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Abstract:

The present study aimed to investigate the effect of artificial intelligence on employees’ innovative behavior with an emphasis on the
mediating role of organizational attractiveness in the municipalities of western Mazandaran Province. This applied study employed a
descriptive-survey design. The statistical population consisted of employees working in the municipalities of western Mazandaran Province.
Based on Cochran’s formula, 205 participants were selected through proportional random sampling. Data were collected using standardized
questionnaires measuring artificial intelligence, innovative work behavior, and organizational attractiveness. Construct validity was
confirmed through confirmatory factor analysis, and reliability was verified using Cronbach’s alpha coefficients. Data analysis was conducted
using SPSS and LISREL software through structural equation modeling. The findings revealed that artificial intelligence had a positive and
significant effect on organizational attractiveness (p=0.76, t=14.14). Artificial intelligence also exerted a direct positive and significant effect
on employees’ innovative behavior (p=0.19, t=2.16). Furthermore, organizational attractiveness positively and significantly influenced
innovative behavior (=0.44, t=5.10). The indirect effect of artificial intelligence on innovative behavior through organizational attractiveness
was also significant ($=0.33, t=4.23), confirming the mediating role of organizational attractiveness. In addition, model fit indices
demonstrated an acceptable fit for the proposed conceptual model. The results demonstrated that artificial intelligence not only directly
enhances employees’ innovative behavior but also indirectly strengthens it through improving organizational attractiveness. The
implementation of intelligent technologies creates a more engaging and supportive work environment, increases employees’ motivation and
organizational attachment, and encourages them to participate in innovative activities. Therefore, service organizations, particularly
municipalities, can enhance employees’ creativity and innovation capacity by investing in Al infrastructure and developing attractive
organizational environments to achieve human-centered digital transformation.
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Extended Summary

Introduction

The rapid expansion of digital technologies and the emergence of artificial intelligence (Al) have transformed the nature of
organizational processes, employee interactions, and managerial decision-making in contemporary organizations. Artificial
intelligence is no longer limited to technical automation; rather, it has become a strategic capability that reshapes organizational
structures, human resource practices, and innovation systems. Organizations operating in highly competitive and technology-
driven environments increasingly rely on Al technologies to improve efficiency, accelerate decision-making, and enhance
organizational adaptability (Sarker, 2022). In this context, Al has become one of the most influential drivers of digital
transformation and organizational sustainability. The implementation of Al systems enables organizations to process large
volumes of information, automate repetitive tasks, reduce operational errors, and create intelligent systems capable of learning
and adaptation (Kassa & Worku, 2025). Consequently, organizations that effectively integrate Al into their operational and
managerial systems are more likely to achieve higher levels of productivity, innovation, and long-term competitive advantage.

Recent studies have emphasized that the influence of Al extends beyond operational efficiency and affects the behavioral

and psychological dimensions of organizational life. Al-based systems facilitate knowledge sharing, support data-driven
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decision-making, and create more flexible and intelligent work environments (Commerford et al., 2022). Furthermore, Al
technologies contribute to employee empowerment by reducing routine workloads and enabling employees to focus on complex
and creative tasks. As a result, organizations that adopt Al technologies can improve employee engagement, learning, and
innovative capacity (Vafadar, 2023). In modern organizations, innovation has become a crucial determinant of survival and
success, particularly in public service organizations that face growing demands for efficiency, transparency, and
responsiveness. Therefore, employee innovative behavior is increasingly recognized as a key organizational asset.

Innovative work behavior refers to employees’ intentional generation, promotion, and implementation of new ideas aimed
at improving organizational processes, services, and performance. Innovative employees actively seek creative solutions,
support organizational change, and contribute to organizational development through experimentation and idea implementation
(Attique et al., 2025). Such behaviors are essential in environments characterized by technological change and uncertainty
because organizations depend on employees’ creativity and adaptability to remain competitive. Previous research has
demonstrated that innovative behavior positively influences organizational agility, productivity, and service quality (Marampa
et al., 2025). In the context of digital transformation, innovative work behavior becomes even more critical because employees
are expected to interact with advanced technologies and continuously adapt to new systems and processes.

