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Al-Enabled HRM, While growing use of human resource management artificial intelligence
Artificial Intelligence; | 5 revolutionizing HRM, less attention has been paid to its consequences for
Psgchological . . ) . .
Empowerment employee innovative work behavior. Based on self~-determination theory,
Innovative Work this study aims to explore how Al-Fnabled HRM practices are related to
Behavior, Employee | employees’ innovative work behavior & how psychological empowerment
Innovation, Self- functions as a link between these two variables. Data was collected from
Determination Theory,

Palist 325 managerial and HR employees from multinationals in Pakistan using
axstan guantitative, cross-sectional methodology. The exploratory factor analysis,

reliability analysis, correlation analysis and Hayes PROCESS Model-4 with
bootstrapping were used to analyze data. From results, it can be concluded
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empowerment and innovative work behavior is positive. The Psy chological

Date of Publication: | @nd partially mediates amid Al-Enabled HRM practices and innovative
02-06-2026 work behavior. The findings add to burgeoning research upon AI-HRM, by
finding how Al-powered HR practices lead to emotional empowerment
that stimulates innovative employee behaviors as well as give some tips on
designing Al-powered HR system that help empower, rather than diminish
employee creativity.
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INTRODUCTION

The technology, especially artificial intelligence (Al), has taken over human resource management
(HRM) practices and is turning notion from rule~driven and somewhat administrative into science~
driven, algorithmic decision-making in recruitment, performance management, trainingsemployee

feedback (Budhwar, Malik, Thedushika, Silva & Thevisuthan, 2022; Prikshat, Malik & Budhwar,

2021). Companies are not only using Al-powered chatbots, prediction analytics and automated
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feedback systems to lighten the administrative task load but to transform the employee experience
(Dutta, Mishra 5 Tgagi, QOQQ; Malik, Budhwar ¢5” Kazmi, QOQQ) This transformation has led to a
growing and significant amount of empirical and theoretical research on the impact of Al-Enabled
HRM on employee attitudes and behaviors, focusing most prominently on employee engagement,
trust, and oyganizational perforrnance in the diverse circumstances (J ia (5 Hou, 9024; Prasad & De,
2024; Jangbahadur, Ahlawat, Rozera & Gupta, 2024). Concurrently, employee innovation—
creating, communicating and putting into practice innovative ideas about work and its outputs has

become among the most strategically critical contributors to an organization's performance (Scott

& Bruce, 1994).

The linkages amid Al-enabled HRM and emplog ee innovation pey{ormance outcomes are relativelg
less exployecl compared to linkages with engagement (Ali, Cichon & A]obas., ‘20(26; Wang & Long,
9095; Li, Choi ¢ Kim, 9095) In instances where this link has been investigatecl, the results indicate
a potential paradox: Al-Enabled HRM may drive the innovative action by fostering metacognitive
engagement and psychological capital, but it can discourage innovative behavior over knowledge
hiding & emotional exhaustion, depending on employees appraisal & experience with algorithmic
management (Liu, Yuan & Tau, ‘20‘26; Liu, Tian & Chen, (20(26; Pavlov, 20(26) This incongruence
indicates that influence of Al-Enabled HRM on innovation is not direct or uniform, but mediated 1)1)
a psychological mechanism that acts as a buffer, either butfering positive or negative reactions to
Al The competitive advantage is being gained by ability of the people in the system to recognize
and pursue improvement opportunities, and not just pey{oym the speci{ic work assigned to them This
incongruence suggests that effects of Al-Enabled HRM on innovation are neither straightforward
nor monolithic, but instead mediated by psychological mechanism that buffers positive or negative
reactions to Al

The empowerment, an employee’s internalized sense of meaning, competence, self-determination,
and impact in their work role (Spreitzer, 1995)—pyovicles theoretically compelling candidate for the
mechanism. According to study, psychological empowerment is mediator between conventional HR
practices and innovative work behavior (Daboul)a, Madadha & Aclwan, 2093; Rehman, Ahmacl,
Allen, Razig & Riaz, 2019) and Al-based HRM systems can influence psychological empowerment
]og ]aoosting employee's self-efficacy and self-concept (Gao, Xu, Wang & Wh, 2025). Existing in
this pathwag is a coherent theoretical rationale, self-determination theorg (Rqan & Deci, c2()()()):
work environments that satisty basic psychological needs of workers for autonomy, competence &
relatedness lead to intrinsic motivation (Doan 5 Tran, 2095). Despite all this theoretical Via]oilitg,
however, systematic reviews of AI-HRM literature indicate lack of cross-cultural validation as well
as a scarcity of longitudinal and experimental designs, and only a few studies have directly tested
three-variable pathway amid Al-Enabled HRM practices, employee innovation and psychological

empowerment (Pan & Froese, QOQQ; Kim, Khoreva ¢ Vaiman, (20(24; Cyoitoru, Florea, Florea, Savu
& Cyoitoru, 9095)

