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Abstract—This study aims to analyze the interlink of organizational culture with innovative work behavior (IWB) among academic
staff in private universities in Erbil, Kurdistan Region of Iraq, and the moderating role of artificial intelligence (AI). This study adopted
a quantitative, cross-sectional survey design, and data were collected from 201 academic staff in private universities in Erbil, Kurdistan
region of Iraq. A structured questionnaire was used, and responses were analyzed using Statistical Package for the Social Sciences
version 27. Descriptive statistics, reliability analysis, correlation, and regression techniques were used, whereas moderation analysis
was performed using Hayes’ Process Macro. The findings show that creative work practices among university instructors are favorably
correlated with organizational culture. In addition, there is a strong link between AI and IWB practices, which might promote academic
innovation. Furthermore, the results confirm that AI does moderate the association between IWB and organizational culture, with high

levels of AI use strengthening this support.
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I. INTRODUCTION

Educational institutions are under considerable pressure due
to globalization, rapid technological advances, and growing
social demands. Universities, which were once characterized
as institutions focused on transmitting knowledge, are now
expected to function as innovation-driven organizations
that contribute to social advancement, economic growth,
and knowledge generation (Majidpour et al., 2025; Shareef,
2023). In this context, innovative work behavior (IWB)
is understood to be a significant contributor to building
the institutional performance and preserving the academic
competitiveness of academic staff members (Amoozegar
et al., 2025).

Innovation work behavior refers to the generation,
promotion, and implementation of new ideas in terms of
education, research, and administrative matters (De Jong
and Den Hartog, 2010). Such measures induce improvement
of the quality of teaching, increase productive output in
research, and enable addressing those new problems within
learning environments (Massoudi and Zidan, 2025). As
well as providing them with the right tools and resources,
building creative cultures within academia is also contingent

on various organizational and technical processes that shape
faculty members’ behaviors and attitudes (Liu and Sun, 2025).

One of the most powerful drivers behind employee
behavior is organizational culture. A strong, intentional
organization culture that exemplifies involvement,
consistency, adaptability, and mission clarity greatly affects
academics’ view of their work (Budur et al., 2024). This
kind of culture prompts participation in decisions, enhances
collaboration, and gives a common objective, all key to
driving inventive conduct in the learning process (Mokadem
et al., 2025).

The organizational factors come with a new technology
that revolutionizes the academic workplace in using Al
tools and technology (Acosta-Enriquez et al., 2025). Al
technologies enable faculty by improving information access,
increasing task automation, providing decision-making
processes support, and helping with better teaching/research
(Liu, 2025). As educational institutes create systems that are
backed up by Al it is becoming necessary to understand its
effect on learning dynamics and innovation (Wu et al., 2025).

Organizations are increasingly interested in culture and
Al, but their integral effect on IWB has not yet been tested
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and needs more investigation empirically in the context
of higher education (Zhou et al., 2025). The role of Al in
moderating the relationship between organizational culture
and innovation has not been widely studied in developing
parts of the world like the Kurdistan Region of Iraq. Hence,
the objective of this study is to fill this gap by exploring how
organizational culture and Al influence IWB of academic
staff in private universities in Erbil and systematically
analyzing the moderating effect of Al on this association. It is
envisaged that the findings will help contribute to theoretical
evolution as well as practical insights into how universities
can enable innovation via cultural and technological enablers.

II. LITERATURE REVIEW AND HYPOTHESES DEVELOPMENT

A. Organizational Culture and IWB

The deliberate creation, promotion, and use of novel
concepts, procedures, or practices in professional settings is
known as IWB (Zargar et al., 2025). IWB is essential to raising
research productivity and competitiveness, as well as teaching
effectiveness in higher education. Faculty members are being
challenged to adopt more creative strategies as a result of
the quick development of technology and the necessity for
academia to change (Riza et al.,, 2025). Understanding the
organizational elements influencing creative behavior has
therefore become essential (Liu and Sun, 2025).

