ranular data are required to
better understand how Al adoption influences produc@r t the firm level, affects patterns
of new firm formation, and reshapes regional ec&sﬁ. In response to this gap, another
study>* provide one of the first large—scale@(%al analyses directly linking Al innovation
to labor productivity at the firm level; ing on a dataset of 5,257 Al-patenting firms from
four continents between 200.0 16, the authors demonstrate that Al patent applications
exert a positive and stati 'e@signiﬁcant effect on labor productivity, even after controlling
for other innovzitisv\' ctivities. Their findings further suggest that this impact is most
pronounced ar@ small and medium-sized enterprises (SMEs) and firms in service
industries/ e flexibility and adaptability enable more rapid integration of Al technologies
into p\sﬂuction processes. Nonetheless, they also observe that productivity gains in certain

sectors may be delayed by the time required for complementary innovations, workforce

reskilling, and organizational restructuring>.

At the micro-institutional level, a study> explore the perceived effects of AI on the

productivity of lecturers in higher education institutions in Taraba State, Nigeria. Their
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survey-based analysis reveals that Al tools enhance lecturers’ productivity across multiple
domains, including administrative tasks, teaching, research, assessment, and student
mentoring. For example, applications such as intelligent tutoring systems, automated grading
platforms, and research-support tools were reported to reduce routine workload, improve
efficiency, and facilitate student-centered learning. The study concludes that integrating Al
into higher education holds significant potential for improving both teaching effe{tiveness

and research outcomes, provided institutions invest in the necessary inf@ture and

C

training. ’\
These studies highlight the multifaceted ways in which Al contri productivity. At the
macro level, Al is associated with national output growt resents mixed labor-market

implications®. At the firm level, empirical evideane{g ests a measurable and positive
relationship between Al innovation and producti@%articularly in adaptable and service-
oriented enterprises®*. At the micro leVN\\QI is perceived as a valuable enabler of
professional productivity in educati(;@cularly by reducing administrative burdens and
enhancing pedagogical pracEic&@w converging evidence underscores the transformative

potential of Al while }@\)oiming to contextual factors such as data availability,

productivityg@hg effects.

2.3.3\@}rk Ethics, Artificial Intelligence Usage and Productivity

complementary in{t\' tions, and institutional readiness that mediate the extent of its

By examining the ways in which artificial intelligence (Al) enhances job performance while
also taking into account the ethical implications and practical applications of such
technologies in contemporary workplaces, a study worked to close the gap between
technological advancement and ethical work behavior. The research employs a mixed-

methods approach, combining quantitative data from existing literature and empirical case
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studies with qualitative insights. The study used data from a variety of industries, including
healthcare, finance, manufacturing, and education, where Al tools, such as machine learning,
predictive analytics, and intelligent decision-support systems, have been implemented to
enhance human capabilities. The results show that by automating repetitive jobs, enhancing
judgment accuracy, and speeding up operations, Al improves work performance. Al helps
workers by reducing effort and providing access to real-time analytics, which resu&l more
knowledgeable and effective work practices. Additionally, the incorporatio Al in job
execution was found to boost worker satisfaction in occupations whsi&h&: p facilitated
O
D

% using Al at work. Concerns

better time management and task completion.

The study does, however, also highlight the moral implicatig
about algorithmic unfairness, employment displacew, data privacy, spying, and the
possibility of becoming overly reliant on Al syste&re brought up. They maintained that
in the absence of ethical protections, problé@rith trust, a loss of autonomy, and employee
resistance might erode Al's producti\ﬁ%ga s. The study came to the conclusion that robust
ethical frameworks, open AI gi\@xnce, and ongoing employee involvement are necessary
for the successful integr. 'o@AI in work environments. In this situation, ethical alignment
becomes an esser.ltg\' art of professional ethics, promoting trust and productive Al-human
cooperation T@y added to the body of literature by emphasizing Al's dual function as

an ethical@ma and a tool for improving performance, especially in light of the rapidly

chanhgdi gital workplace’!.

The influence of artificial intelligence (AI) on work performance and the ethical issues
surrounding its implementation are the main topics of a research, which examined the
revolutionary role of Al in human resource management (HRM). The authors' goal is to

assess how Al-enabled HR processes, like hiring, training, employee assessment, and
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workforce analytics, impact HR professionals' productivity and efficiency as well as the
performance of the entire company. The paper explored the practical advantages and moral
dilemmas of implementing Al in HR settings using a qualitative case study methodology
enhanced by survey data from HR professionals in various businesses. By decreasing manual
duties, increasing recruitment accuracy through algorithmic matching, and facilitating more
objective performance evaluations through data-driven tools, artificial intelligence (Al) has
dramatically enhanced work performance, according to the data gathered. %rt also
highlighted how Al-powered HR solutions help companies disco e&performing
individuals and successfully customize training programs, whicl%@ helps them develop

better personnel management strategies. Q

Strategic alignment and increased worker productivit@@ﬁrectly correlated with this HR
process optimization. Nonetheless, the study's (&ion revolves around ethical issues.
Fairness in algorithmic decision-making, b\\@le bias in Al hiring tools, openness of Al
operations, and employee data pri re cited as major obstacles. Unchecked Al
applications, according to ttle &@(S, may result in unethical decision-making, employee
mistrust, and discriminat cts. According to the report, companies implementing Al in
HR should set e).qrsl'\m%et 1cal standards, include human review in decisions made with Al
assistance, and @ct routine audits of Al technologies to prevent bias and guarantee equity.
The best y for preserving moral integrity and enhancing work performance is seen to
be aMid one in which Al complements human judgment without taking its place. In
conclusion, the study added significantly to the body of literature by showing how Al may be
used to improve job performance and HR efficiency, as long as ethical frameworks are in

place to direct its application®?.
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With a focus on organizational changes, working conditions, and ethical considerations,
research explores the complex effects of artificial intelligence (AI) on the contemporary
workplace. The study explored how the incorporation of Al systems is changing conventional
employment arrangements, drawing on empirical data from the Joint Research Centre of the
European Commission as well as other case studies from other European businesses. The
authors noted an increasing trend in the use of Al for monitoring, decision-making, and
supervisory tasks in industries like manufacturing, logistics, and cus support.
According to the study, implementing Al changes the nature of work an@}man-machine
interactions considerably, even while it increases operational e and productivity
through automation, predictive maintenance, and workflow septimization. One of the main
conclusions is that, especially for lower and mid-level e@yees, the use of Al frequently
leads to job intensification and de-skilling. h@sed monitoring and algorithmic
management—in which Al systems asks, assess performance, and even
proposed hiring or firing—are to g&\or this.  Concerns about job satisfaction,

psychological health, and employe@]omy are seriously raised by these practices>?.

The study demonstrated Q},\from an organizational perspective, Al might result in new
types of digital Ta m, where workers' freedom is diminished by task fragmentation and
continuous dat 1tor1ng However, in more participatory workplaces where workers are
consulted I deployment, the outcomes are more balanced and beneficial to innovation
and uct1v1ty development. The study's discussion of ethical issues focuses on
responsibility, openness, and equity. The authors warn against the unrestrained use of Al
systems that are trained on biased datasets or lack explainability, since this might exacerbate
already-existing job disparities. They support co-designing Al systems, stressing the value of
human supervision, collective bargaining, and well-defined legal frameworks to protect

workers' rights. Overall, the research makes a substantial contribution to our knowledge of
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the dual nature of artificial intelligence (AI) in the workplace: its capacity to increase
productivity and change work procedures, as well as the urgent need for inclusive governance

and ethical boundaries?.

In extending this discussion, research on work ethics and knowledge management provides
important parallels. For instance, studies in Nigerian colleges of education have shown that
positive work ethics such as; honesty, teamwork, and responsibility, significa prove
knowledge creation, documentation, and application®. Similarly, profe ethics in
administrative roles, such as confidentiality, reliability, and impartialityzhave been found to
enhance performance and trust in organizational systems'’. Th ngs suggest that the
ethical integration of Al into workplaces cannot be detac @1 broader traditions of work
ethics, which remain crucial in guiding responsible be%@Moreover, insights from record
management studies emphasize that technology—d&oractices must be supported by strong
ethical policies and staff training to E@ accountability, security, and long-term
productivity>®. Therefore, the ethica'l@nges of Al-bias, transparency, and autonomy,
mirror the broader principles of sional and work ethics, underscoring that human values

must remain central to @ity gains in digital workplaces®.

The study con @ “Influence of Research Self-Efficacy on Research Productivity of
Academic S@ in Private Universities in Oyo State, Nigeria” provides critical empirical
insight %’pbhow internal cognitive factors shape performance outcomes in academic
environments. Their work was driven by the understanding that research productivity, a core
component of institutional advancement and prestige, depends not only on external
conditions such as funding and infrastructure but also on intrinsic psychological drivers like

belief in one’s capacity to conduct and complete research successfully. Within Nigeria’s

private university system, where institutions continue to grapple with challenges of visibility,
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research culture, and staff engagement, the study sought to determine whether confidence in

research ability significantly influences variations in academic productivity among lecturers®°.

Drawing on the Social Cognitive Theory, the authors conceptualized research self-efficacy as
the degree to which academic staff believe in their ability to plan, execute, and disseminate
research successfully. This belief, they argued, functions as a motivational determinant that
affects effort, persistence, and resilience during the research process. Lecture \k{h high
self-efficacy are more likely to initiate and sustain scholarly activities contextual
challenges such as limited funding, workload, or administrative c@ints. Conversely,

lecturers with low self-efficacy tend to avoid research activities % on them prematurely,

thereby contributing to low productivity in private unive % This theoretical argument

aligns with technology adoption frameworks that emp@z cognitive beliefs and perceived
ability as central to behavioural outcomes, an aponsistent with this study’s constructs
of perceived usefulness and perceived easﬁ\\@Jse under Artificial Intelligence (Al) usage,
which likewise emphasize belief 'a@, nfidence in using digital tools to enhance
productivity®®. Adopting a dssi@& survey design, quantitative data were collected through
a structured questionnair @buted to academic staff across selected private universities in
Oyo State. The angt\' ent measured self-perceived competence in research and the actual
level of resear ductivity, which included publications, conference presentations, and
collaborat%%orks. Stratified random sampling ensured representation across disciplines,
and XV instrument’s internal consistency was confirmed through Cronbach’s alpha
coefficients above 0.80. Both descriptive and inferential analyses, including correlation and

regression, were employed to test the hypotheses and determine the extent to which research

self-efficacy predicts research productivity®.
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The results revealed that academic staff demonstrated a generally high level of research self-
efficacy, indicating confidence in their capacity to conduct research across the stages of
problem identification, literature review, data analysis, and publication. However, research
productivity was found to be moderate, suggesting a discrepancy between the level of
confidence and actual scholarly output. The gap was attributed to contextual and structural
barriers such as inadequate research incentives, limited institutional support, and &peting
administrative roles. Nonetheless, the inferential results showed a signiﬁca@ positive
relationship between research self-efficacy and research productivity. Lecturess who scored
higher in self-efficacy also recorded higher levels of publication ®larly engagement.
Regression analysis confirmed that research self-efficacy @ significant predictor of

research productivity, explaining a substantial propo.@ of the variance observed in

performance outcomes. This finding underscores t e@ll role of self-belief and motivation

as catalysts of productive behaviour™. \Q’b

The implications of these findings ar'e@gly relevant to this study, which examines Work
Ethics and Artificial Intelligsn&@gge as determinants of Office Managers’ Productivity in
Public Universities in ate, Nigeria. As established in the study that self-efficacy
determines researg&r ormance, this study’s constructs of perceived usefulness and
perceived e se@se reflect similar belief systems regarding an individual’s perceived
competen d comfort in using Al technologies to achieve efficiency and accuracy in
administrative duties. Both constructs emphasize cognitive perceptions as antecedents of
performance outcomes. In the same way that self-efficacy fosters confidence in research
activities, perceived usefulness and ease of use enhance the willingness and motivation of
office managers to adopt Al tools for effective task execution. Additionally, the study’s

emphasis on self-efficacy resonates with this study’s work ethics constructs of duty

compliance and rule integrity. Both sets of constructs embody the internalized sense of
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responsibility and adherence to professional standards that drive effective performance. High
research self-efficacy promotes self-discipline, accountability, and persistence, just as duty
compliance and rule integrity encourage office managers to uphold ethical conduct and
organizational rules to maintain productivity. Thus, the findings provide empirical
reinforcement for the assertion that internalized ethical discipline and cognitive self-belief

jointly contribute to professional efficiency and output quality>°. \

It was concluded that universities must actively foster environments t t@ research
confidence among academic staff through mentorship, training, and Wr‘uve institutional