This study attempts to fill gaps by proposing and examining a simple mediation model whereby
psychological empowerment acts as mediator between Al-enabled HRM practices and employee

innovation. It does so by following the literature which explicitly calls for research that uses existing
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motivational theory as a foundation to explain the outcomes of AI-HRM, and not just descriptive or
engagement-centric frameworks (Ali et al, 9096; Wang & Long, 9095) It provides a literature
review of Al-Enabled HRM practices, empowerment, employee innovation, and theoretical change
of the proposed model, along with the study hypotheses. As organizations operate in increasingly
competitive and technologically dynamic environments, ability of employees to generate, promote,
and implement ideas has become essential for organizational survival and sustainable performance.
Consequently, understanding whether Al-enabled HRM practices encourage employee innovative
work behavior has emeygecl as vital area of organizational and HRM research. The empiyical results,
theoretical and practical implications for organizations looking to implement Al-enhanced HRM
systems that amplify emploqees’ innovation are presented in following sections, through detailed

existing literature.

LITERATURE REVIEW
Al-Enabled HRM Practices

Al-Enabled human resource management (HRM) entails using algorithmic and machine-learning
technologies for the key HRM activities like recruitment, performance evaluation, training, as well
as emploqee feedback (Prikshat, Malik & Budhway, QOQL Ali et al, QOQ@) Ohne of the most cited
conceptual explanations of this change is bg Budhwar, Malik, Thedushika, Silva and Thevisuthan
(2022) who suggest that Alis reshaping international HRM, automating mundane administrative
tasks and creating new managerial and ethical issues. Similarly, in the systematic review article,
Malik, Budhwar and Kazmi (2022) describe how Al-driven human resource management is the
strategic capability, transforming outcomes in organizations and people rather than just a technical
advancement. [n a multi-source, time-lagged field study, Dutta, Mishra and Tyagi (2022) also find
role of Al in enhancing employee voice and engagement, thus highlighting that Al-Enabled HRM
does not just involve structural changes in HR processes, but personal experience of employees with
algorithmic systems.

This stream of research continues in sustaina]:)ilitg and cligitization fielcls, with Jia and Hou (2094)
indicating that Al-Enabled sustainable HRM has positive relationship with employee engagement,
whereas Ali et al. (2020) suggest that Al-Enabled HRM has a paradoxical dual nature, operating as
either an autonomy-~supportive or an autonomy-~controlling mechanism, depending on its design
and perception. Al-enabled HRM practices represent a shift from conventional administrative HR
systems toward intelligent and strategically oriented human resource management. Despite the
growth of this literature, there has been a constant and consistent finding that domain of AI-HRM
still lacks a coherent theoretical view, with a significant portion of work still centered around the
cross-sectional design (Pan & Froese, 2022; Kim et al, 2024), offering ample opportunity for the
testing of Al-Enabled human resource management against expressively rooted outcome variables

likewise innovation.

Theoretical Foundations
A model of relationship between Al-enabled HRM and employee innovation is based on several
complementary theoretical lenses, which include psychological empowerment. Self-Determination
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Theory (SDT) (Rgan & Deci, 2000) states that individuals have innate psychological needs, which
include autonomy, competence and relatedness, and that work environments that support these
needs promote intrinsic motivation and consequently, proactive, innovative behavior. Concerning
AI-HRM, Doan and Tran (202)) reveal that workplace support for autonomy, competence, and
relatedness are strong predictors of innovative work behaviour; among them, workplace support for
competence is the strongest predictor (f = 0.30,p < 01). A second lens is the Job Demands—Resources
(JD-R) model, which can be used to consider Al as a job resource that enhances the psychological
capital aswell as empowerment or as the jol) demand that leads towards strain and exhaustion (Liu,

Yuan &5 Tan, 2096)

