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Artificial Intelligence (AI) is driving a transformation in the world 

of work, helping to improve decision making, automate repetitive 

tasks and provide employees with new opportunities to be creative 

and innovative. The purpose of this study is to examine the 

relationship between the use of AI and Innovative Work Behavior 

(IWB) of the employees and to investigate the moderating role of 

Psychological Capital (PsyCap) in this relationship. The study is 

based on the Job Demands-Resources (JD-R) theory which posits 

that AI can be a resource at work, but can also be a demand requiring 

more complexity, uncertainty, and technological stress. A multi-

wave longitudinal survey design was used, and the data were 

analyzed using Structural Equation Modelling (SEM), which aimed 

to survey employees in sectors that have integrated AI and to analyze 

the data in that regard. The results show that the use of AI positively 

impacts innovative work behavior, suggesting that effective use of 

AI contributes to increased innovative work behavior among 

employees. Moreover, psychological capital (hope, self-efficacy, 

resilience and optimism) is a positive link with innovative work 

behaviors and acts as a facilitator of employees' adaptation to 

technological changes.  
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1.0 Introduction 

Artificial intelligence (AI) is a growing part of the modern organization, revolutionizing 

how organizations operate, make decisions, engage with customers, and perform tasks at work. AI 

tools and technologies like chatbots, predictive analytics, clinical decision support systems, 

algorithmic management, and AI-powered business intelligence are improving the efficiency and 

competitiveness of businesses in different sectors. AI-powered Chatbots have been extensively 

adopted across various sectors such as marketing, CRM, healthcare, retail, tourism, and small and 

medium enterprises (SMEs) to deliver live customer support, customize customer experiences, 

lower operational expenses, and improve scalability (Atienza-Barba et al., 2024; Kucukkaya et al., 

2025; Sidra & Wagan, 2025). In medical research, AI tools assist in identifying patterns, securing 

patient privacy, managing clinical trials, and automating documentation, thereby boosting 

efficiency and accuracy (Alam et al., 2025; Morris et al., 2025). In the healthcare sector, AI aids 

in managing patient records, enhancing healthcare delivery, and supporting clinical decision-

making and diagnostics (Alam et al., 2025; Morris et al., 2025). In the pharmaceutical industry, 

AI supports drug discovery and development, quality control, and patient engagement by 

analyzing vast amounts of information from clinical trials, laboratory testing, and regulatory 

agencies (Alam et al., 2025; Morris et al., 2025). 

AI is transforming governance and managerial decision-making within organizations, as 

well as supporting service delivery through algorithmic management, automated decision-making, 

risk assessment, and big data analysis. Though these encourage efficiency and consistency, 

employees' acceptance of AI-based decisions depends on their perceptions of fairness, 

transparency, accuracy, and trust. Thus, for the successful implementation of AI, management 

support, employee training, ethical governance, and transparent decision-making processes are 

necessary (El Achi et al. 2026; Kannathasan 2026). Furthermore, predictive analytics and AI-

driven marketing strategies have the potential to transform customer engagement by offering 

personalized suggestions, sentiment analysis, and even automating marketing campaigns, thereby 

resulting in higher customer satisfaction, loyalty, and competitive advantage (Sidra & Wagan, 

2025). 

With the high degree of AI integration into work activities, employees' innovative work 

behavior (IWB) is becoming vital for adapting to the organization and enhancing its 

competitiveness. IWB is about employees' contributions to the organization's improvement 

through the creation, promotion, and implementation of new ideas. AI transforms the nature of 

work, sets new task demands and allows workers to try out new ideas. The complexity of the tasks 

and the use of AI in collaboration with humans can positively affect employees' self-efficacy, 

meaningful work experience, creativity, and innovative behavior, especially for those who view 

AI within an organization as a tool for opportunity rather than a threat (Cai et al., 2025; Sun et al., 

2026; Zhang, Wang, et al., 2025). 