Several studies have suggested that Al technologies can positively influence innovative behavior. Al systems provide
employees with analytical support, facilitate information access, and reduce time-consuming administrative activities, thereby
increasing opportunities for creativity and problem-solving (Khan et al., 2024). Research conducted in different organizational
contexts has shown that Al adoption enhances employees’ innovative capabilities and improves organizational learning
processes (Saravi Moghadam et al., 2025). Similarly, studies in healthcare organizations demonstrated that employees’
perceptions of Al use significantly contribute to innovative work behavior and organizational effectiveness (Agaoqiu et al.,
2025). Moreover, Al technologies support personalized learning and continuous skill development, which further strengthen
employees’ capacity for innovation and adaptation (Sargazi et al., 2025). These findings indicate that Al is not merely a
technological instrument but also a behavioral and psychological catalyst within organizations.

Alongside innovative behavior, organizational attractiveness has emerged as an important concept in organizational
behavior and human resource management literature. Organizational attractiveness refers to employees’ and job seekers’
perceptions of the desirability and value of an organization as a workplace (Tebyanian et al., 2021). Attractive organizations
are more capable of attracting and retaining talented employees, fostering organizational commitment, and promoting employee
satisfaction and engagement (Fraundorfer, 2023). Organizational attractiveness is shaped by several factors, including
organizational culture, leadership style, work environment, career development opportunities, and technological advancement
(Johnston et al., 2023). Employees who perceive their organization as supportive, innovative, and future-oriented are more
likely to demonstrate positive attitudes and proactive behaviors.

Previous studies have highlighted the relationship between technological innovation and organizational attractiveness.
Organizations that successfully implement digital technologies and Al systems are often perceived as modern, efficient, and
growth-oriented, which enhances employees’ perceptions of workplace attractiveness (Guillot-Soulez et al., 2022). Al
technologies can improve work quality, facilitate communication, and support employee development, thereby creating more
engaging work environments. In addition, organizational attractiveness may play a mediating role in explaining how Al

technologies influence employee behaviors. Employees who perceive their organization as attractive are more motivated to
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contribute beyond formal job requirements and are more willing to engage in innovative activities (Mutonyi et al., 2022).
However, despite the growing interest in Al and innovative behavior, limited research has simultaneously examined the
mediating role of organizational attractiveness in the relationship between Al and employee innovative behavior, particularly
in public organizations.

Municipalities, as major public service organizations, are currently undergoing digital transformation to improve urban
services and citizen satisfaction. In this regard, municipalities increasingly rely on Al technologies to optimize operations,
improve decision-making, and enhance service quality. However, successful digital transformation depends not only on
technological infrastructure but also on employees’ willingness to innovate and adapt to technological changes. Employees
who perceive Al as an opportunity for learning and professional growth are more likely to develop innovative behaviors,
especially when they work in attractive and supportive organizational environments. Therefore, investigating the role of Al in
shaping innovative behavior through organizational attractiveness is essential for understanding human-centered digital
transformation in public organizations. Based on this perspective, the present study aimed to investigate the effect of artificial
intelligence on employees’ innovative behavior with the mediating role of organizational attractiveness in municipalities of
western Mazandaran Province.

Methods and Materials

The present study was applied in terms of purpose and descriptive-survey in terms of methodology. The statistical population
consisted of employees working in municipalities of western Mazandaran Province. Using Cochran’s formula, a sample size
of 205 employees was determined, and participants were selected through proportional random sampling. Data collection was
conducted using standardized questionnaires measuring artificial intelligence, innovative work behavior, and organizational
attractiveness.

The artificial intelligence questionnaire was adopted from Younis et al. and included eight items assessing employees’
perceptions regarding the implementation and impact of Al technologies in the organization. Innovative work behavior was
measured using a five-item questionnaire developed by Monier et al., focusing on idea generation, idea promotion, and idea
implementation. Organizational attractiveness was measured using a five-item scale developed by Merlin and Chen, assessing
employees’ perceptions of organizational desirability and workplace attractiveness.