Indeed, social exchange theory suggests that HRM—empowerment—innovation chain is a two-way
street, with HR practices demonstrating the commitment of an organization to the employees and
vice versa, as employees invest in process with an empowered, innovation-oriented effort (Dabouba
et al, 2023). The ability-motivation-opportunity framework posits that Al-Enabled sustainable
HRM can serve to improve abilities of employees through customized learning programs, provide
them with the real-time feedback to motivate them, as well as create opportunities for their career
development via its ease of use (Jia & Hou, 2024). Al-supported recruitment may contribute to
better person~job fit when systems are designed transparently and responsibly. In combination,
these frameworks all point to the idea that Al-enabled HRM practices can impact upon innovation
indirectly and not universally, but rather through psychological condition it fosters and/or erodes,
namely empowerment.

Al-Enabled HRM Practices & Employee Innovation

There is a relative lack of direct evidence on relationship between Al-enabled HRM and employee
innovation, but the evidence that is available suggests the positive relationship. Li, Choi and Kim
(2025) suggest the dual-pathway moderated mediation model, suggesting that the Al awareness is
connected to employee innovations and Ali et al. (2026) conclude that Al-enabled HRM digitization
is tied to positive employee outcomes, including innovation-relevant behaviors, under conditions.
Paradox literature shows that, at the same time, relationship between the two is not always positive
— hindrance appraisals of Al can result in knowledge hiding and emotional exhaustion (Liu et al,
?0?6), too much algorithm control can lead to technostress and autonomy deprivation, which can
limit innovative efforts (Pavlov, 2020; Gupta, Lakhera & Sharma, 2024). In this connection, this
mixed evidence base which is strong in the adjacent engagement—performance chain (Jia & Hou,
2024; Prasad & De, 2024) yet thin and conditional as regards to innovation specifically justifies
the first hypothesis.

HI: The Al-enabled HR management practices are positively related with the employee innovation.

Al-Enabled HRM Practices & Psychological Empowerment

The connection of Al-enabled HRM and psychological empowerment is more consistent. Gao et al.
(2023) yeveal that Al-powered HRM system increases psychological empowerment of employees
through their self-efficacy and self-concept. Dabouba et al. (2023) demonstrate that HR practices,
in particular job design, play a role as an important indicator of antecedents of the psychological
empowerment, which in turn influences innovative work behavior. With SDT assessment, Doan and
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Tran (2029) find that the motivational states related to empowerment strongly predict innovative
behaviour, in payticular, motivational states regaycling autonomy, competence, and relatedness
needs are predicted by Al tools significantly supporting these motivational needs. This dynamic is
not naturally occurring, but rather occurs through certain conditions: algorithmic transparency and
procecluyal fairness are seen keg mechanism to determine if ernplogee feels AI-HRM is empowering
or threatening, with opacity leading to algorithmic anxiety and a sense of loss of autonomy (Yin,
2026; Pavlov, 2026). Bandara et al. (2025) point out that unaddressed algorithmic bias poses the
threat to the effectiveness of strategic HRM and consequently to the empowerment sought to be
facilitated by a well-designed AI-HRM. The results show that the psychological empowerment has
the potential to be improved through Al-enabled HRM; however, this depends on quality of design
as well as implementation.

H?2: Al-Enabled HR management practices are positively related to psychological empowerment.

Psychological Empowerment & Employee Innovation

The most well-supported pathway in literature reviewed is empowerment-innovation pathway. In
the context of high involvement HR systems in software companies in Pakistan, Rehman et al. (2019)
reveal that psgchological empowerment plags the mediating role between abilitg~enhancing and
opportunity~enhancing HR systems and innovative work behavior, and relationship is strengthened
by a sense of support from managers and co-workers. Dabouba et al. (2023) validate that the HR
practices—firm innovative capability relationship is fully mediated by innovative work behavior &
emotional empowerment. Gao and Gao (2024) conclude that mechanism amid digital leadership
and innovative behavior is psychological empowerment, and not affective commitment. This is in
line with fundamental innovation research, that shows that employees who feel usetul, competent,
autonomous, and impactful in jobs are likely to have innovative ideas and lead to implementation
(Scott 08 Byuce, 1994; Spyeitzer, 1995) The pathwag linking variable to concept of empowerment is
the most consistent and strong one in the theoretical part of the corpus in terms of contexts (China,

J orclan, Pakistan).

H3: Psychological empowerment is positively related to employee innovation in particular context.