But the connection between AI and employee innovation isn't always a good one. AI is a 

two-edged sword, both as a job enabler and a job requirement. On the other hand, AI enhances 

productivity, accuracy, and operational efficiency across industries such as manufacturing, 
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healthcare, transportation, and supply chains, and plays a crucial role in decision-making and 

resource utilization (Mhlanga, 2025). Conversely, AI-enabled surveillance and evaluation, 

algorithmic control, data collection and monitoring could raise privacy, autonomy, fairness, 

transparency and job security issues. These concerns can lower employee trust and their inclination 

to be innovative in their work (Atoum & Altahat, 2025; Muller et al., 2025). In addition, the lack 

of transparency, bias, and regulatory uncertainty around algorithms could make the adoption of AI 

harder and restrict its innovation potential. 

The conflicting impacts underscore the need for workers' psychological assets to shape 

their reactions to the AI-powered workplace. Psychological capital (PsyCap) comprises hope, self-

efficacy, resilience, and optimism and has been found to boost employees' job performance when 

facing uncertainty, technological difficulties, and new challenges. Higher PsyCap is associated 

with employees' positive attitudes towards workplace changes and with the potential to redefine 

technological opportunities as innovative actions. The extant literature reveals that psychological 

capital, psychological well-being, organizational commitment, autonomy, and empowering 

leadership are important factors in explaining innovative work behavior in the context of AI (Jabid 

et al., 2025; Y. Wang et al., 2025). Likewise, adaptive and innovative behaviors (X. Wang & Long, 

2025), as well as task crafting and constructive change behaviors, can mitigate AI-related job 

insecurity and encourage employee adaptation and innovation. 

Innovative work behavior is also an important link in the chain between technological 

opportunities, organizational improvements, and sustainable competitive advantage. Companies 

can effectively meet the challenges of digital transformation and market changes by actively 

proposing and adopting new ideas (Zhang, Wang, et al., 2025). So, it is crucial to understand how 

the use of AI affects employees' innovative work behavior and whether psychological capital is a 

hindrance or a support to this relationship. Since the issue of employees' response to AI is a 

complex and multifaceted challenge, analyzing PsyCap as a moderating factor offers a deeper 

understanding of how employees are likely to react to AI and what employees must do to build 

their psychological resources to get the most out of AI's benefits and minimize its negative impact 

on them. (Ateeq et al., 2025; Jiang et al., 2026) 

2. Research Objectives 

The main objective of the study is “to examine how AI usage at work relates to employee 

innovative work behavior and whether psychological capital moderates this relationship.”  

➢ To examine the relationship between AI usage and employee innovative work behavior. 

➢ To assess the influence of psychological capital on employee innovative work behavior. 

➢ To examine the moderating role of psychological capital in the relationship between AI 

usage and employee innovative work behavior. 

3. Literature Review 

3.1 Artificial Intelligence in the Workplace 

Artificial Intelligence (AI) is the term that describes a group of technologies, like machine 

learning, natural language processing, and predictive analytics, that can be applied to improve or 

automate a range of processes and tasks in contemporary organizations. The applications of these 
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technologies can be categorized into four major groups, namely, decision support, process 

automation, performance monitoring, and human–AI collaboration (Djunaedi, 2024; Rostamzadeh 

et al., 2025). By using AI tools to cut down on repetitive tasks, optimize workloads, and provide 

insights into employee performance and innovation potential, businesses can boost their 

employees' creativity, engagement, and capacity to innovate (Ateeq et al., 2025; X. Liu & Li, 

2025). There are also times when AI can be a burden on tasks because of the need for privacy 

concerns, algorithmic management or continuous performance monitoring, and a reduction in 

autonomy (Kliestik et al., 2024). 

How leaders react to the use of AI and how organisations design and implement it 

appropriately will determine the potential benefits or drawbacks of using AI in the workplace. 