2

policies. Such interventions, they argued, would enhance self-efficacy and

consequently improve research productivity. These recomions bear direct relevance to
O

the present study, which underscores the importance@ anizational initiatives aimed at
improving office managers’ perception and util@Gn of Al tools. Similarly, promoting

adherence to institutional ethics, analogous‘é\@lancing self-efficacy, encourages a sustained

commitment to task excellence and organizational integrity®°.
Conceptually, the study highli e inherent link between belief and behaviour, reinforcing

the idea that internal m\:i}%n and self-assurance are critical determinants of professional
£ . o . .
performance. This %tandmg extends to workplace productivity and technology adoption
contexts, v@e internal attitudes mediate the relationship between resources and
perf@ . Empirically, their research contributes valuable evidence from the Nigerian
higher education context, validating that self-efficacy significantly predicts productivity
outcomes. Thematically, their findings align with the present study’s interest in how ethical
conduct and technological perceptions jointly shape productivity among administrative staff

in public universities®.
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A study titled “Digital Competence as Predictor for the Motivation to Use Artificial
Intelligence Technologies among Librarians in Edo and Delta States, Nigeria,” investigated
how digital competence influences librarians’ motivation to adopt and use artificial
intelligence (Al) tools in university libraries. Positioned within the contemporary shift toward
automation and data-driven services in academic libraries, the paper frames motivation as a
critical antecedent to actual use of Al technologies. Motivation is conceptualized as the
internal and external forces that propel individuals to adopt innovations, w, erceived
usefulness and perceived ease of use—central constructs drawn £r< the Technology
Acceptance Model, are treated as core motivators. The authors @that, while libraries
have historically integrated many digital systems (e.g., OP@J%, cloud computing), the
progression to Al-driven systems requires not only i@mctural readiness but also a
workforce equipped with sufficient digital com ta@nd intrinsic motivation to engage
with more complex tools. A descriptive su ign underpins the empirical approach, with
the population defined as librarians acro Bersity libraries in Edo and Delta States. A total
of 125 questionnaires were admiK@ed, with 107 duly completed responses returned,
yielding an 82 percent usablé onse rate. The instrument, adapted from validated measures
in prior studies, opera\'@%ed motivation to use Al through perceived usefulness and
perceived ease '0@ while digital competence was aligned with constructs in the
DIGCOMP g#ramework, information and data literacy, communication and collaboration,
digid&@rglt creation, problem solving, and safety and security. Data analysis employed
both descriptive statistics (means and weighted means) and inferential techniques, notably
simple linear regression, to test the hypothesis that digital competence would not significantly

influence motivation to use Al technologies®’.

Descriptive results indicate a generally favourable orientation toward Al among respondents.

Items measuring perceived usefulness returned high scores, with individual item means
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ranging from approximately 3.51 to 3.69 and a weighted mean of 3.6. Perceived ease of use
items also scored positively, producing a weighted mean of 3.4 and contributing to a grand
mean of 3.5 for motivation-related items. These descriptive indicators were interpreted by the
authors as evidence of high motivation to use Al, driven by beliefs that Al could enable
quicker task completion, simplify job functions, and improve job performance. On the
competence side, the digital competence components generated weighted means injthe high
range (grand mean = 3.3), with particularly strong scores in information a Qa literacy
(mean =~ 3.4) and communication/collaboration domains (mean ~ 3 3)QL)wer but still

positive scores appeared in digital content creation and probl , indicating areas

where capability development could be prioritized®. Q

Inferential analysis confirms a statistically significant @&ive relationship between digital
competence and motivation to use Al. The regre& model reported R = .450, R? = .202,
and Adjusted R* = .195, with a standard er@estimate of .35509. ANOVA results showed
model significance (F(1,105) = 26. = .000), and the model coefficient for digital
competence was B = .373.([3 ééO, t = 5.158, p = .000). From these results, digital
competence was found t @in roughly 19.5 percent of the variance in motivation to use
Al, leaving appr(zx’i\' ely 80.5 percent of variance attributable to other factors not explored
in the study. 'J@thors characterize the influence as significant but relatively weak in
magnitudé xeeommending that competence-building initiatives be complemented by other
moti%al levers to spur greater Al adoption. The discussion situates these findings within
established technology acceptance discourse, arguing that competence both directly fosters
motivation and reinforces perceived ease of use and usefulness. Specifically, librarians with
higher levels of information literacy and problem-solving capability are more likely to

perceive Al systems as manageable and beneficial, thereby increasing willingness to use such

systems. Demographic patterns reported in the paper indicate that younger librarians and
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those with formal ICT training tended to have higher digital competence and concomitantly
stronger motivation, highlighting the role of continuous professional development and formal
education in closing capability gaps. Institutional enablers—training programs, access to
resources, and administrative support—are identified as critical moderators that can amplify
the positive effect of individual competence on motivation. The implications of the study
emphasize practical steps for library management and policy: implement regular training and
workshops to strengthen digital competence, integrate Al-awareness modu@%o ibrary
science curricula, and develop institutional policies that encourage x&iylentation and
ethical use of AIl. The authors also note practical consideratio @ I deployment in
libraries, ranging from cataloguing automation to chatbots f@$ee services, and argue

that without a competent and motivated workforce, the t1a1 benefits of Al will remain

unrealized. The conclusion reiterates that perceiv

aﬁ%ness and perceived ease of use are
important motivational constructs and tha competence is a veritable predictor of

librarians’ motivation to use Al, albeit @ole determinant®.
[ ]

Relating these findings to th.e Q@ study on Knowledge of Al and Attitude towards Al on
Office Managers’ Practi e@public universities, a clear conceptual alignment emerges.
Digital competech&deﬁned and measured in the librarians’ study, corresponds to the
knowledge dimension of Al proficiency, familiarity with tools, ability to interpret outputs,
and capacﬂ'b adapt processes. Motivation, operationalized through perceived usefulness
and éw%of use, corresponds closely to attitude. In the administrative context, office
managers’ knowledge of Al (analogous to digital competence) can be expected to increase
positive attitudes (perceived usefulness/ease of use), thereby encouraging adoption and
practical integration of Al into routine administrative processes. The prediction that

competence explains a portion of motivational variance suggests a similar model for office

managers: knowledge will likely account for a meaningful but not exhaustive share of
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attitude toward Al indicating the need to consider organizational, cultural, and resource-

related factors as additional explanatory variables®.

Moreover, the librarians’ results underscore the importance of institutional support and
training in translating competence into motivation and then into actual use. For office
managers, institutional interventions, targeted Al training, policy frameworks, infrastructural
investments—will be essential to leverage knowledge into attitudinal change an imately,
improved administrative practice and productivity. The finding that dem l@c variables
(age, training background) affect competence and motivation also 6§gests that tailored
capacity-building strategies may be necessary to address hetero i ithin administrative
staff cohorts. Methodologically, the study offers an empiri @plate that can be adapted to
the office management context: using validated ins@@s to measure competence and
motivation, calculating grand means for descripti\&ght, and applying regression analysis
to test predictive hypotheses. The obseﬁ\®4dju5ted R? of .195 indicates that while
competence matters, multi—variabl‘e’\gmo elling (incorporating organizational culture,
incentives, workload, and .etl@onsiderations) would provide a fuller explanation of
motivation and adoption e@burs, an approach directly relevant to research exploring how

knowledge and at}i&nteract with work ethics to influence practice®.
N\

In another @y titled “Technological Readiness as Predictor of Artificial Intelligence

Teclxol}%y’b/\doption among Librarians in Nigeria” examined the influence of technological

readiness on the adoption of artificial intelligence (Al) technologies among librarians in

Nigerian academic institutions. Using a descriptive survey design, the study collected

quantitative data from 52 librarians across various institutions through a structured

questionnaire distributed via Google Forms. The instrument was developed based on the

Technological Readiness Index (TRI 2.0) which measures the extent to which individuals are
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prepared to embrace and use emerging technologies. The index categorizes readiness factors
into motivating dimensions (optimism and innovativeness) and inhibiting dimensions
(discomfort and insecurity), providing a balanced framework for assessing technology
acceptance behaviours®!. The study aimed to assess two major areas: (1) The prevalent Al
technologies available for adoption among Nigerian librarians, and (2) The level of
technological readiness influencing such adoption. In addressing these objectives, the authors
hypothesized that there is no significant influence of technological readiness @a option
among librarians in Nigeria®'. QJ

Findings revealed that Google Assistant (84.6%) was the most co xsed Al technology
among respondents, followed by Google Translator (57.7%)swhile tools like ChatGPT and
Chatbots recorded moderate usage (48.1%). These res@indicate that accessibility and
familiarity strongly shape the diffusion of Al tool w‘@ the Nigerian library system. Tools
that are freely available and integrated into existing workflows are more likely to be adopted,
unlike more advanced or subscriptior.l-;a&%stems that may pose usability or affordability
barriers. This insight reflects a br({ﬁg\pattem observed across developing contexts, where
cost and ease of integratioﬁ@%ﬁcanﬂy determine adoption patterns®'. Furthermore, the
study found that librari@egonstrated a high level of technological readiness, with a grand
mean score of %%-point Likert scale. Respondents expressed stronger agreement with
motivating @rs (Mean = 3.77) such as increased mobility and personal productivity than
with{/l@r)'glg factors (Mean = 2.90), which included concerns about overdependence on
technology and reduced interpersonal interaction. This suggests that librarians in Nigeria
generally possess positive attitudes toward technological advancement and recognize the
potential of Al tools to improve efficiency in service delivery. However, the regression
analysis revealed that technological readiness had no statistically significant influence on the

adoption of Al technologies among librarians (p > 0.05). Both motivating and inhibiting
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factors showed non-significant predictive power on adoption behaviour. This implies that
while librarians exhibit readiness and interest in technology, other contextual or institutional
factors may play a more decisive role in Al adoption. Such factors could include
organizational support, infrastructural adequacy, training opportunities, and management
policy, which were not captured as part of this study’s scope. The study’s findings align with
those of an earlier study that perceptions of technology usefulness and orgi'zational
readiness mediate the relationship between technological readiness and Al adoption®!.

In terms of theoretical grounding, the study reinforces the Technology Readiness Index (TRI
2.0) framework as a diagnostic model that explains attitudes to Kechnology within
professional contexts. However, its findings challenge %mption that readiness
automatically translates into adoption. In this case, libra@’ igh readiness levels did not
predict their engagement with Al technologies, g to the need for complementary
institutional enablers such as access to digit %§astructure, management encouragement,
and continuous professional develP}%\'xrograms. This has strong implications for
administrative and managerial role\ owledge organizations. For instance, in the context
of office managers in Nige’r@universities, as examined in this current research, similar
barriers may limit Al usageydespite favourable attitudes. Managers might express willingness
or optimism to Eliéé ools like scheduling software, document automation, or intelligent
data systems;“put without institutional provision and training, the translation from readiness
to a p@’gand ultimately to productivity, remains weak. Thus, the findings from the study
underscore the necessity of systemic, organizational-level interventions in complementing
individual readiness for technology-driven productivity. Additionally, the demographic data
in the study revealed that a majority of respondents were females (54%) aged between 3145

years (58%), and most possessed postgraduate qualifications in library and information

science. This demographic pattern suggests that professional librarians in Nigeria have the
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educational grounding and maturity level required for technology adoption but may face
institutional bottlenecks that inhibit effective utilization of Al tools. The study’s descriptive
analysis also reflected that 73% of librarians had already adopted at least one Al tool, further
confirming a baseline familiarity with Al-driven services in library operations such as
cataloging, user support, and data indexing®'.

In conclusion, the study provided empirical evidence that while Nigerian libra$ns are
technologically ready, readiness alone does not significantly predict Al adopti he study
highlights a critical gap between attitudinal readiness and actual implementation, signaling
the importance of addressing institutional, infrastructural, and poli ’% deficiencies that
moderate the relationship between readiness and adoption. the present research, which
focuses on Al usage and productivity among office mers, this insight suggests that
readiness, reflected in attitudes such as percei dt@%ﬂness and ease of use—must be
supported by effective workplace systems ical orientation, and managerial training to
translate into measurable productivit}: ks“.

A study titled “Situation AwareneS\ rtificial Intelligence Technologies among Librarians
in Edo and Delta States, 1\@%{’ examined the extent of awareness, knowledge, and
perceived readiness of h r?ans in Nigerian academic institutions toward the integration of
Artificial Intellj @I) technologies in library operations. The authors recognized that
libraries, a%uowledge management institutions, play a critical role in information
orga% , retrieval, and dissemination, all of which are being revolutionized by Al-based
innovations such as machine learning algorithms, natural language processing, chatbots, and
automated cataloguing systems. The study sought to assess the current level of awareness and
use of Al tools among librarians and to identify the challenges that may hinder Al adoption in

academic libraries within the Nigerian context. This focus is significant because the adoption

of Al technologies in professional environments such as libraries mirrors the broader
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organizational and individual behavioural responses to technological change, aligning
conceptually with this present study’s interest in Al usage and its relationship with workplace
productivity®?,

Employing a descriptive survey design, data were collected from professional librarians
working in universities and polytechnics in Edo and Delta States, Nigeria. The population
comprised librarians from different categories of academic libraries, including u&iversity,
polytechnic, and college of education libraries. A structured questionnaire w inistered
to elicit responses on respondents’ demographic characteristics, level of sts, exposure,
and attitudes toward Al technologies. The instrument also incl e s that examined
respondents’ perception of the usefulness and ease of use of %ns in carrying out their
daily work routines, such as cataloguing, indexing, circ@n management, and reference
services. Data were analyzed using descriptive st ‘[i&'&~ mean and standard deviation) and
inferential techniques to establish relationshi etween awareness levels, demographic
factors, and perceptions of Al’s usefulrse\'}applicability in library functions®?.