Psychological Empowerment as Mediator

There are direct inclications, although in limited stuclies, of mecliating role. Dabouba et al. (9093)
find that psychological empowerment is fully mediated by HR-practices-innovation. Psychological
capital, conceptually close to empowerment, is mediator between the challenge appraisal of Al by
employees and their innovative behaviors, whereas same route goes through hindrance appraisal
and leads to knowledge hiding (Liu et al, 2026). Rehman et al. (2019) show that the effect of ability
and opportunity-related HR practices on innovative work behavior is mediated, thus showing only
a partial mediation, while effect of motivation enhancing HR practices are direct and unmediated.
Mediators also add complexity to mediated chain: leadership developmental feedback reinforces
relationship between Al challenge appraisals and empowerment (Liu et al, 2026); tacit knowledge
awareness is either an activator for pathway between empowerment and innovation or deactivator
(Ali et al, 9026); and culture strengthens indirect path to innovative behaviour (Liu et al, 2096)
The evidence suggests that a mediation model might be used in which Al-Enabled HRM practices
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impact innovation by influencing how they feel empowered (signi{icant, competent, autonomous, &
influential) in their jobs.
H4: Empowerment mediates the relationship between Al-Enabled HRM practices and innovations.

Research Gap

Although there has been a surge in number of publications researching use of Alin HRM, three gaps
justify the present study. First, there is limited research testing direct impact of this specific three~
variable chain as Al-Enabled HRM — psychological empowerment — innovation (Dabouba et al,,
2023; Gao et al, 2023, Liu, Y. et al, 2020), and employee engagement and performance have been
the outcome variables for most of the studies in AI-HRM domain (J jia & Hou, 9094; Thangayaju &
Palani, 2029) but comparatively limited research has been conducted on impact of Al-enabled
HRM on emplogee innovation (Ahmed etal, 2095; Mehmood et al., 9026) Seconcl, methoclological
limitations are widespread: It is evident that vast majority of the studies have used cross-sectional
designs, se1{~reported surveys (Mubarok (5" Nursaimat, 2096; Siclclique et al, ?0(25; Ridwan et al,
2025) and almost no longitudinal or experimental studies have been conducted enabling the causal
precedence to be drawn between the AI-HRM, empowerment and innovation (Liu7 Y. et al, QOQG,
Croitoru et al, (20(25)

Third, the integration in theory is uneven; while some AI-HRM studies showed the solid theoretical
backgrouncl, systematic reviews of the last few years (Kim etal, QOQ‘}; Pan & Froese, QOQQ) scored
less than one guarter of the studies, and Self~-Determination Theory, with strong conceptual fit, is
underutilized in context of AI-HRM—innovation research (Ali et al, 2020, Wang & Long, 2025).
Cross-cultural validation is weak; most of the empirical studies are conducted at the country level
like Vietnam (Doan & Tran, 9095), Jordan (Dabou]oa et al, 9095), Pakistan (Rehman et al, 9019),
and China (Rao et al., QOCZO), which does not make the proposed mediation mechanism universallg
applicable. The appropriate job placement can consequently establish an important foundation for
emplogee psgchological empowerment and sul:)sequent innovative behavior. To fill in these aaps,
study bases on self-determination theory to develop simple mediation model to examine whether
psychological empowerment mediates the relationship between Al-Enabled HRM practices and

emplog ee innovation.

Theoretical Framework

Based upon the previous literature and self-determination theory, this study postulates that Al-
Enabled HRM practices have a direct impact on employees’ innovative work behaviour, as well as
indirect impact through psychological empowerment. In particular, Al-assisted HRM practices are
likely to positively shape employees sense of meaning, competence, self-determination and impact,
and thus support innovative work behavior. Overall, the proposed study suggests that Al-enabled
HRM practices can provide employees with information, developmental opportunities, personalized
support, feedback, and greater decision-making capabilities; these resources strengthen employees'
feelings of meaning, competence, self-determination, and impact, in turn encourage employees to
&enerate, promote, and implement innovative ideas. For this reason, psychological empowerment is
put forward as mediator that connects the Al-enabled HR management practices and emplogees’

innovative behavior.
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Figure 1 Theoretical Framework
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RESEARCH METHODOLOGY

This study was conducted with a guantitative research approach using the cross-sectional survey
design to analyze the relationships between Al-Enabled HRM practices and employee innovative
work behavior, and to test the mediating effect of psychological empowerment. The population of
the study was mid managers to senior managers working in the multinational companies (MNCs)
with technology interventions in human resource management processes in Pakistan, as they have
direct exposure to technology intervention in HR processes. The sampling method applied was
purposive sampling to ensure that respondents were experienced with Al-supported HR practices.
The context of the previous study remained untouched and the study was carried out on five MNCs
inclucling the Unilever Pakistan, Nestlé Pakistan, Coca~-Cola Pakistan, Getz Pharma Pakistan, and
PepsiCo Pakistan.