Ultimately, the effects of AI on employees will rely on the way the organization establishes and 

utilizes AI correctly, as well as the response of leadership to AI. (Ateeq et al., 2025; Benabou & 

Touhami, 2025). To ensure effective human–AI collaboration, it is crucial to build employee trust, 

enable clear communication, and empower users to avoid defensive behaviors such as knowledge 

hiding (Jiang et al., 2026). Organizations can alleviate AI-related stress and improve the 

effectiveness of AI in promoting adaptive and innovative work practices by integrating human-

centred AI systems with ethical considerations, comprehensive training, and leadership support, 

ultimately driving better long-term organizational outcomes (Ateeq et al., 2025; Rostamzadeh et 

al., 2025). 

3.2 Employee Innovative Work Behavior (IWB) 

Employee Innovative Work Behavior (IWB): “the deliberate attempts by employees to 

develop, suggest and adopt new ideas for enhancing the processes, products and services of the 

organization”. It is a three-stage process: idea generation, idea promotion, and idea 

implementation, which is not just about creativity but also about the practical and social processes 

involved in transforming ideas into workplace improvements. IWB is a specific form of extra-role 

behavior related to innovation and organizational change (Hai Yen et al., 2025). Job autonomy, 

task complexity, and job crafting opportunities (such as opportunities for experimentation and 

using ideas) are job characteristics that influence IWB, along with individual factors, such as 

openness, proactive personality, psychological capital, and innovative self-efficacy (Blasco-Giner 

et al., 2023; Hai Yen et al., 2025). Furthermore, positive leadership and an organizational 

innovation climate enhance employees' innovation, creativity, and willingness to innovate (Jabid 

et al., 2025; Jameel et al., 2025; Yang et al., 2025). IWB is a tool that helps employees adapt to 

technological changes, enhance organizational practices, and play a key role in sustainable 

innovation and competitive advantage, which is at the essence of digitally transforming the 

workplace (Yang et al., 2025). 

3.3 Psychological Capital (PsyCap) 

Psychological Capital (PsyCap) is a positive psychological state which comprises four 

factors: hope, self-efficacy, resilience, and optimism, which enhance employees' motivation, 

persistence, adaptability, and capacity to face up to challenges in the workplace (Folchini Da Costa 

& Ampessan Marcon, 2026). Hope helps achieve goals; self-efficacy helps feel good about one's 
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ability; resilience helps overcome adversity; and optimism helps develop positive expectations for 

success. It is well established that PsyCap positively influences innovative work behavior, 

engagement, and performance, and mitigates the negative consequences of stress, organizational 

change, and uncertainty (Abdou et al., 2025). As AI continues to transform the workplace, with 

new technologies emerging and skills changing, PsyCap helps employees feel confident and 

resilient in the face of technological disruption. Higher PsyCap causes employees to view AI as a 

chance, not a threat, which will allow them to innovatively and creatively utilize technological 

resources (Ateeq et al., 2025; Y. Liu et al., 2026). Hence, PsyCap is regarded as an important 

psychological capability that enables employees to face challenges, be innovative, and sustain their 

performance during the digital transformation process (Ateeq et al., 2025). 

3.4 Linking AI Usage and Employee Innovative Work Behavior (IWB) 

The Job Demands-Resources (JD-R) model suggests a dual effect of AI on employees' 

innovative work behavior (IWB): recent studies suggest that AI can both support and hinder 

innovative work behavior in employees. AI usage could impact employees' innovative work 

behavior (IWB) in a double way in the Job Demands-Resources (JD-R) framework. AI can serve 

as a job aid to limit repetitive work, increase information availability, assist in decision making, 

and increase employee autonomy, self-efficacy and engagement, thus promoting idea generation, 

promotion and implementation. When employees perceive AI as a supportive tool that enhances 

their creativity and productivity in their work, proactive coping and human-AI collaboration are 

more likely to improve their perceptions of AI (Jiang et al., 2026; Zhang, Liao et al., 2025). 

Additionally, AI can create more complex tasks, demand more learning activities, demand more 

monitoring, and reduce job security, leading to technostress, emotional strain and lower innovation 

readiness (Jiang et al., 2026). As a result, the impact of AI on IWB relies on employees' perceptions 

and adaptation to technological change, emphasizing the importance of leadership support, trust 

in AI, and organizational mechanisms that can maximize the advantages of AI and manage its 

potential negative effects (Jiang et al., 2026; X. Wang & Long, 2025). 