The findings revealed a moderate cg\)f awareness of Al technologies among librarians in
both Edo and Delta States. Ma@respondents indicated familiarity with Al-related terms such
as chatbots, machine ‘leatning, and automated systems, but only a few had practical
experience usi '@Ven tools in their libraries. While the librarians demonstrated a
positive atti% toward Al and acknowledged its potential to improve efficiency and service
deliv&q@tudy found a low level of implementation and utilization of Al technologies in
library operations. This gap between awareness and practical adoption was attributed to
several contextual challenges, including inadequate infrastructure, lack of training
opportunities, insufficient institutional support, and fear of job displacement. These findings

underscore a key concern in technology adoption research: that awareness and perceived
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usefulness of Al tools do not automatically translate into actual usage without adequate
institutional facilitation and supportive work ethics®?.

From a conceptual perspective, the study draws on principles consistent with the Technology
Acceptance Model (TAM), which emphasizes perceived usefulness and perceived ease of use
as determinants of behavioural intention to use technology. Librarians in the study generally
perceived Al as useful for enhancing their productivity, particularly in automating gepetitive
tasks, speeding up cataloguing, and improving user engagement through Al-dri Qnterfaces.
However, perceived ease of use was constrained by the lack of requisit t&lycal skills and
training. These constructs, usefulness and ease of use, align direct @:&tnis current study’s
operational dimensions of Al usage, suggesting that the=gfféetive adoption of Al in
administrative or academic work depends not mere@l awareness but also on an
individual’s competence, institutional readiness, (YBertion of technology as an enabler

of efficiency. ’b

The authors further observed that rnE)st i }ans believed Al tools could complement their
professional duties rather than r@ them, indicating a constructive attitude toward
technological change. Neve‘r{&ss, the gap in competence and institutional support was
emphasized as a key ﬁs@%n that needs to be addressed through capacity building and
policy framew k@y study recommended targeted professional training, institutional
investment N digital infrastructure, and the inclusion of Al literacy in library science
curri ungoalso called for policy support from the Nigerian Library Association and the
government to promote Al readiness in information management sectors®?.

The implications of this study resonate strongly with broader workplace dynamics, especially
in administrative and managerial environments like those of office managers in universities.

Both librarians and office managers function as knowledge and information processors whose

productivity depends on the ability to adapt to emerging technologies. Hence, the findings
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reinforce the understanding that Al adoption enhances operational efficiency only when
professionals possess the right ethical orientation, technical competency, and institutional
support. In this sense, the study’s emphasis on awareness and preparedness serves as an
analog to this research’s constructs of perceived usefulness and perceived ease of use—
critical factors that determine how Al tools are integrated into office management workflows
to improve task completion, time management, and overall productivity. Moregver, the
study’s findings underscore the significance of ethical considerations i pting Al
technologies, even though this was not its primary focus. Some reﬁ dents expressed

concerns about data privacy, the transparency of Al decision-maki
é

algorithmic processes—issues that have ethical implication@ concerns resonate with

the potential bias in

the work ethics component of this current study, whe@lcal compliance and integrity
remain crucial to ensuring responsible Al use.\Ti %rarians’ cautious attitude toward
unregulated Al tools highlights a deontologi oral perspective, acting responsibly and
adhering to professional codes even .wh komation could offer shortcuts or convenience.
In conclusion, the study offerex%able empirical insights into the intersection of
technology awareness, proféssi %ethics, and workplace adaptation. Their study revealed
that while there is gro%@%areness and positive perception of AI’s potential benefits, its
practical adopti '@s limited by structural, educational, and ethical factors. The findings
highlight t%importance of fostering both ethical responsibility and technological
com et@’bamong professionals for sustainable productivity gains®2.

A study titled “Artificial Intelligence Awareness and Readiness among Librarians in Nigerian
University Libraries” investigated the extent to which university librarians in Nigeria are
aware of and prepared for the integration of Artificial Intelligence (AI) technologies into

library operations. The authors argued that as the global information landscape evolves

rapidly, academic libraries must adopt Al-driven solutions to remain relevant in digital
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information management. Libraries are traditionally known as information hubs; however,
emerging technologies such as AI, machine learning, robotics, and natural language
processing are transforming the way information is stored, retrieved, and delivered. The study
thus sought to assess the awareness level, perceived readiness, and factors influencing Al
adoption among librarians in university libraries, providing insights into the human and

institutional variables that drive or impede technological adaptation in the academic

information sector®. Q

The researchers adopted a descriptive survey design. The study @ti}n comprised

professional librarians across selected federal, state, and private @

A structured questionnaire was developed to collect datas on\ librarians’ demographic

ibraries in Nigeria.

information, their level of familiarity with Al technolog nd their readiness to adopt Al
applications such as chatbots, recommendation s@ and automated cataloguing tools.
The data were analyzed using descriptive statigtics such as frequency counts, mean, and
standard deviation, alongside inferent'ga\'k to examine relationships between awareness,
.
readiness, and demographic chaéy\istics such as academic qualification, years of
experience, and institution t¥: indings revealed that while awareness of Al concepts was
relatively high among%r ndents, readiness for implementation was moderate to low,
indicating a signi *) gap between knowledge and practical adoption. Most librarians
reported h C‘Keard about Al applications through conferences, social media, and
profegi/@ development programs, yet only a small proportion had hands-on experience
with Al-based systems in their libraries. The results highlighted that many institutions had not
yet integrated Al infrastructure into their operations, and librarians lacked the necessary
technical skills to deploy and manage such technologies effectively. The study also noted that

institutional support, especially in terms of funding, training, and policy, was inadequate,

further constraining Al readiness®.
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A particularly important dimension of the findings was the librarians’ perceived usefulness
and perceived ease of use of Al tools, which were found to be strong predictors of their
readiness for Al adoption. Respondents generally believed that AI technologies could
enhance library efficiency, automate routine processes like indexing and cataloguing, and
improve user experience through intelligent systems capable of understanding natural
language queries. However, the perceived ease of use was low, as many librarians @idered
Al systems technically complex, requiring specialized training that was not r available
in most Nigerian libraries. These two constructs, usefulness and eas leyz, correspond
closely with the Technology Acceptance Model (TAM) dimensio Q&ped in this current
study’s framework for measuring Al usage among office ag% The TAM’s relevance
here is underscored by the similar behavioural pat@ of professionals whose job
performance depends on technology adoption: ﬂ@arians and office managers must
perceive technology as both useful and\egbo use before it meaningfully enhances

N

productivity®. . \
The study further revealed severa‘@ers to Al adoption in university libraries, including
inadequate technological 'i@s ructure, erratic power supply, insufficient internet
connectivity, limited i?@%nal investment, and lack of policy frameworks supporting
innovation. Ad '1@ many respondents expressed concern about job security, fearing that
Al could reg@e some traditional library roles. Nonetheless, the authors emphasized that Al
shou@’gn as a complementary tool that enhances rather than displaces human expertise,
allowing librarians to focus on higher-level intellectual and user-support tasks. This finding
aligns with global discourses on the future of work and automation, where Al integration is
increasingly associated with improved efficiency, accuracy, and task completion, provided

that ethical and professional standards are maintained. From a conceptual perspective, the

authors linked their study to theories of technological diffusion and organizational learning,
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suggesting that institutional readiness for Al depends not only on individual attitudes but also
on the organization’s adaptive capacity. The study emphasized that successful adoption of Al
in libraries requires a learning-oriented institutional culture that promotes experimentation,
training, and ethical responsibility. This resonates with the deontological ethical dimension of
the current study, where the emphasis on duty compliance and rule integrity highlights the
moral obligation of professionals to engage with technology responsibly and&thically,
ensuring that technological efficiency does not compromise professional value 63Q

Importantly, the study concluded that the integration of Al technologies i %rsity libraries
is inevitable, but the pace and success of adoption depend largel n ividual readiness,
perceived competence, and institutional support systems. %ors recommended the
introduction of Al literacy programs within library @)I‘mation science curricula,
continuous professional training for librarians; a@lstimﬁonal investment in digital
infrastructure to support Al-based services. 0 advocated for national and institutional
policies that promote ethical Al use, datd, privacy, and responsible innovation in academic
environments. Relating to the cu,ég\study’s focus on Al usage and productivity, this
research provides empirical'@port for the notion that professionals’ ability to use Al
effectively depends oﬁ& useful and easy they perceive the technology to be. The
librarians’ expe "1’\&3 ho what office managers in university environments may encounter
when integr@g Al tools like ChatGPT, MS Copilot, or Grammarly into administrative
proc@ mely, that perceived usefulness enhances willingness to adopt, while ease of use
determines sustained utilization. Furthermore, the emphasis on professional ethics and
institutional facilitation parallels the work ethics variable in this study, suggesting that both
moral commitment and institutional reinforcement are necessary for achieving optimal

productivity in technologically mediated workplaces®’.
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In summary, the study contributed significantly to the growing literature on Al adoption in
professional and academic settings. Their findings demonstrate that while awareness is
increasing, readiness remains low due to infrastructural and ethical constraints. They
underscore the importance of aligning individual capability with institutional vision and
resources to ensure sustainable technology-driven productivity. The study’s conceptual
emphasis on perceived usefulness, perceived ease of use, and readiness mirrors the &nstructs
employed in this research’s Al usage model, while its discussion of institution onsibility
and professional integrity reinforces the importance of ethical compli((i.n/ensuring that
technological innovations genuinely translate into impro
O

completion and

performance outcomes®’.
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24 Conceptual Model

Figure 1 depicts the conceptual model of the study, showing that the study has two
independent variables (Work Ethics and AI Usage) and one dependent Variable (Office

Managers’ Productivity).

Independent Variables Dependent Variable
. Office Managers' Productivity
‘Work Ethics
Duty C lianc
uty Compliance Ho; .
Rule Integrity ”
Input
H03 Process
—
Artificial Intelligence Usage Output
Perceived Usefulness HOZ -
Perceived Ease of Use

Figure 2.1: The'€onceptual Model of Work Ethics, Artificial Intelligence Usage and Office

Managers, Rroductivity.

Source: Researcher’s work, 2024.

This conceptual framework illustrates the hypothesized relationships between the
independent and dependent variables, as well as the specific indicators through which each
construct is measured. In this study, "work ethics" refers to the set of moral standards and

ideals that direct office managers' conduct and productivity. Duty Compliance and Rule
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Integrity are the two indicators that are used to conceptualize and measure work ethics in this

study.

Duty compliance is the extent to which office managers fulfill their institutional and work
duties out of an ethical obligation. It demonstrates the moral resolve to carry out designated
responsibilities diligently, not because doing so would result in rewards or penalties, but
because it is the right thing to do. Office managers are held to a high internal dard to
maintain professional standards, adhere to job descriptions, respect hie @ nd meet
deadlines under duty compliance. Office managers that exhibit high‘wy compliance are
anticipated to be consistent, on time, responsive to duties, and a le, all of which will

improve their task completion rate and overall productivity iontext of this study.

Rule Integrity is the degree to which office manager ere to and respect institutional rules,
regulations, and ethical norms when makin fb ions and going about their everyday
business. The deontological idea that mo N avior must conform to accepted norms that
.
are seen as universally binding serv‘ééﬁoundation. According to this study, rule integrity
is a reflection of office ma\m,%z’ rigorous adherence to procedural ethics, openness in
administrative procedu@ance of unethical short cuts, and general ethical discipline in
formal interacti ?\@rg rule integrity makes a manager more likely to stay out of trouble,

adhere to thexuleS; and maintain the integrity and effectiveness of their workplace.