A structured self-administered questionnaire was given to HR and managerial employees. A total
of 325 usable questionnaires were returned following quality checks for the missing data, lack of
engagement with the questionnaire and outliers, yielding an effective response rate of 85.5%. The
measurement of all constructs was based upon the five-point scale from 1=strongly disagree to D =
strongly agree. In this linking, Al-Fnabled HRM practices were assessed with eight items adapted
from Mollah, Amin, Rahman, Islam, Debnath, Debnath and Oléh (2020), and the psychological
empowerment with Spreitzer's (1995) 12 item scale and innovative work behavior with the 10-item
scale of Jong and Hartog (2010). This reflects idea exploration, generation, promotion together with
the implementation.

Analytical Procedure

IBM SPSS Statistics and Hayes' PROCESS Macro were used to analyze the data. Exploratory factor
analysis (EFA) was performed to analyze the data using principal component analysis with Varimax
rotation. Common method variance was a diagnostic based on Harman's single factor test. Pearson's
correlations were computed and subsequently Model 4 in PROCESS was used to test hypothesized
mediation in the study towards conclusion. 5000 bootstrap samples with a 99% confidence interval
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were used for indirect effects. This procedure follows the same analytics approach that was taken in
the prior study.

RESULTS OF STUDY

The respondents of the sample were 32D persons. The male respondents accounted for the majority
(794%) and female respondents (24.6%). The largest age group was 31-40 years (431%), followed
by 41-50 years (305%). In terms of education 56.0% possessed a master’s degree and 308% an
MPhil /PhD. The majority of the respondents (55.7%) indicated that they had over 10 years of work

experience in study.

Table 1 Descriptive Statistics and Reliability

Construct ltems Mean SD Cronbach's o
Al-Enabled HRM Practices 8 2871 0887 193
Psychological Empowerment 12 29046 0867 860
Emplot] ee Innovative Work Behavior 10 2067 0851 806

All three measures acceptable internal consistency with Cronbach's alphas between .793 and .860.
Consequently, the results of study show that the reliability is satisfactory for the analyses in current
research study.

Table 2 KMO and Bartlett's Test

Test Value
KMO 900
Bartlett's ¥ 2406.496
DF 435

p <.001

The three~factor solution was based on theory, and the items were clearly differentiated among the
Al-Enabled HRM, psychological empowerment, and innovative work behavior. All primary factor
loadings were greater than 490 and none of the cross-loadings were substantive. Results from the
Harman's single factor test revealed that the first unrotated component could only account for the
2209% of total variance, which is well below the D0 % cut-off generally considered as evidence of
serious common method biases. Therefore, none of these relationships seem to be due to the common
method variance.

Tal:le 3 Pearson COYI'eldtiOI’lS

Variable 1 2 3

1. Al-Enabled HRM Practices 1.000 280™ 265™
2. Psy chological Empowerment 280™ 1.000 A05™
3. Innovative Work Behavior 265™ A405™ 1.000

Note. "p <.001, two-tailed.

There were positive relationships amid Al-enabled HRM practices & psychological empowerment
(r = 280, p < .001) and innovative working behavior (x = 26D, p < .001). The empowerment was also
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positivelg related to innovative work behavior (r = 405, p < .001). These results lend evidence to the
possible relationships.

Table 4 PROCESS Model-4 Results

Relationship B SE B t o)

AIHRM — Psg chological E.mpowerment 274 052 280 5246 <.001
Psgchological Empowerment —IWB 344 050 359 6.861 <.001
AIHRM — IWB (direct e{{ect) H4 049 164 3145 002
AIHRM — IWB (total ef{ect) 248 050 265 4057 <.001

The results showed the positive predictive value of practices in Al-enabled HRM for psychological
empowerment (B = 280, p < 001), which supported HL Psgchological empowerment further
positively predicted innovative work behavior (B =399, p < .001), thus supporting H2. The direct
impact of Al-Enabled HRM practices on the innovative work behavior was significant (these results
hold true even after accounting for the impact of the psychological empowerment, 3 = 2065, p <

001). The direct effect remained significant after psychological empowerment was introduced (B =

164, = 002).