Construct validity was evaluated using confirmatory factor analysis through LISREL 8.8 software. The factor loadings of
all items exceeded the acceptable threshold, and average variance extracted values confirmed convergent validity. Reliability
was assessed using Cronbach’s alpha coefficients, which were above the acceptable level for all variables. Data analysis was
conducted using SPSS version 20 and LISREL 8.8. Descriptive statistics, Kolmogorov—Smirnov tests, and structural equation
modeling were used to test the proposed hypotheses and evaluate the conceptual model.

Findings

The results of the Kolmogorov—-Smirnov test indicated that all study variables followed a normal distribution because
significance values were greater than 0.05. Therefore, parametric statistical analyses were considered appropriate for hypothesis
testing.

The findings related to model fit indices demonstrated that the proposed conceptual model had acceptable goodness-of-fit.
The chi-square to degree of freedom ratio was 1.7, indicating an appropriate fit. The RMSEA value was 0.069, which was
within the acceptable range. In addition, goodness-of-fit indices including GFI, NFI, NNFI, CFI, RFI, and IFI all exceeded

recommended threshold values, confirming that the structural model adequately represented the observed data.
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The results of structural equation modeling revealed that artificial intelligence had a positive and significant effect on
organizational attractiveness (p = 0.76, t = 14.14). This finding indicates that employees working in technologically advanced
and Al-supported environments perceive their organizations as more attractive and desirable workplaces. Artificial intelligence
also had a direct positive and significant effect on innovative work behavior (B =0.19, t=2.16), suggesting that Al technologies
contribute directly to employees’ creativity and innovative activities.

Furthermore, organizational attractiveness had a positive and significant effect on innovative work behavior (f = 0.44, t =
5.10). Employees who perceived their organization as attractive, supportive, and growth-oriented were more likely to generate
and implement innovative ideas. The indirect effect of artificial intelligence on innovative work behavior through
organizational attractiveness was also positive and significant (f = 0.33, t = 4.23). This finding confirmed the mediating role
of organizational attractiveness in the relationship between Al and innovative behavior. Therefore, Al technologies influence
innovative work behavior both directly and indirectly by enhancing employees’ perceptions of organizational attractiveness.

Discussion and Conclusion

The findings of the present study demonstrated that artificial intelligence significantly contributes to employees’ innovative
work behavior both directly and indirectly through organizational attractiveness. These results indicate that Al technologies
should not be viewed solely as operational tools but also as transformational mechanisms capable of influencing employees’
psychological perceptions, organizational attitudes, and innovative capacities.

The direct effect of Al on innovative behavior suggests that intelligent technologies create opportunities for employees to
engage in creative thinking and problem-solving by reducing repetitive activities and facilitating access to information and
analytical support. Employees working in Al-supported environments are more capable of identifying opportunities, generating
ideas, and implementing innovative solutions. Moreover, Al technologies enhance learning opportunities and improve
organizational responsiveness, which further support innovation-oriented behaviors.

The findings also revealed that Al positively affects organizational attractiveness. Organizations that implement Al systems
are perceived as more modern, efficient, and future-oriented. Such organizations provide employees with opportunities for
professional growth, learning, and participation in technologically advanced environments, which increases employees’ sense
of organizational value and attachment. Consequently, organizational attractiveness becomes a significant motivational factor
encouraging employees to contribute more actively to organizational development and innovation.

The mediating role of organizational attractiveness suggests that employees’ perceptions of the workplace play a crucial
role in translating technological capabilities into innovative outcomes. When employees perceive the organization as
supportive, desirable, and development-oriented, they become more motivated to engage in innovative behaviors and
participate in organizational improvement processes. Therefore, the effectiveness of Al technologies depends not only on
technical infrastructure but also on the organization’s ability to create positive employee experiences and supportive
organizational climates.

Overall, the results emphasize the importance of integrating technological transformation with human-centered management
approaches. Municipalities and other public organizations seeking digital transformation should focus simultaneously on
technological advancement and employee well-being. Investment in Al technologies should be accompanied by employee
training, organizational support, transparent communication, and innovation-friendly policies. Creating attractive work
environments where employees feel secure, valued, and empowered can significantly enhance the success of digital

transformation initiatives and strengthen innovative work behavior among employees.
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