ArtiiN&‘:glligence (AI) Usage is concerned with the application of Al tools in executing
office tasks. It is evaluated through the lenses of Perceived Usefulness and Perceived Ease of
Use, adapted from the Technology Acceptance Model (TAM). Perceived Usefulness reflects
the extent to which office managers believe that Al tools improve their productivity. For
instance, Al applications may streamline routine documentation, enhance decision-making,

and help complete tasks more efficiently. Perceived Ease of Use refers to the extent to which
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office managers consider Al tools as simple, intuitive, and effortless to integrate into their
daily tasks. If Al tools are seen as user-friendly and time-saving, office managers are more
likely to adopt and use them to improve performance. The dependent variable, productivity,
measures how well and efficiently office managers carry out their duties. The input-process-
output model is used to operationalize it, with a particular focus on Task Completion Rate as
the central productivity output. The ability of office managers to finish tasks withir&dlines
and with little oversight or rework is indicated by their task completion rate. Qonceptual
framework emphasizes how important it is for office managers at u &&‘ys to be both

proficient in technology and ethically inclined for enhanced product1

2.5 Summary of Reviewed Literature Q

After a thorough review of the available literatur @( ethics, artificial intelligence (Al)
usage, and productivity, several notable gaps emerged that justify the present study’s
focus on examining the influence of w ics and the use of Al on office managers’
productivity in public unlversmes‘{‘%sun State, Nigeria. These gaps are discussed under

conceptual, contextual, empfr@ d methodological dimensions.

\

A prominent concei' | gap identified in the reviewed literature is the lack of an integrative
.
framework thal@taneously links work ethics and artificial intelligence use to employees’
productivkb hin the university administrative environment. Most existing studies have
tendw treat work ethics and technology adoption as separate constructs influencing
performance outcomes. Research on work ethics often centers on moral obligations, rule
integrity, discipline, duty compliance and diligence as standalone determinants of ethical
behaviour and job performance, while studies on Al adoption focus largely on technological

acceptance, digital innovation, and automation in enhancing efficiency. However, very few

studies attempt to connect these constructs to examine their combined influence on office

82



managers’ productivity, especially within the context of public universities. The intersection
between ethical behaviour and technological competence remains largely unexplored. The
assumption that strong work ethics can complement the effective use of Al tools to enhance
administrative performance has not been empirically tested. This study bridges this

conceptual gap by exploring how ethical values and technological adaptation jointly predict

office managers’ productivity. \

Another significant gap observed is the contextual limitation of existing @] Much of
the available literature on work ethics and Al adoption originates frorA{vanced economies
such as the United States, the United Kingdom, China, and other r European contexts.
These environments often differ markedly from the socio- and institutional realities of
developing nations like Nigeria. Within the Nigerian@t t, a few studies have explored
work ethics among academic and non—academi&f; however, most have focused on
teaching staff, leaving out administrative p\\\@nel such as office managers, who play vital
roles in institutional coordination, réa@anagement, and administrative communication.
Furthermore, existing stud.ies étechnology adoption in Nigerian universities have

emphasized the use of I ®gital learning systems rather than Al-powered administrative

O

Consequent@here is a paucity of empirical evidence regarding the extent of Al use among

tools.

ofﬁcxr/@’gers, their perceptions of AI’s usefulness and ease of use, and how these
perceptions influence their task performance. The present study addresses this gap by
focusing specifically on office managers in selected public universities in Osun State, thereby
providing localized evidence in a setting where such empirical work is scarce. Empirically,
while numerous studies have explored either work ethics or technology use in relation to

productivity, few have done so within an empirical correlation or regression-based
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framework that quantifies the strength and direction of these relationships. Many previous
works have employed purely descriptive methods or qualitative approaches that provide rich

narrative insights but lack statistical evidence to establish causation or prediction.

Additionally, the operationalization of productivity in prior studies has often been too
abstract or generalized, focusing on overall employee performance or organizational success
without disaggregating productivity into measurable indicators such as task co n rate,
time management, or quality of output. This limitation makes it difficult ine how
ethical and technological factors specifically contribute to quantifiable productivity outcomes.
This study therefore seeks to fill this empirical gap by ado@ quantitative survey
approach, employing standardized instruments, and usi ferential statistics to test

hypotheses on the relationship and combined effects @o ethics and Al usage on office

managers’ productivity. ’bb{b
\S

Methodologically, existing research.rg&s\nconsistencies in the design and instruments
used to measure key constructs su&ﬁ% work ethics, Al use, and productivity. Many prior
studies on work ethics rely'@& -developed scales that are not standardized, while those
examining Al use often\@) models like the Technology Acceptance Model (TAM) but fail
to extend these '@ks to administrative roles outside the ICT sector. Moreover, there is
limited rese@t integrating both behavioural (work ethics) and technological (Al use)
Vari@ thin a single methodological framework. The majority of research on office
managers' productivity ignores the potential combined effects of digital competency and
ethical characteristics. The research is lacking in evaluating whether office managers'
accuracy, efficiency, and decision-making are enhanced by the combination of technology

adaptation and ethical responsibility. Most studies on work ethics employ attitudinal

measures, whereas Al-related studies focus on technical usage statistics or perceived
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usefulness. The present study bridges this methodological gap by developing a structured
questionnaire that incorporates validated items from prior studies on work ethics, Al
perception, and productivity, adapted to the administrative context of university office
managers. This allows for a more holistic and contextually relevant measurement of the study

variables.

Theoretically, much of the prior work on productivity is anchored o ’u&itional
organizational and motivational theories that do not account for the growi @pact of Al
technologies in modern workplaces. Similarly, ethical behaviour in @nizations is often

examined through moral philosophy or value-based models th@ ook how technology

mediates or moderates ethical performance. There is % orc a need to develop a
more integrated theoretical understanding that alig%et ical values with technological

competence as dual enablers of productivity. ’bb{b

This study contributes theoretically b.y Elng an integrated model that combines aspects
of Work Ethics Theory and the T@ogy Acceptance Model (TAM), thereby examining
how ethical responsibility compliance and integrity) and perceived technological
benefits (usefulness, e?sb?use) jointly influence productivity outcomes. This theoretical

synthesis enharc’:\ standing of productivity in the digital administrative workspace.

From a @ and policy standpoint, most university management frameworks in Nigeria
have}w'fully incorporated Al-based solutions into their administrative processes, nor have
they clearly defined ethical guidelines for Al-assisted decision-making. While there are
institutional efforts toward digitalization, the ethical dimensions of Al usage, such as fairness,
transparency, and responsibility, remain largely unaddressed. Furthermore, professional
development initiatives for office managers often emphasize administrative procedure and

communication rather than integrating digital ethics and Al competence as part of continuous
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capacity building. This study addresses some of these practical and policy gaps by providing
empirical evidence that can inform management decisions on how to balance ethical

responsibility with technological efficiency in university administration.
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Chapter Three

Methodology

This chapter presents the systematic procedures adopted for conducting this research on the
influence of work ethics and use of artificial intelligence (AI) on the productivity of office

managers in public Universities in Osun State, Nigeria. \

3.1  Research Design ( Q

The study adopted descriptive survey research design. This desig ich aligns with the
quantitative approach!, enables the collection of measurable dat%x a defined population.
The descriptive survey was considered appropriate for thi to empirically examine the
relationship between work ethics, Al usage, and off] nagers’ productivity. It also suits

the study due to the scattered and accessible ﬁ of the respondents across the public

Universities in Osun State. @
Q)
c,)\
©

The population of this §u®ompr1sed office managers working in public universities in

3.2  Population of the Study

Osun State, N1ger1 e include Obafemi Awolowo University, Ile-Ife; Osun State
University, Os \a University of Ilesa, Ilesa, Federal University of Health Sciences, Ila-
Orangun. s of the questionnaire were distributed to all identified office managers in the

aforw}h&)ned universities. The details of the target population are presented in Table 3.1

below.
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Table 3.1: Population of the Study

S/N  Institution Number of Office Managers
1 Obafemi Awolowo University, Ile-Ife 100
2 Osun State University, Osogbo 70
3 University of Ilesa, Ilesa 75
4 Federal University of Health Sciences, 17
Ila-Orangun \
a
Total 262 Q‘(
(
Source?3*3

S

The sample size of this study is 262. The study adoj Qotal enumeration sampling

33 Sample Size and Sampling Technique

technique. Since the total number of office mana e?hQﬁhe public universities is relatively
small and manageable, all members of the pop were included in the sample to ensure

comprehensive coverage and improved ac l}hc; of findings.

N

34 Description of the Resea& trument

A structured questionnai @employed as the primary instrument for data collection. The
instrument was de based on theoretical frameworks and validated scales from

relevant llterat 1s ivided into four sections:

Section %rbl' his section captures demographic data such as institution, gender, age,

educational qualification, and years of work experience.

Section B: This section evaluates office managers’ productivity based on three constructs of
productivity including input, process and output. Responses were rated on a 4-point Likert
scale: Very High Extent (VHE)=4, High Extent (HE)=3, Low Extent (LE)=2, Very Low

Extent (VLE)=1.
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Section C: This section measures work ethics. Items here are adapted from previous validated

scales and the constructs adopted are duty compliance and rule integrity.

Section D: This section assesses the extent of artificial intelligence usage in office managers’
job tasks. The items reflect the perceived usefulness and perceived ease of use of Al tools in
the documentation, communication, scheduling, and data management tasks of office

managers. Responses follow the same 4-point Likert scale used in other sections. \

3.5  Validity of the Research Instrument < Q

To ensure content and face validity, the questionnaire was reve supervisor and
other academic experts in office management and Al rese appraisal to ensure the

research objectives are well captured. The feedbacks @Ved were used to revise and

improve the clarity and relevance of items in the ir&ﬁ@%t.

3.6  Reliability of the Research Instruﬁ)@

The reliability of the instrument wf%\’th{e through a pilot study using a group of office
managers from a private Uni@ outside the scope of the study. Twenty copies of the
research instruments v%%q\inistered at Redeemer’s University, Ede. Cronbach’s Alpha
was employed to d@ne the internal consistency of the research instrument, with values of
0.70 or abow& dered acceptable for reliability. The reliability assessment was conducted
using a@sample of 21 respondents. The analysis produced an overall Cronbach’s alpha
Coeffi\(:lélt of 0.937 for the seven variables considered in this study (Productivity Input,
Productivity Process, Productivity Output, Duty Compliance, Rule Integrity, Perceived
Usefulness, and Perceived Ease of Use). This coefficient far exceeds the commonly accepted
threshold of 0.70, indicating that the measurement items possess a very high level of internal

consistency and are therefore reliable for the main study.
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3.7 Method of Data Collection

A formal letter of introduction was obtained from the Department of Information
Management, Lead City University, to seek permission for data collection. The questionnaire
was administered physically with the assistance of four trained research assistants. The
process of physical distribution was conducted during official working hours and with respect

to ethical standards such as anonymity and voluntary participation. \

3.8  Methods of Data Analysis ( Q

The data collected was analyzed using IBM SPSS Statistics Softwcriptive statistics
(frequencies, means, and percentages) was used to summari emographic data and
responses. Inferential statistics was used to test the rl@ hypotheses. Simple linear
regression analysis was employed to test hypothe ey@nd Ho2, while multiple regression

analysis was used to test hypothesis Ho3. All theses were tested at a 0.05 level of

significance. %
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Chapter Four

Results and Discussion of Findings

This chapter presents the data, its analysis, and the interpretation of the research findings. The
analysis is structured around the specific objectives and hypotheses formulated for the study.
The first section provides the descriptive analysis, displayed in tables with p&ltages,
followed by detailed interpretations. The second section covers the inferential ics, while
the final part of the chapter discusses the findings in relation to the resea Qlﬂuestlons and
hypotheses that guided the investigation. Decision rule: 1.00.-1.7 ry low, 1.76-2.50 =

étested at a 0.05 level of

low, 2.51-3.25 = High, 3.26-4.00 = very high. The hypothes1

significance.

Q

A total of two hundred and sixty-two (262) copibé the questionnaire were administered,
and one hundred and eighty-three copies @ponses were received, all duly filled. This
represents a usable response rate of %g; imately 70%. The response rate is considered

adequate for survey research, g@\owdes sufficient data to address the research objectives

and test the hypothese@led in this study. The response results are presented in Table

4.1. below.
&\

Table 4.1: l@onse Rate

2.\
Na{ci@*ﬁstimﬁons Frequency Percentage
Obafemi Awolowo University 56 30.6
Osun State University 39 21.3
Federal University of Health Sciences, 17 93
I[la-Orangun
University of Ilesa 71 38.8

Source: Field Survey Data, 2025
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4.1 Demographic Data Analysis of Respondents

Table 4.2: Demographic Distribution of Respondents

Highest Educational Qualification Frequency Percent
ND 16 8.7
HND 52 28.4
BSC 79 43.2

MSC 34 18.6
PhD 2 1.1 Q\
Q

20-30 years 33 18 ,\
31-40 years 56 30. Q
41-50 years 65 3%
51-60 years 24

A
N

g

5
Gender (b
Male t@ 33.9
O

Female 121 66.1

Year of Work Experience -« 5\“
below 5 years .&(’)\ 61 333

6-10 years % 40 21.9

11-15 years QQ\ 42 23
16-20 years 22 12
Above 2@&%& 18 9.8

61 years and above

Religion "

nity 131 71.6
[stdm 51 27.9
others 1 0.5

Source: Field Survey Data, 2025

The analysis of respondents' educational qualifications, shown in Table 4.2 above reveals that
the majority of office managers in the public universities surveyed possess Bachelor's degree
qualifications, accounting for 79 respondents or 43.2% of the total sample. This is followed

by those with Higher National Diploma (HND) qualifications, representing 52 respondents or
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28.4% of the sample. Office managers with Master's degree constitute 34 respondents or
18.6% of the population studied. Those with National Diploma (ND) represent 16
respondents or 8.7% of the sample, while only 2 respondents or 1.1% possess PhD

qualifications.