Table 5 Indirect Effect of Al-Enabled HRM on IWB Via Empowerment

Effect Boot SE Boot LLCI Boot ULCI
100 024 057 150

The indirect effect was significant as 99% bootstrap confidence interval [[037, 150] did not contain
the value of 0. As a result, H3 was partially supported, as psychological empowerment clearly acted
as mediator between Al-Enabled HRM practices and innovative work behavior. In this linking, this
effect of mediation was partial, not complete, since the direct effect was still present as evident from
results and outcomes.

Table 6 Hypothesis Testing

Hypothesis Relationship Decision

Hi AIHRM — Psychological Empowerment Supported

H?2 Psychological Empowerment — IWB Supported

H5 AIHRM — IWB Supported

H4 AIHRM — Psy chological Empowerment — IWB Supportecl
DISCUSSION

The findings support proposed model, showing that Al-enabled HRM practices positively influence
employee innovative work behavior both directly and through psychological empowerment. Al-
enabled HRM can augment emplogees' competence and autonomy by reducing routine demands,
providing timely information, and supporting informed decision-making, consistent with the self-
determination theory (Rgan & Deci, 2000). Psychological empowerment also promotes innovative
work behavior by strengthening employ ces sense of meaning, competence, self-determination, and
impact (Spreitzer, 1995).The significant mediation effect further indicates that employees are more

likely to innovate when they experience Al as an enabler of agency rather than a mechanism of
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control. Consistent with Rehman et al. (2019), the findings position psychological empowerment as
an important mechanism linking HR practices with innovation, while extending this relationship to
the Al-enabled HRM context. The partial mediation also suggests that Al-enabled HRM influences
innovation through both psychological and technological pathways. Thus, the study makes three
principal contributions.

First, it shifts attention from the frequently examined AI-HRM outcomes such as engagement and
performance toward employee innovative work behavior, an outcome that remains comparatively
underexamined in emerging AI-HRM literature. Second, it identifies psychological empowerment
as explanatory mechanism linking Al-enabled HRM with employee innovation, thereby connecting
AI-HRM research with Self{~-Determination Theory. Third, the finding of partial mediation suggests
that the relationship is neither purely technological nor purely psychological; Al-enabled HRM
appears to influence innovation through both direct and motivational pathways. For practitioners,
the results suggest that the organizations should design Al-enabled HR systems around employee
enablement rather than automation alone. Thus, Al applications used for the recruitment, training,
performance management, workforce planning, and career development should provide employees
with useful information and decision support while preserving appropriate discretion and human
judgment. The HR managers should also invest in employee Al literacy and communicate how Al-
supported decisions are intended to augment rather than replace employee abilities. Such practices
may increase likelihood that employees perceive Al as resource that strengthens their competence

as well as autonomy.

CONCLUSION

This study examined whether Al-Enabled HRM practices contribute to employee innovative work
behavior and whether psychological empowerment explains this relationship. The findings support
all proposed hypotheses. Al-Enabled HRM practices were positively associated with psychological
empowerment and innovative working behavior, while psgchological empowerment was positivelg
associated with innovation. Moreover, significant indirect effect demonstrates that psychological
empowerment partially mediates the relationship amid Al-enabled HRM and employee innovative
work behavior. The central implication is that the innovation value of Al-enabled HRM does not
depend solely on the sophistication of technology. It also depends upon how employees experience
the resulting work environment. In this connection, when the Al-enabled HR practices strengthen
employees' sense of meaning, competence, self-determination, as well as impact, they may create
psychological conditions conducive to innovative behavior. This supports the broader argument
that successful AI-HRM implementation requires attention to both technological capability and
human agency.

Limitations & Future Research

This study has several limitations as first, its cross-sectional design limits causal inference; future
research should employ longitudinal or time-lagged designs. Second, the focus on MNCs in Pakistan
limits generalizability, warranting replication across countries, industries, and organizational
contexts. In this regard, the future studies should also examine moderators such as Al self-efficacy,
algorithmic transparency, leaclership, and Al trust. Finallg, multi-source clesigns using supervisor~
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rated innovative work behavior could reduce common-source bias and strengthen the validity of
future findings.
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