3.5 Moderating Role of Psychological Capital  

Psychological capital (PsyCap), an intervening factor defined as the combination of hope, 

self-efficacy, resilience and optimism of the employees, has been identified as a crucial variable 

between the employees' reactions to AI and the impact of AI on innovative work behaviors. Higher 

PsyCap scores can lead employees to view AI as an opportunity and a beneficial workplace tool 

due to their confidence, perseverance, and optimism, which help them embrace technological 

innovation, try out AI solutions, and remain persistent in their innovative efforts even when facing 

challenges with AI (Y. Liu et al., 2026). Furthermore, workers with greater PsyCap tend to engage 

in positive outcomes in coping, psychological availability and proactively utilizing technology, 

further strengthening their idea generation, promotion and implementation, and consequently 

reducing their technostress and emotional exhaustion (Jiang et al., 2026). Yet people with reduced 

PsyCap may feel threatened by AI, experiencing stress and a tendency to disengage, reducing their 

ability to be innovative. Thus, PsyCap serves as a psychological asset that enhances the positive 

link between AI use and innovative work behavior and mitigates the negative impact of AI 
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demands (Jiang et al., 2026; Y. Zhao et al., 2026). 

4. Hypotheses  

H1: AI usage is positively related to employee innovative work behavior.  

H2: Psychological capital is positively related to employee innovative work behavior.  

H3: Psychological capital moderates the relationship between AI usage and innovative 

work behavior, such that the relationship is stronger for employees with higher psychological 

capital. 

5. Conceptual Model 

A conceptual figure showing AI usage → IWB, moderated by PsyCap, with possible 

control variables (age, tenure, education, job type, industry).  

 
6. Methodology 

This study uses a multi-wave longitudinal survey design to examine the empirical 

relationship between Artificial Intelligence (AI) usage and the Innovative Work Behavior (IWB) 

of employees as well as the moderating role of Psychological Capital (PsyCap). The temporal 

separation of the assessment of independent and outcome variables (using AI usage at Time 1 and 

IWB at Time 2) helps to reduce common method variance and increase the causal inferences (Jiang 

et al., 2026; Zhang et al., 2025). The unit of analysis is the individual employee, with employees 

of companies within the AI-encompassed industries analyzed, e.g., manufacturing, finance, IT, 

service industries where AI tools are used for decision support, workforce analytics, and 

algorithmic management. The study uses purposive sampling and stratified sampling methods to 

ensure a sufficient number of samples for reliable data analysis with SEM (Structural Equation 

Modeling) (200-300 respondents). Data collected through online self-administered questionnaires 

that are disseminated via corporate HR channels and professional networks, following strict ethical 

standards on informed consent, voluntary participation and anonymity of respondents. 
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All the constructs are operationalized using validated scales that have been previously 

developed and psychometrically validated and have been adapted for the digital and AI mediated 

workplace. The use of AI is evaluated by three-dimensional scales of interaction frequency, degree 

of integration entered into daily decision-making and functional support (Agaoglu et al., 2025; 

Zhang et al., 2025). The standardized Psychological Capital Questionnaire (PCQ), which includes 

the four dimensions of Psychological Capital (hope, efficacy, resilience, optimism), is used to 

assess Psychological Capital (Liu et al., 2026). The innovative work behaviour is assessed based 

on Janssen's validated 3-dimensional scale of innovative work behaviour (Jabid et al., 2025). The 

analytical framework takes into account the individual and contextual factors relevant to the direct 

and interaction effects, such as age, gender, educational level, organizational tenure, jobs, industry 

sectors, AI-related training, and leadership style (Jabid et al., 2025; Zhang et al., 2025). Further 

methodological rigor is achieved by the use of a range of item response formats and by carrying 

out post hoc factorial analyses of the items such as Harman's single factor test to assess the 

common method bias. 