The distribution indicates that public universities in Osun State predominantly employ office
managers with tertiary education qualifications, with nearly two-thirds (71.6% olding
degree-level qualifications or higher. The age distribution of responden that the
largest proportion of office managers fall within the 41-50 years age Mgﬁke , comprising 65
respondents or 35.5% of the total sample. The second largest gro sts of those aged 31-
40 years, representing 56 respondents or 30.6%. Younger omanagers aged 20-30 years
constitute 33 respondents or 18% of the sample. Those '951-60 years category represent
24 respondents or 13.1%, while the smallest grou&rises those aged 61 years and above,
accounting for only 5 respondents or 2.7%.®ge distribution suggests that the majority of
office managers (66.1%) are in their p@wking years (31-50 years), which could indicate

a workforce with substantial exp@&ce and energy to drive productivity.

The gender analysis re\%Q significant female dominance in office management positions

within the publi °®ities studied. Female office managers constitute 121 respondents or
66.1% of th. oti?ﬂ‘

sample, while male office managers represent 62 respondents or 33.9%.
This di@ion reflects a pattern commonly observed in administrative and support roles
within educational institutions, where female participation tends to be higher. In terms of
work experience, the result reveals that office managers with less than 5 years of experience
constitute the largest group, with 61 respondents or 33.3%. This is followed by those with 11-

15 years of experience, representing 42 respondents or 23%. Office managers with 6-10 years

of experience account for 40 respondents or 21.9%. Those with 16-20 years of experience
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represent 22 respondents or 12%, while the most experienced group with above 20 years
comprises 18 respondents or 9.8%. The distribution indicates a relatively young workforce in

terms of experience, with over half (55.2%) having 10 years or less experience.

The religious distribution shows that Christianity is the predominant faith among the
respondents, with 131 office managers or 71.6% identifying as Christians. Islamic faith
followers constitute 51 respondents or 27.9% of the sample. Only 1 responde r 0.5%

identified with other religious beliefs, while no respondent identified with ta religion,

despite this option being provided in the questionnaire. /\

4.2 Presentation of Data %
4.2.1 Analysis of Research Questions Q

Research Question 1: What is the level of E%QQ managers’ productivity in public
Universities in Osun State, Nigeria? \Q{b
Table 4.3. Productivity Level of O!‘f‘@anagers in Public Universities in Osun State,

Nigeria

D

Productivity Input i \“vVH H L VL Mean

QQ X

Q&
Y
I always ha@cess to the 77 84 17 5 3.27

nece&%tlgwesources tostart my  (42.1%) (45.9%) (9.3%) (2.7%)

tasks on time.

I possess the skills required to 117 60 6 - 3.61
effectively handle my office (63.9%) (32.8%) (3.3%)

tasks.

I am always well-prepared 116 64 2 1 3.61
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before beginning any assigned (63.4%) (35%) (1.1%)  (0.5%)

duty.

I usually receive sufficient 84 76 14 9 3.28
support from my colleagues to (45.9%) (41.5%) (7.7%) (4.9%)

begin my tasks promptly.

Weighted Mean 3.44{

P

-

Productivity Process Q\<

I make efficient use of time 107 72 3 1 3.56

while carrying out my office (58.5%) (39.3%) (1.6%@%)

tasks. Q

I organize my office tasks in a 84 91 Q4Q 4 3.39
logical sequence. (45.9%) (49 (2.2%) (2.2%)
I avoid distractions while 106 @ 6 5 3.49
executing office work. (5'7{& (36.1%) (3.3%) (2.7%)
I monitor my progress to ensur ét 78 9 1 3.45

the timely completionof6@ (51.4%)  (42.6%) (4.9%) (0.5%)

Weighted Mean * 3.47
RN
G

Productivit@u put

I al ay%rglplete my assigned 99 74 9 1 3.48

office tasks within the expected (54.1%) (40.4%) (4.9%) (0.5%)

timeframe.

I rarely miss deadlines for my 75 83 12 13 3.20
official assignments. (41%) (45.4%) (6.6%) (7.1%)

I rarely leave tasks unfinished or 68 91 16 8 3.20
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pending. (37.2%) (49.7%) (8.7%) (4.4%)
My completed work wusually 116 59 3 5 3.56

meets the required quality (63.4%) (32.2%) (1.6%) (2.7%)

standards.
Weighted Mean 3.43
Grand Mean 3.48A

- - g
Decision rule: 1.00-1.74 = very low, 1.75-2.49 = low, 2.50 -3.24 = HighC@%O = very
high /\
Source: Field Work, 2025 : %

The analysis of productivity levels among office ma&@in public universities in Osun
State reveals a generally high level of productivi&t a grand mean score of 3.48, which
falls within the "very high" category accoN\{@o the established decision rule (3.25-4.00 =
very high). This indicates that off agers in these institutions demonstrate strong
productivity across all meas;uredénensions. The productivity input dimension achieved a
weighted mean of 3.44 i@tlng very high performance in this area. Office managers
demonstrate exceptional Competence in their foundational productivity requirements. The

highest scoring@

tasks effeetively, with a mean score of 3.61. This was closely followed by preparedness

his dimension was the possession of required skills to handle office

befok\b%ginning assigned duties, also scoring 3.61. These scores suggest that office
managers are well-equipped with the necessary competencies and maintain high levels of
readiness for their responsibilities. The comparison across the three productivity dimensions
reveals that while all three achieve very high ratings, there are subtle differences in

performance levels.
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Productivity process (3.47) slightly outperforms both input (3.44) and output (3.43)
dimensions. This suggests that office managers have developed strong work execution
capabilities and methodologies, though their resource access and final output management
could benefit from additional support and development. The consistently high scores across
all dimensions indicate that public universities in Osun State have office managers who
demonstrate strong professional competencies, effective work practices, and commitment to

quality outcomes. However, the slight variations in scores point to specifGQas where

targeted interventions could further enhance overall productivity perfor HQ/
g‘\

The analysis reveals that 63.9% of respondents indicated a §®

possession, while 32.8% reported a high extent, demonstrating, that virtually all office

extent of skill

managers feel confident about their technical capabilitiQmilarly, 63.4% reported being
very well-prepared for duties, with 35% indi ti@gh preparation levels. Access to
necessary resources scored 3.27, with 42.1% ing very high access and 45.9% reporting
high access, suggesting that while reiogl&%ilability is generally good, there may be room
for improvement in institutional su@ystems.

Colleague support received ﬂz&west score in this dimension at 3.28, though still within the
very high range. This s@?that while interpersonal support exists, it could be enhanced to
further improv Mp@ivity input. The distribution shows 45.9% experiencing very high
colleague s rt and 41.5% experiencing high support, indicating that most office managers
receiye @ate peer assistance.

The productivity process dimension recorded the highest weighted mean of 3.47,
demonstrating that office managers excel in their work execution methods. Time management

emerged as the strongest aspect, with a mean score of 3.56, where 58.5% of respondents

reported very high efficiency in time utilization, and 39.3% reported high efficiency. This

102



indicates that office managers have developed effective time management strategies that
contribute significantly to their overall productivity.

Distraction avoidance scored 3.49, with 57.9% maintaining very high focus levels and 36.1%
maintaining high focus during work execution. This suggests that office managers have
developed good concentration skills and work environment management capabilities.
Progress monitoring achieved a score of 3.45, indicating that office managers actively track
their work advancement to ensure timely completion. QQ

Task organization scored 3.39, representing the lowest score in this di e&cy, though still
very high. The distribution shows 45.9% organizing tasks to a ve tent and 49.7% to
a high extent. This suggests that while most office manage n% logical sequencing in
their work, there may be opportunities for improvemeQI systematic task arrangement
methodologies. The productivity output dimensi n@@leved a weighted mean of 3.43,
indicating very high performance in deliveri s. The quality of completed work scored
highest at 3.56, with 63.4% consister.ltgy\'étng quality standards to a very high extent and
32.2% to a high extent. This dem@es that office managers prioritize work quality and
maintain professional standaé in their deliverables. Task completion within expected
timeframes scored 3.®wing that office managers generally meet their scheduled
deadlines effecti 'a@? data indicates 54.1% always complete tasks within timeframes to a
very high ex@, while 40.4% do so to a high extent.

How@ analysis reveals some challenges in specific output areas. Both deadline
adherence and task completion without leaving work pending scored 3.20 each, which, while
still high, represent areas where improvement could enhance overall productivity. For
deadline adherence, 41% rarely miss deadlines to a very high extent, while 45.4% do so to a

high extent. Notably, 13.7% of respondents indicated low to very low performance in this

area, suggesting that deadline management requires attention for some office managers.
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Similarly, for task completion without leaving work unfinished, 37.2% perform to a very high
extent and 49.7% to a high extent. However, 13.1% indicated low to very low performance,
suggesting that task prioritization and workload management strategies could be enhanced for

optimal productivity.

Research Question Two: What is the level of work ethics of office managers in public
Universities in Osun State, Nigeria? \

@QState

Table 4.4. Work Ethics Level of Office Managers in Public Universities }

S/N Items VH H L X
Duty Compliance $\I
1 I consistently follow my 120 58 Q 1 3.62

University's code of conduct.  (65.6%)  (31¥%% (2.2%) (0.5)

2 I always carry out my job 125 & 4 1 3.65
responsibilities according to (6@ (29%) (2.2%) (0.5)
the University’s standard 5\\'

operating procedure. ’\
°® A%

3 I always ensure a@lﬁl 107 68 5 3 3.52

my 0fﬁma¥<ﬁ§es even when  (58.5%) (37.2%) (2.7%) (1.6%)

they re extra effort.
4 I@s make sure that [ 108 68 2 5 3.52

\Aomplete all assigned duties (59%) (37.2%) (1.1%) (2.7%)
without the need for follow-
up reminders.

Weighted Mean = 3.58

104



Rule Integrity

5 I always avoid breaking 127
University rules even when (69.4%)
no one is watching.

6 I always avoid taking 117
shortcuts that compromise (63.9%)
established standards.

7 I respect all institutional 112

protocols, even when they (61.2%)

8 I adhere strictly to laid-down

seem inconvenient. b(bQ
10§Q’b 68
XA)

procedures, even when
° &

alternative methods might Ks')

quicker. \(’\\A

46 4 6 3.61

(25.1%) (22%) (3.3%)

59 1 6 %57
(32.2%)  (0.5%) &.305

N
O
70 1 . 3.61
(38.@0(0.5%)

8 4 3.48

(372%) (44%) (2.2%)

Q\

Weighted Mean = 3.61

(‘@ Overall Average Mean = 3.57
L N

Decision ru@130—1.74 = very low, 1.75-2.49 = low, 2.50 -3.24 = High, 3.25-4.00 = very

high\/QJ

Source: Field Survey Data, 2025

The analysis of work ethics among office managers in public universities in Osun State
demonstrates exceptionally high ethical standards with an overall average mean of 3.57,
which falls distinctly within the "very high" category according to the established decision

rule (3.26-4.00 = very high). This finding indicates that office managers in these institutions
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maintain strong moral and professional standards in their workplace conduct, demonstrating a
commitment to ethical practices that support institutional integrity and effectiveness. The
comparison between duty compliance (3.58) and rule integrity (3.61) reveals that office
managers demonstrate slightly stronger performance in maintaining standards and procedures
compared to basic duty fulfilment. This suggests that the ethical foundation of the workforce
extends beyond mere job completion to encompass genuine commitment to institutional
values and standards. The consistently high scores across both dimensio Q%e that
public universities in Osun State have successfully cultivated a work enQr)nment where
ethical behaviour is valued, understood, and practised. The mini ’%ation between the
two dimensions (0.03 difference) demonstrates balanced ethi@%pment across different
aspects of professional conduct. Q

The duty compliance dimension achieved a wei @ean of 3.58, reflecting very high
adherence to institutional expectations an %nsibilities. Office managers demonstrate
remarkable commitment to fulﬁlling. t{l&)r fessional obligations according to established
standards and procedures. The higlév\verforming aspect within this dimension was carrying
out job responsibilities accordi % university standard operating procedures, which scored
3.65. This exceptional @%dicates that 68.3% of office managers adhere to procedures to
a very high ext 'ty@ 29% do so to a high extent, suggesting that institutional procedures
are well und@ood and consistently implemented.

Con@’giherence to the university's code of conduct scored 3.62, with 65.6% of
respondents following the code to a very high extent and 31.7% to a high extent. This
demonstrates that office managers have internalized institutional values and maintain
professional behaviour that aligns with university expectations. The minimal percentage of

respondents indicating low adherence (2.7% combined for low and very low) suggests that

ethical awareness and compliance are embedded in the organizational culture.
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Both fulfilling official duties requiring extra effort and completing assigned duties without
follow-up reminders achieved identical scores of 3.52. These scores reveal that office
managers demonstrate initiative and self-direction in their roles. For duties requiring extra
effort, 58.5% perform to a very high extent, while 37.2% perform to a high extent, indicating
strong work commitment beyond basic requirements. Similarly, for task completion without
reminders, 59% operate independently to a very high extent, while 37.2% do so to a high
extent, reflecting professional maturity and accountability. Q

The rule integrity dimension recorded a slightly higher weighted mean of@ compared to
duty compliance, indicating that office managers excel pa @(1 in maintaining
institutional standards and procedures regardless of circumst e&%is dimension measures
the depth of ethical commitment by examining behavio@ situations where rule-breaking
might be tempting or convenient. be

Two items achieved the highest score of 3. %& in this dimension. First, avoiding rule-
breaking even when unobserved de:ugo\'és authentic ethical commitment, with 69.4%
maintaining very high integrity a@l% maintaining high integrity when unsupervised.
This indicates that office ni ers have internalized ethical standards rather than merely
complying with exter@?onitoring. Second, respecting institutional protocols despite
inconvenience C@%ually high, with 61.2% showing very high respect and 38.3%
showing hi%respect for established procedures, demonstrating that office managers
prio@’gmﬁonal requirements over personal convenience.

Avoiding shortcuts that compromise established standards scored 3.57, with 63.9% avoiding
such shortcuts to a very high extent and 32.2% to a high extent. This reflects a commitment
to quality and process integrity that supports institutional effectiveness and maintains

professional standards. The low percentage of respondents indicating compromise of
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standards (3.8% combined for low and very low) suggests that office managers understand
the importance of maintaining procedural integrity.

The item with the lowest score in this dimension was strict adherence to procedures when
alternative methods might be quicker, scoring 3.48. While still very high, this represents the
most challenging aspect of rule integrity. The distribution shows 56.3% adhering strictly to
procedures to a very high extent and 37.2% to a high extent. However, 6.6% indicated low to
very low adherence, suggesting that some office managers may occasio prioritize
efficiency over procedural compliance. This finding indicates an arga re additional
emphasis on the importance of procedural adherence could ’%n overall ethical
performance. %

Research Question Three: What is the level of artl@l intelligence usage of office
managers in public Universities in Osun State, Ni r%Q

Table 4.5. Artificial Intelligence Usage L% ffice Managers in Public Universities

in Osun State, Nigeria *
R

S/N  Items ,\ ‘VH H L VL X
‘O

Perceived Usefulne

1 I perceive thatﬁb Altools 57 98 24 4 3.14

(e.g., ’S$QyChatGPT (B1.1%)  (53.6%) (13.1%) (2.2)

MS@)IIOO for drafting
\jégcial documents is useful

for my work.

2 I believe that Al tools can 79 81 16 7 3.27
contribute positively to the (43.2%) (44.3%) (8.7%) (3.8%)
quality of my work output.

3 I perceive that the use of Al 71 90 19 3 3.25
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tools enhance my ability to (38.8%) (49.2%) (10.4%) (1.6%)
meet work deadlines.

4 I believe that Al tools help me 64 94 20 5 3.19
handle high workloads more  (35%) (51.4%) (10.9%) (2.7%)
effectively.

Average Duty Compliancei3.21

P
Perceived Ease of Use \{ -
| 26 (Z/

5 I perceive that Al tools are 63 89

easy to learn for my office (34.4%)  (48.6%) (14. (2.7%)

tasks.

6 I find Al tools user-friendly 65 91 Q 24 3 3.19
for executing office tasks. (35.5%) b@ o) (13.1%) (1.6%)

7 I believe that Al tools are easy 56 \Q’b 102 23 2 3.16

office work.

to integrate into my routine % %)  (55.7%) (12.6%) (1.1%)

8 I perceive that using @% 104 17 4 3.18

requires minimal effort to (31.7%)  (56.8%) (9.3%) (2.2%)

compl@cial tasks.

6 Average Rule Integrity = 3.19
)

~

Decision rule: 1.00-1.74 = very low, 1.75-2.49 = low, 2.50 -3.24 = High, 3.25-4.00 = very

Grand Mean = 3.20

high

Source: Field Survey Data, 2025
The analysis of artificial intelligence usage among office managers in public universities in

Osun State reveals a moderate to high level of Al adoption and acceptance, with a grand
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mean of 3.20, the Al usage level falls within the "high" category according to the established
decision rule (2.51-3.25 = high), indicating that office managers demonstrate positive
attitudes toward Al technology and recognize its potential benefits for their work activities.
The comparison between perceived usefulness (3.21) and perceived ease of use (3.19) reveals
that office managers slightly favour the benefits of Al over its accessibility, though both
dimensions scored very similarly. This minimal difference (0.02) suggests that office
managers have balanced perceptions of Al technology, recognizing both its p 1 benefits
and its practical usability. The close alignment between these dimensio s(ipositive for Al
adoption, as it suggests that perceived barriers to use do not signifi c@ outweigh perceived
benefits. %

The perceived usefulness dimension achieved an average of 3.21, which falls within the
"high" category, demonstrating that office ma %Qenerally recognize the value and
benefits that Al tools can provide for their tonal activities. The highest scoring aspect
within this dimension was the belief. that \Itools can contribute positively to work output
quality, scoring 3.27. This indicate\ 43.2% of office managers believe Al enhances their
work quality to a very high Q&% while 44.3% believe so to a high extent. This finding
suggests that office m aQs understand the potential of Al technology to improve the
standard and ef@@s of their deliverables.

The percept@that Al tools enhance deadline management capabilities scored 3.25, with
38.89@’Qﬁng very high enhancement and 49.2% indicating high enhancement. This
demonstrates recognition that AI tools can improve time management and workflow
efficiency, which is particularly relevant given the demanding nature of administrative work
in university settings. The positive response suggests that office managers appreciate how Al

can streamline processes and reduce the time required for routine tasks.
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Belief in Al tools' effectiveness for handling high workloads scored 3.19, showing that office
managers recognize Al's potential to manage increased work demands. The distribution
indicates 35% find Al very highly effective and 51.4% find it highly effective for workload
management. This recognition is particularly significant in university environments where
administrative workloads can fluctuate significantly during different academic periods.

The lowest scoring item in this dimension was the usefulness of Al tools for draftin&ﬁﬁcial
documents, which scored 3.14. While still within the high range, this rep s a more
cautious perspective on Al's role in formal document creation. The distr'bu%@sows 31.1%
perceiving very high usefulness and 53.6% perceiving high usefu n@t 15.3% indicated

=

low to very low usefulness. This suggests some reservation@ Al's appropriateness for
formal institutional communications, possibly reﬂm@ concerns about accuracy,
appropriateness, or institutional policies regarding B@Qmated content.

The perceived ease of use dimension recor %verage mean of 3.19, indicating that office
managers generally find Al tools accesg&}i manageable for their work requirements. The
scores within this dimension are re&@bly consistent, ranging from 3.15 to 3.19, suggesting
uniform perceptions about A&%usability across different aspects of implementation and
operation. User-friendlines§ of Al tools for office tasks scored highest at 3.19, with 35.5%
finding Al tool \'/@hly user-friendly and 49.7% finding them highly user-friendly. This
positive pe@tion suggests that current Al interfaces and designs are meeting user
expe@’gfor accessibility and intuitive operation. The minimal percentage indicating low
user-friendliness (14.7% combined) demonstrates that most office managers feel comfortable
with Al tool interfaces.

The perception that AI tools require minimal effort for task completion scored 3.18,

indicating that office managers appreciate the efficiency gains possible through Al adoption.

With 31.7% indicating very high ease and 56.8% indicating high ease, this suggests that Al
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tools are seen as effort-reducing rather than effort-increasing technologies. This perception is
crucial for adoption, as tools perceived as creating additional work burden are less likely to
be embraced.

Integration of Al tools into routine office work scored 3.16, showing that office managers
believe Al can be smoothly incorporated into existing workflows. The distribution indicates
30.6% find integration very highly feasible and 55.7% find it highly feas1ble owever,
13.7% indicated challenges with integration, suggesting that some office ma @ ay need

additional support or training to effectively incorporate Al tools into t euQst} ished work

routines. 0

The ease of learning Al tools for office tasks scored 3.15, representing the lowest score in this
dimension though still high. This indicates that while off@anagers generally find Al tools
learnable, there may be some initial learning curv c@ges. The distribution shows 34.4%
find Al tools very easy to learn and 48.6% %m very easy to learn, but 16.9% indicated
learning difficulties. This suggests the g§\or adequate training and support programs to
facilitate Al adoption. é‘j\

4.2.2 Analysis of Hyp@
Hypothesis One? %will be no significant influence of work ethics on office managers'
productivity&:) ic Universities in Osun State, Nigeria.

Table @: Influence of work ethics on office managers' productivity in public

Universities in Osun State, Nigeria.

Model Summary

Model R R Square Adjusted R Std. Error of

Square the Estimate
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1 J715a 0.512 0.509 3.45057

a Predictors: (Constant), Work_Ethics

ANOVA?

Sum of Mean

Model Squares df Square F Sig.
Va\

1 Regression 2256.753 1 2256.753 189.541 0@(
Residual ~ 2155.061 181 11.906 ’\(/

Total 4411.814 182
a Dependent Variable: Productivity Q N
b Predictors: (Constant), Work Ethics Q

>

Coefficients? @0

Model Unstamj&’zed Standardized t Sig.

C(Qﬂfants Coefficients

@ Std. Beta
Q Error

1 <E,®) 10.906 2.209 4.938  0.000
bWork_Ethics 1.057  0.077  0.715 13.767 0.000

a De}e/ge’nt Variable: Productivity

Source: Field Survey Data, 2025

A simple linear regression was conducted to test the hypothesis that there will be no
significant influence of work ethics on office managers' productivity in public universities in
Osun State, Nigeria. The regression analysis revealed a statistically significant relationship

between work ethics and productivity, F(1, 181) = 189.541, p < .005. Work ethics
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significantly predicted productivity levels among office managers, accounting for 51.2% of
the variance in productivity scores (R* = .512). The correlation between work ethics and
productivity was strong and positive (r =.715).

The regression equation was: Productivity = 10.906 + 1.057(Work Ethics). This indicates that
for each one-unit increase in work ethics, productivity increases by 1.057 units. The
standardized coefficient (B = .715, p < .005) demonstrates a large effect size, indicx{ting that
work ethics has substantial practical significance in predicting productivity. M ecifically,
the results indicate that office managers with higher levels of work ethics demonstrate
significantly higher productivity levels. The strong positive relati \@ = .715) suggests
that work ethic is a major determinant of workplace producti 'ty%this context. The large
effect size (B = .715) indicates that this relationship is Q statistically significant but
also practically meaningful for organizational m. ag@lt. Based on these results, the null

hypothesis (Ho1) was rejected. There is a Q@an‘[ positive influence of work ethics on

office managers' productivity in public @ties in Osun State, Nigeria.

Hypothesis Two: There will beésmgniﬁcant influence of Al usage on office managers'

productivity in public U%\N@Ses in Osun State, Nigeria.
Table 4.7a-c: ;7@‘:e of Al usage on office managers' productivity in public

Universities@
Mode@mary
N\

Model R R Square Square Estimate

n State, Nigeria.

Adjusted R Std. Error of the

1 .382a 0.146 0.142 4.56183

a Predictors: (Constant), Artificial Intelligence Usage

Source: Field Survey Data, 2025
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ANOVA?

Model Sum of Squares  df Mean Square F Sig.
1 Regression 645.147 1 645.147 31.001 .000b
Residual 3766.667 181  20.81
Total 4411.814 182

a Dependent Variable: Productivity

b Predictors: (Constant), Artificial _Intelligence_Usage Q
Q
=

Coefficients? &\) N

Model Unstandardized Coefficients Sta@d}zed t Sig.

@ﬁcients

B St%’b%eta
@ r

1 (Constant) 30.627 . 5& 1.913 16.013  0.000
Al Usage 0.411 Q\c) 0.074  0.382 5.568  0.000
a Dependent Variable: Pr y vity
O\
\J
Source: Field Su(\f&lta, 2025
A simple li ee&rdgression was conducted to test the hypothesis that there will be no
signific uence of Al usage on office managers' productivity in public universities in

Osur&te, Nigeria. The regression analysis revealed a statistically significant relationship

between Al usage and productivity, F(1, 181) = 31.001, p < .005. Al usage significantly

predicted productivity levels among office managers, accounting for 14.6% of the variance in

productivity scores (R? = .146, adjusted R? = .142). This demonstrates that Al usage accounts

for approximately 14.6% of the differences in productivity levels among office managers.