7. Data Analysis 

7.1 Path Coefficients 

  
AI 

Usage 

Innovative work 

behavior  

Psychological 

capital  

AI Usage   0.594 0.771 

Innovative work behavior        

Psychological capital    0.393   

The path coefficients show that the relationships between using AI, psychological capital 

and innovative work behaviors are positive. Specifically, there was significant positive influence 

of psychological capital on the use of AI (β = 0.594), indicating that the higher the use of AI, the 

higher the employees' psychological capital. Likewise, the use of AI has a significantly positive 

relationship with innovative work behavior (β = 0.771), suggesting that the more that employees 

use AI, the more likely they are to display innovative work behavior. Further, psychological capital 

positively affects innovative work behavior (β = 0.393), meaning that those employees who have 

higher levels of psychological capital tend to be more inclined to engage in innovative work 

behaviors.  

7.2 Mean, STDEV, T-Values, P-Values 

 

Original 

Sample 

(O) 

Sample 

Mean 

(M) 

Standard 

Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 

P 

Values 

AI Usage -> Innovative 

work behavior  0.594 0.593 0.038 15.452 0.000 

AI Usage -> Psychological 

capital  0.771 0.77 0.024 32.559 0.000 

Psychological capital -> 

Innovative work behavior  0.393 0.393 0.04 9.927 0.000 
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The path analysis results have shown that all three hypothesized relationships have positive 

signs and are statistically significant. In particular, the use of AI positively and significantly affects 

innovative work behavior (β = 0.594, M = 0.593, SD = 0.038, t = 15.452, p < 0.001), which means 

that the higher the AI usage is, the higher the level of innovative work behavior will be. Likewise, 

the use of AI positively and significantly influences psychological capital (β = 0.771, M = 0.770, 

SD = 0.024, t = 32.559, p < 0.001), which means that the higher the score on using AI, the higher 

psychological capital. Also, the relationship between psychological capital and innovative work 

behavior is positive and significant (β = 0.393, M = 0.393, SD = 0.040, t = 9.927, p < 0.001), where 

this means that the higher the psychological capital of employees, the higher their innovative work 

behavior. The results of the paths are consistent and stable as the original sample is very close to 

the bootstrap sample in all paths. In general, results support all three hypothesized relationships 

fairly well. 

7.3 Heterotrait-Monotrait Ratio (HTMT) 

  AI Usage Innovative work behavior  

AI Usage     

Innovative work behavior  0.983   

Psychological capital  0.845 0.928 

 

This was done by analyzing the results of the Heterotrait–Monotrait (HTMT) ratio to 

evaluate the discriminant validity of constructs. In terms of discriminant validity, the HTMT value 

of AI usage and innovative work behavior is 0.983, slightly higher than the generally 

recommended limit of 0.90, raising some doubt about the discriminant validity of these two 

constructs. The HTMT value is 0.845 between the use of AI and psychological capital, and it is 

lower than the threshold of 0.90, showing that the psychological capital has good discriminant 

validity. Likewise, the psychological capital with innovative work behavior has an HTMT value 

of 0.928 which is higher than the conservative HTMT level of 0.90, indicating some overlap 

between the constructs. In general, the findings of the relationship between the use of AI with 

psychological capital indicate good discriminant validity, but the higher value of the HTMT in the 

innovative work behavior item shows that the measurement model needs to be further examined, 

especially by analyzing the item wording on the indicator level and cross-loadings and HTMT 

inference/confidence intervals before confirming that the discriminant validity is fully established. 

 
Figure-1: Coefficient and t value 
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Figure-2: Indirect effect 

 

 
Figure-3: Total effect 

 
Figure-4: F-square 
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8. Discussions 

This study's results provide robust empirical evidence of a positive correlation between AI 

use and employees' innovative work behavior. The findings show that there is a significant 

relationship between the use of AI and innovative work behavior (β = 0.594, t = 15.452, p < 0.001), 

supporting the validity of H1, which posits that the greater the extent of the usage of AI, the higher 

the likelihood of innovative activities among employees. The discovery indicates that AI is a 

valuable tool in the workplace, enhancing access to information, aiding decision-making, reducing 

repetitive workloads, and facilitating creative, value-added tasks. AI has the potential to increase 

employees' psychological availability and provide technological support to boost idea generation, 

promotion, and implementation, in line with the Job Demands-Resources (JD-R) theory. The 

results also align with earlier studies indicating that AI in the workplace can foster creativity, self-

confidence, and innovative responses when employees view AI as a supportive tool rather than a 

threat (Jiang et al., 2026; Zhang, Liao, et al., 2025). Thus, the results show that the use of AI 

significantly enhances employees' innovative work behavior, validating the hypothesis that the 

introduction of AI can be a key factor in employees' innovation. 

Further, the results have shown that psychological capital plays a significant role in 

employees' innovative work behavior, which supports H2. The findings indicate that psychological 

capital is positively and significantly related to innovative work behavior (β = 0.393, t = 9.927, p 

< 0.001), that is, the employees who are high in hope, self-efficacy, resilience, and optimism are 

more prone to engage in innovative activities. Moreover, the interaction with AI had a significant 

positive relationship with psychological capital (β = 0.771, t = 32.559, p < 0.001), suggesting that 

interactions with AI technologies might have positive implications for psychological capital of 

employees, such as psychological resources, adaptability and confidence. The findings highlighted 

the importance of psychological capital in managing employees' responses to technological change 

and how they are able to leverage the opportunities of AI to create innovative results. The results 

are consistent with earlier research emphasizing the role of PsyCap in improving employees' 

coping mechanisms in times of uncertainty, maintaining their motivation and fostering innovation 

in fast-changing work environments (Ateeq et al., 2025; Y. Liu et al., 2026). To conclude, the 

findings indicate that the use of AI tools and psychological capital contributes to employees' 

behavior of innovative work, and that, beyond investing in technology, it is necessary to invest in 

employees' psychological resources to boost innovation results. 

9. Conclusion and Recommendations 

Based on the results of this study, it can be concluded that the use of artificial intelligence 

(AI) has a significant effect on increasing employee innovative work behavior (IWB). The findings 

indicate positive and significant relationships between the use of AI technologies and employees' 

innovative work behaviour, meaning that employees who use AI technologies tend to be more 

likely to develop, advocate and adopt new ideas in their work. AI provides employees with 

valuable resources like better access to information, better decision making, and help with 

problem-solving, which helps to encourage creativity and innovation in the workplace. Further, 

the findings showed that with the use of AI, psychological capital gets improved, meaning that the 
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more employees use AI technologies, the higher their psychological capital is. The results reveal 

that leveraging AI is not only about investing in technology but also investing in employee training 

and innovativeness. 

This study also verifies that the role of psychological capital is important in inspiring 

innovative work behavior among employees. The results revealed that workers with higher 

psychological capital demonstrate more innovative work behaviors as psychological resources like 

hope, self-efficacy, resilience, and optimism enable them to respond to stress and to find innovative 

solutions. In general, the results show the importance of thinking and planning technology 

capacities in relation to human psychological resources to achieve sustainable innovation. The 

conceptual framework proposed that the relationship between the use of AI and IWB would be 

mediated by psychological capital, which should be evaluated in future research. The global results 

provide strong support for the direct relationships between psychological capital and innovative 

work behavior, and between AI use and psychological capital.  

However, to reap the rewards of innovation, organizations must commit to investing in AI 

technologies and employee training and development initiatives. Managers need to schedule time 

to train on AI, give workers opportunities to try and experiment with AI, and create a culture of 

employees who are comfortable using AI tools. Moreover, psychological capital development 

training aimed at boosting self-efficacy, resilience, optimism, and adaptability of employees to 

technological changes should be adopted within the organization. The importance of clarifying AI 

use policies, encouraging leadership in AI implementation, and fostering trust building should also 

be emphasized to reduce uncertainty and encourage the innovative use of AI. Future research is 

required to examine how psychological capital can moderate the relationship between the AI 

workplace transformation and employees' reactions through interaction analysis and to investigate 

other organizational factors that can impact employees' reactions to an AI-driven workplace 

transformation.  
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