The correlation between Al usage and productivity was moderate and positive (r = .382).
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The regression equation was: Productivity = 30.627 + 0.411(Al Usage). This indicates that
for each one-unit increase in Al usage, productivity increases by 0.411 units. The
standardized coefficient (B = .382, p < 0.05) demonstrates a medium effect size, indicating
that Al usage has moderate practical significance in predicting productivity. Based on these
results, the null hypothesis (Ho2) was rejected. There is a significant positive influence of Al

usage on office managers' productivity in public universities in Osun State, Nigeria\

Hypothesis Three: There is no significant combined influence of work et 't@%AI usage

on office managers' productivity in public Universities in Osun State, Nﬁ{ia.

Table 4.8a-c: Combined Influence of work ethics and e! @ on office managers'

productivity in public Universities in Osun State, Nige

AAQ

Model Summary

Model R R Square Adjusted R Std. Error of
Square the Estimate
1 .734a 0.539 0.534 3.35998

a Predictors: (Constant), Artificial_Intelligence_Usage, Work_Ethics

7
Source: Field Sef@?ta, 2025

ANOVAa
Model Sum of Squares df Mean F Sig.
Square
1 Regression 2379.706 2 1189.853 105.395 .000b
Residual ~ 2032.109 180 11.289

Total 4411.814 182

a Dependent Variable: Productivity
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b Predictors: (Constant), Artificial _Intelligence_Usage, Work_Ethics

Source: Field Survey Data, 2025

Coefficients?
Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Beta X
Error
1 (Constant) 8.411 2.28 3.69 0.000
Work Ethics 0976  0.079 0.66 12.395 0.000
Al Usage 0.189 0.057 0.176 33 0.001

a Dependent Variable: Productivity

09
Source: Field Survey Data, 2025 ’b
O

A multiple linear regression was condwg&to test the hypothesis that there is no significant
]

N

combined influence of work ethics\&‘@ Al usage on office managers' productivity in public
universities in Osun State, N@a. The multiple regression analysis revealed a statistically
significant combined i@nce of work ethics and Al usage on productivity, F(2, 180) =
105.395, p < .@ther, work ethics and Al usage significantly predicted productivity
levels amon@ﬁce managers, accounting for 53.9% of the variance in productivity scores
(R? —\/@ adjusted R? = .534). The findings demonstrate that work ethics and Al usage
together provide a stronger prediction of productivity than either variable alone. The
combined model explains 53.9% of the variance in productivity. The multiple correlation
coefficient was strong (R = .734).

The regression equation was: Productivity = 8.411 + 0.976(Work Ethics) + 0.189(AI Usage).

This indicates that productivity increases by 0.976 units for each one-unit increase in work
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ethics and by 0.189 units for each one-unit increase in Al usage, when both predictors are
included in the model. Individual predictor analysis showed that both variables made
significant unique contributions to the prediction of productivity. Work ethics (p = .660, p
< .005), and Al usage (B = .176, p = .005). The standardized coefficients reveal that work
ethics (B = .660) has a much stronger individual contribution to productivity than Al usage (3
= .176) within the combined model. This suggests that while both factors are import«nt, work
ethics remains the dominant predictor of productivity outcomes. The signifi ombined
effect indicates that organizations benefit most from addressing both ’Kh@ andards and

technology adoption simultaneously. The model suggests that hi @r
3

ethics, combined

with effective Al usage, create optimal conditions for produetivity enhancement. Based on
these results, the null hypothesis (Hos) was rejected. There@ significant combined influence

of work ethics and Al usage on office managers' rﬂﬁ%vity in public universities in Osun

State, Nigeria. \Q’b
4.3 Discussion of Findings . %
N

The title of the study was VYor @ics, Artificial Intelligence Usage, and Office Managers’
Productivity in Public U 'v@es, Osun State, Nigeria. For the first research question, which
examined the lev.el’\‘%ctivity of office managers in the selected public universities, the
study found, a &w\ﬁgh level of productivity, as indicated by the grand mean of 3.48. The
findings @strated that office managers possessed strong productivity inputs such as
nece&pj skills (mean = 3.61), adequate preparedness (3.61), and reasonable access to
needed resources (3.27). The productivity process dimension also recorded very high
performance, reflected in effective time management (3.56), avoidance of distractions (3.49),
and systematic performance monitoring (3.45). Similarly, the productivity output dimension
showed that office managers consistently produced quality work (3.56) and completed tasks

within expected timeframes (3.48). These results suggest that office managers in public
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universities exhibit strong professional competence, efficiency, and commitment to high-
quality outcomes.

This aligns with the Input-Process-Output (IPO) model, which posits that organizational
performance is the product of quality inputs, well-managed internal processes, and effective
outputs. The high scores across all three dimensions affirm that office managers possess
adequate personal resources (inputs), utilize efficient work methods (processes), and achieve
desirable work results (outputs). Similar findings have been reported in prev'@ tudies on
administrative performance in higher institutions, where strong job pr’ei dngss, structured

work routines, and effective task execution were found to enhanze@i

variation in scores, such as lower means in deadline adhergnce

ctivity. The slight
avoidance of pending
tasks, indicates areas where workload management and ti@ ocation could be strengthened,
although overall productivity remains high. Th @ngs reinforce the importance of

institutional support for administrative staff, stain and further enhance productivity

.,&\

For the second research question ich examined the level of work ethics among office

outcomes.

managers, the study revealé&ry high ethical standards with an overall mean of 3.57.
Respondents reported istently high adherence to codes of conduct (3.62), compliance
with standard E@procedures (3.65), fulfilment of duties requiring extra effort (3.52),
and complet (gftasks without reminders (3.52). In addition, office managers demonstrated
stron@ integrity, avoiding rule-breaking even without supervision (3.61), rejecting
shortcuts that compromise standards (3.57), and respecting institutional protocols irrespective
of convenience (3.61). These outcomes indicate that office managers uphold strong
professional and moral standards in their roles, maintaining both procedural discipline and

personal integrity.
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The findings are consistent with Deontological Ethics Theory, which argues that individuals
act ethically when they follow established rules, principles, and duties regardless of personal
convenience or external pressures. The very high levels of rule adherence observed in the
study suggest that office managers value ethical consistency and procedural correctness as
moral obligations, not merely as institutional requirements. Similar patterns have been noted
in existing literature on administrative ethics in higher education institutions, whege ethical
behaviour has been shown to enhance trust, accountability, and organization ctiveness.
The slight decline observed in strict adherence when quicker altemativerjear available
(mean = 3.48) may reflect natural tensions between efficienc ®ocedural rigidity.
Nonetheless, the overall findings confirm that work ethics @%deeply embedded in the
professional conduct of office managers, forming an%ntial foundation for effective
administrative functioning. be

For the third research question, which e e level of artificial intelligence usage
among office managers, the study fo.ugl\'hmh level of Al adoption, with a grand mean of
3.20. Respondents perceived Al tQ&Qj\ useful for enhancing work quality (3.27), meeting
deadlines (3.25), handling workloads (3.19), and drafting official documents (3.14).
They also rated Al tool@lerately easy to use, user-friendly (3.19), and relatively easy to
integrate into 'u@ysks (3.16). These findings indicate that office managers have a
positive out@ on Al and recognize its potential to improve efficiency in administrative
worlg{/%%ose alignment between perceived usefulness (3.21) and perceived ease of use
(3.19) suggests that office managers find AI both practically valuable and reasonably
accessible.

These outcomes closely align with the Technology Acceptance Model (TAM), which
identifies perceived usefulness and perceived ease of use as the primary determinants of

technology adoption. The relatively high scores in these dimensions imply that office
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managers are more likely to continue using Al tools and integrate them deeper into their
workflow. However, the moderate scores for learning Al tools (3.15) and drafting official
documents suggest that some office managers may still require additional training, support, or
guidance to navigate Al tools confidently, especially in formal communication tasks.
Previous studies in Nigerian universities have similarly reported that while administrative
staff appreciate the usefulness of digital tools, skill gaps and institutional cqnstraints
sometimes limit the full realization of Al benefits. Nonetheless, the overall %

usage

suggests a growing openness to technological transformation within univerQyj ministrative

settings. 0

The first regression analysis showed that work ethics signiﬁ@t&dicted the productivity
of office managers (B = .715, p <.001), explaining 51.29 he variance. This demonstrates
that office managers who exhibit strong ethical aﬂ@% tend to be more productive. The
strength of this relationship is substantial, 1%@ hat ethical behaviour, such as discipline,
rule adherence, and duty fulﬁlment,y&&&ritical role in driving workplace output. This
aligns with Deontological Ethics@ry, which posits that ethical commitment fosters
responsibility and consistené imately improving work outcomes. Empirical studies have
similarly shown that e@%es with strong ethical values demonstrate better punctuality,
fewer errors, hi @yracy, and stronger task completion rates. The high predictive power
of work ethics, in this study confirms that ethical commitment remains a central driver of
pro ct@n administrative environments.

The second regression analysis revealed that Al usage also had a significant positive effect on
productivity (B = .382, p <.001), accounting for 14.6% of the variance. Although the effect
was weaker than that of work ethics, Al usage still contributed meaningfully to productivity

outcomes. This suggests that Al tools enhance task efficiency, reduce workload burden, and

support timely completion of duties. Consistent with the Technology Acceptance Model, the
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positive influence of Al usage reflects the role of perceived usefulness and ease of use in
determining the performance impact of technology adoption. Studies on digital
transformation in administrative settings have indicated that Al tools improve document
preparation, scheduling, communication, and decision support, thereby increasing
productivity. The moderate effect size in this study indicates that while Al is beneficial, its
impact may be moderated by factors such as training, access to digital infrastructure, or
institutional readiness. Q

The multiple regression analysis showed that work ethics and Al usage ongy significantly
predicted productivity (R? = .539), with work ethics (B = .660) e@n’S a much stronger
effect than Al usage (B = .176). This combined influence i c§es that office managers
achieve the highest productivity when they possess both g ethical values and the ability
to use Al tools effectively. The findings suggest ical reliability forms the foundation
for consistent task performance, while Al tagbf@c ion as enhancers of efficiency and work
quality. This dual influence mirrors pfig\"}from modern productivity models, which argue
that human behavioural attributes@technological capabilities must interact to produce
optimal workplace outcomeE‘\E&plrical research supports this view, noting that technology
enhances performance @foectively when used by disciplined, motivated, and ethically
committed em '@he dominance of work ethics in the combined model indicates that
while tech y is valuable, human moral conduct remains the core determinant of
pro ct@n office managers’ administrative roles.

In summary, the study found very high levels of productivity and work ethics, alongside high
levels of Al usage among office managers in public universities in Osun State. Work ethics
emerged as the strongest predictor of productivity, followed by AI usage, while the

combination of both accounted for over half of the variation in productivity levels. These
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findings highlight the importance of fostering strong ethical cultures and supporting digital

adoption initiatives to enhance administrative effectiveness in higher education institutions.
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Chapter Five

Summary, Conclusion and Recommendations

This chapter provides an overview of the study based on the objectives, research questions,

and hypotheses. It presents the summary of findings, conclusions drawn from the study,

recommendations for practice, contributions to knowledge, and directions for fut@{earch.

5.1 Summary of Findings ‘ Q
The study titled “Work Ethics, Artificial Intelligence Usage a @Jctivity of Office
g%

Managers in Public Universities in Osun State, Nigeria” was d to assess the influence
of work ethics and Al usage on the productivity of ofﬁce@lagers. Based on the objectives
of the study, research questions raised, hypothes @lated as well as the data collected
and analyzed descriptively and inferentially, %lowing are the findings of the study:

First, the study found that office m.a]g\' s 1n public universities in Osun State generally
demonstrate very high levels of pro{@%ity.

Second, the study revealed th\ 1ce managers in public Universities in Osun State, Nigeria
show very high adher&éto work ethics, particularly through duty compliance and rule
integrity. (I:\\,

Third, the s@ found that Al usage among office managers in public Universities in Osun
Stat\T/%prla is high. They recognize the usefulness of Al tools in enhancing task
performance and perceive them as reasonably easy to use.

Fourth, the study established that work ethics significantly and positively influence

productivity among office managers in public Universities in Osun State, Nigeria.
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Fifth, the study found that Al usage also exerts a positive influence on productivity, though to
a lesser extent compared to work ethics among office managers in public Universities in
Osun State, Nigeria.

Finally. the study confirmed that the combined influence of work ethics and Al usage as
positive and significant predictors of productivity among office managers in public

Universities in Osun State, Nigeria.

5.2 Conclusion QQ

This study examined the influence of work ethics and Al usage on th@ductivity of office
managers in public Universities in Osun state, Nigeria. Thi@ concludes that the
productivity of office managers in public universities in O e is sustained at a very high
level, largely because of their strong adherence to werk ethics. Duty compliance and rule
integrity remain central to ensuring efﬁcien%&bﬂity, and accountability in office
management roles. These ethical values f@he backbone of their professional conduct,
ensuring that tasks are performed res'@y and in alignment with institutional expectations.
The study concludes that, al;nh&@ﬁﬁcial intelligence tools usage add value by enhancing
efficiency and reducin t@ffort required to perform tasks, their influence alone is
supplementary co d to the stronger foundation provided by work ethics.

Additionally, tl‘&s}iy confirmed that the combined influence of work ethics and Al usage
signiﬁcanﬂ@\ances productivity. This suggests that work ethics and usage of technological
tools§tvh as Al are not competing factors but complementary forces. A work culture rooted
in discipline, responsibility, and respect for institutional rules provides the moral foundation
upon which Al tools can be used effectively. Productivity is therefore maximized when
ethical conduct and technological adoption coexist. This conclusion emphasizes that
sustainable administrative productivity in public Universities cannot be achieved by

technology alone but must rest on a solid base of ethical responsibility.
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In light of these insights, this study affirms that the most productive office managers are those
who combine ethical strength with effective utilization of Al tools. This has significant
implications for wuniversities that aim to improve administrative -efficiency and

competitiveness in an increasingly digital environment.
5.3 Recommendations

Based on the findings of this study, the following recommendations are made: Q\

1. University management should sustain and reinforce ethical p}<tgayamong office

managers by embedding ethics into training, continuous é.lon and monitoring

systems.

2. Public Universities should make deliberate effo@ould be made to promote the
adoption and effective use of artificial intell %0015 in office management.

3. Public University managements sho%(bbwde regular training and workshops to
enhance office managers com;&e in adopting and applying Al tools in their daily
duties. \(9\

4. Public Universities 6 d recognize that neither ethics nor technology alone is
sufficient to maximize productivity. A balanced approach that promotes strong ethical
values ((;lig%ﬁd technological innovation is necessary. Institutions should therefore
creaté supportive environment where ethical adherence and digital adoption are

\/@;ﬂlly prioritized, ensuring that productivity is sustained across all dimensions of
input, process, and output.

5. Furthermore, policies should be developed to balance ethical compliance with
technological integration, ensuring that both are recognized as key drivers of

productivity.
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6. Productivity support systems should be strengthened through improved inputs
(resources, staff collaboration), streamlined processes (workflow management), and

recognition of outputs (timely task completion and performance rewards).

5.4 Contribution to Knowledge

This study makes notable contributions to knowledge at the conceptual, empirical, and
theoretical levels. Conceptually, it expands the application of the Input—Process—qu (IPO)
model by integrating it with ethical and technological determinants erJ ctivity. By
operationalizing productivity through IPO constructs, the stud)é%édes a structured
framework for understanding how inputs, processes, and out ut%shaped by work ethics
and Al usage in the context of office managers productivi lic Universities.

Empirically, the study offers fresh evidence from Nl%qubhc universities that work ethics
is a stronger determinant of productivity than A@e While Al tools contribute positively,
their role is largely supportive of ethic ipline. This provides localized insights that
enrich the broader literature, much \’ﬁ\ has been dominated by Western and corporate

contexts. The findings conﬁm&%ﬁ productivity among office managers is best achieved

when ethical conduct Q&nologlcal adoption work together, providing a model that can

be applied in si rl@ltutlonal contexts.
Theoreticallé&d

demons that constructs such as duty compliance and rule integrity can be measured and

study advances the application of Deontological Ethics Theory by

linkeinrectly to productivity outcomes. It also applies the Technology Acceptance Model
(TAM) to administrative functions, showing that perceived usefulness and perceived ease of
use are relevant determinants of productivity in public Universities management. By bridging

ethical theory, technology adoption, and productivity models, the study contributes a
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multidimensional framework that enriches the understanding of productivity in administrative

settings.

5.5

Suggested Areas for further Research

These suggestions were made for further researches:

1.

Future studies could replicate this research in private universities and in other regions

of Nigeria to test the generalizability of the findings. \
Longitudinal studies could be carried out to examine how producti(/@anges over
time with the increasing adoption of Al tools. ’\

Qualitative approaches such as interviews and focus gro d be used to explore

in-depth how office managers balance ethics with tg @ gy in daily practice.

Additional mediating factors, such as organi@n culture, leadership style, and
institutional policies, could be investigated&tion to productivity.
Comparative studies across facultié\\@administraﬁve units could be conducted to

identify variations in producti’ office managers’ roles may differ depending on

their context. &
A@

Qﬁ\
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Appendix I

Research Instrument (Questionnaire)

Lead City University, Ibadan, Oyo State
Faculty of Communication and Information Science

Department of Office and Information Management

Dear Respondent, Q\
I am a M.Sc. student in the above-named Institution researching the titlg}{ rk Ethics,
b

Artificial Intelligence Usage and Office Managers' Productivity iv% Universities,

Osun State, Nigeria”. Kindly contribute by filling out thonnaire with your

knowledge and experiences. Please be assured that the informatioh you provide will be

treated with the utmost confidentiality and will be strictly research. Thank you!

Researcher.

Section A: Personal Data @

Instruction: In all the sections, please fill or tic appropriate for each item.

1. Name of University: .....cccoeeeerveecreenveeee e N Sl e Campus Location...............

2. Highest Educational Qualification: a. Nﬁ\& b.HND () c¢.BSc.() d.MSc() e.
Mphil () f.PhD( ) .

3. Age:a.20-30years ( ) b. 31—4@% ) c.41-50years ( ) d.51-60 years ( ) e.
61 years and above ( )

4. Gender: a. Male ()  b. Fe %;S )

5. Year of Work experience; ~ﬁlow Syears () b.6-10( ) c.11-15( ) d.16-20( ) .

above 20 years ()
6. Religion: a. Christian b. Islam ( ) c. Traditional ( ) d. others ( )

Section B: Pro@

Instruction&a , tick (V) the appropriate column

Note: Vi %gh (VH)=4, High (H)=3, Low (L)=2, Very Low (VL)=1
V.4

To what extent do you agree to the following VH H (L |VL
statements?

Productivity Input

1 I always have access to the necessary resources to start
my tasks on time.

2 I possess the skills required to effectively handle my
office tasks.

3 I am always well-prepared before beginning any
assigned duty.

4 I usually receive sufficient supports from my colleagues
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to begin my tasks promptly.

Productivity Process

5 I make efficient use of time while carrying out my office
tasks.
6 I organize my office tasks in a logical sequence.
7 I avoid distractions while executing office work.
8 I monitor my progress to ensure timely completion of
tasks.
Productivity Output
9 I always complete my assigned office tasks within the
expected timeframe. \
10 | I rarely miss deadlines for my official assignments. NN\
11 | I rarely leave tasks unfinished or pending.
12 | My completed work usually meets the required quality

standards.

Section C: Work Ethics

Instruction: Please, tick (\) the appropriate column

O

Note: Very High (VH)=4, High (H)=3, Low (L)=2, Very )=1
To what extent do you agree to the following i VH |H VL
statements? NG
Duty Compliance r\\)

13 | I consistently follow my University's &\%9 conduct.

14 | I always carry out my job responsibi iﬁs@ ccording to the
University’s standard operating, ure.

15 | I always ensure that I fulfill mx_o) ial duties even when
they require extra effort.

Yy req . é
16 | I always make sure tha'ts@mplete all assigned duties
without the need fi -up reminders.
R\ i
Rule Integrity NS
N

17 | I always m'@taiking University rules even when no
one is aﬁt\yg.

18 |Tal oid taking shortcuts that compromise
e ed standards.

4\ %

19 | I'¥éspect all institutional protocols, even when they seem
inconvenient.

20 | I adhere strictly to laid-down procedures, even when

alternative methods might be quicker.

Section D: Artificial Intelligence Usage

Instruction: Please, tick (V) the appropriate column
Note: Very High (VH)=4, High (H)=3, Low (L)=2, Very Low (VL)=1
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To what extent do you agree to the following VH 'H (L |VL
statements?
Perceived Usefulness
21 | I perceive that using Al tools (e.g., Grammarly, ChatGPT,
MS Copilot) for drafting official documents is useful for
my work.

22 | I believe that Al tools can contribute positively to the
quality of my work output.

23 | I perceive that the use of Al tools enhance my ability to
meet work deadlines.

24 | I believe that Al tools help me handle high workloads \
more effectively. ~\
Perceived Ease of Use f\\(

25 | I perceive that Al tools are easy to learn for my office \U
tasks. Y. QJ’

26 | I find Al tools user-friendly for executing office tasks. ,;\\

27 | I believe that Al tools are easy to integrate into my routine \)
office work. VA

28 o

I perceive that using Al tools requires minimal effort toO
complete my official tasks. P\
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Appendix 11

Biodata
A. Personal Data
1. Full Name: Mary Oluwafunmilayo OLOWOOKERE
2. Address: Block 7A, Federal Housing Estate, Ogo-Oluwa, Onward Area,
Osogbo, Osun State. Nigeria.
3. Date and Place of Birth: March 17 1991, Gusau, Zamfara SQ\

4. Nationality: Nigerian
5. Name and Address of Next of Kin: Dr. T. A. Olow 6&(6, Department of

Computer Science, Redeemer’s University, Ede, Osun igeria.
6. Phone: 08064446287 Q
7. Email: olowookeremaryoluwafunmilayo@ l.com

B. Educational Background fb
Educational Institutions Attended wi@es and Qualifications

1. Lead City University Ibadan, Oyo St (M.Sc., Office and Information
Management) ° 5\' (In View, 2025)

2. Lead City University Ibada&%@o State B.Sc. (Hons), Office and Information
Management (Second pper Division). (2020 —2022)

3. The Federal Po Kaura Namoda, Zamfara state. =~ Higher National Diploma,
Office Techno L%ﬂd Management (Upper Credit). (2014 -2016)

4. The Fe ra 1 echnic Kaura Namoda, Zamfara State. ~ National Diploma, Office
Tech and Management (Upper Credit). (2009 —2011)

5. @l\men‘[ Girls Day Secondary School, Sarkin Kudu.  West  African  Senior

\S¢fool Certificate. (2002 — 2008)

6. Fatima Nursery/Primary School, Gusau Zamfara State. Primary School Leaving

Certificate. (1996 —2001)

C. Work Experience with Date

1.

Female Hall Porter, Redeemer’s University, Ede. (2025 — Till Date)

2. Manager (Self Employed), ToluwaseFunmi Farms, Osogbo. (2020 — Till Date)
3.
4. N-Teach Teacher, All Souls Anglican Grammar School, Ado-Ekiti. (2018 —2019)

Organizing Secretary, Women-In-Research Workshop, Osogbo & Virtual. (2024)
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5. NYSC Teacher, SUBEB Model Nursery/Primary School, Ado-EKkiti.
6. Cashier, Guarantee Trust Bank, No 1, Sani Abacha Road, Gusau.

(2016 — 2017)
(2012 - 2013)

D. Awards and Fellowships Nil
E. Membership of Fellowship Nil
F. Publications:
G. Major Conferences Attended with Dates
Conference Attended: \
i.  Mary Oluwafunmilayo Olowookere, Adebimpe Sakirat Akande, L. A nu, 2024,

Investigating ICT Usage and Operational Performance of Office
Federal Radio Corporation of Nigeria, Ibadan and Its

agers at the

ation. Lead City

University FESTSCHRIFT in Honour of Prof. Eseza A. E@

Workshop Attended:

O

1. Postgraduate Training on Artificial Intelligen&esearch and Grant Writing;

International Conference Centre, Lead City U,
ii.  Digital Marketing Training program, Alatr@

H. References

Dr. (Mrs) D. M. Okewole

&\
Reader,

Department of Mathematics @Statlstlcs
Redeemer’s University, E

okewoled@run.edu. Q
08065249886 6
Revd. Dr.

. Dr. h® n Ayomipo
Church Pastor,

Solid Rogk Baptist Church, Owode-Ede.
oluwa omipo2005@gmail.com
80 633.

Dr. (Mrs.) B. O. Oguntunde
Head of Department,
Department of Computer Science
Redeemer’s University, Ede.
oguntunden@run.edu,ng
08035755777

Signature
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el, Osogbo, July, 2024.


mailto:oguntunden@run.edu,ng

University Compliance Certification

This is to certify that this theses by Mary Oluwafunmilayo OLOWOOKERE with
matriculation number: LCU/PG/005280, in the Department of Information Management,
Faculty of Communication and Information Science, Lead City University, Ibadan, is in

FULL compliance with the approved university format and style.

Date

Signature 6
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