Organizational culture is the set of energy-driving factors
such as shared values, shared understanding, and beliefs
that affect employees’ behavior; hence, it mostly drives
IWB (Yousaf et al., 2024). The Denison model defines
four primary elements of operational culture: involvement,
consistency, adaptability, and mission (Denison et al., 2006;
Denison and Mishra, 1995). A supportive organizational
culture creates an environment that encourages creativity,
the sharing of information, and experimentation required to
drive innovation (Orozco Arias and Anzola Morales, 2023).
Several studies recurrently reveal that organizational cultures
in both public and private sectors can affect IWB (Orozco
Arias and Anzola Morales, 2023; Riza et al., 2025).

The connection between organizational culture and IWB is
primarily based on social exchange theory which suggests that
positive actions towards an employee will be returned with
more favorable behaviors when certain conditions are met in
a company (Cropanzano and Mitchell, 2005; Hameli, 2024).
When involvement, consistency, adaptability, and mission
exist, there is a feeling of support from the organization
amongst faculty members. It allows them to act creatively
in response to organizational needs (Orozco Arias and
Anzola Morales, 2023). Moreover, Schein’s Organizational
Culture highlights how employees’ attitudes and behaviors
are influenced by the shared values and norms within an
organization, which in turn creates an environment that fosters
innovation (Mamo et al., 2025; Munir and Watts, 2025).

The theoretical viewpoint provides a good basis for
unravelling how corporate culture fosters IWB (Cavaliere
and Mori, 2026). First, Higher levels of Involvement
and engagement increase the likelihood that workers will
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collaborate and exchange ideas (Shareef, 2024). Innovation in
teaching and research is encouraged by faculty participation
in academic and administrative processes at institutions
(Mansaray and Atan, 2025). Second, Consistency demonstrates
common standards, collaboration, and integration across the
firm (Budur et al, 2024). A stable organizational culture
builds trust and reduces uncertainty, making new ideas easier
to collaborate upon and execute (Orozco Arias and Anzola
Morales, 2023). Consistency in policies and shared values
facilitates the adoption and sustainability of innovative
practices within academic institutions (Hameli, 2024). Third,
adaptability encompasses the flexibility of an organization to
adapt to changes in the environment and increase learning
capabilities (Budur et al., 2024). This is especially important
in terms of innovation, as it encourages experimentation and
openness to ideas (Orozco Arias and Anzola Morales, 2023).
The previous research has suggested that adaptability is a
significant antecedent of IWB, as it allows employees to adapt
creatively due to the dynamism in the environment (Mamo
et al., 2025). At universities, adaptability helps usher in new
technologies and creative teaching methodologies (Alateeg
and Alhammadi, 2024). Finally, Mission stands for a clear
organizational vision, strategy, and long-term goals (Yousaf
et al,, 2024). Having an orientation with the institutional
mission for faculty members drives them toward innovative
activity and thus promotes success in the organization (Orozco
Arias and Anzola Morales, 2023). A clear mission guides and
motivates employees, thereby improving their commitment to
innovating.
Based on the description, the following hypothesis is
derived:
H,: Academic staff’s perceptions of organizational culture
dimensions—(H, ) involvement, (H,,) consistency, (H,,)
adaptability, and (H, ) mission are positively related to IWB.

B. Artificial Intelligence (A1) and IWB

Al has emerged as a transformative technological force
that is reshaping organizational processes, decision-making,
and employee roles across various sectors, including higher
education (Ruano-Borbalan, 2025). Al stands for Al, which is
a simulation of human intelligence in computers and systems
to perform tasks that typically require human cognitive
functions such as learning, reasoning, data analysis, and
decision-making (Secundo et al., 2025). The implementation
of Al applications in fright like intelligent tutoring systems,
data analytics tool ecosystems, and automated processes, is
progressively transforming the structures of teaching and
learning. These advanced technologies are anticipated to be
systematically integrated into research and administrative
functions, thereby contributing to the enhancement of
faculty performance and institutional effectiveness within
higher education environments (Singh, 2023). This affects
professors’ work location and practice, and their innovation
pursuits (Katsamakas et al., 2024).

Innovative work practices: Universities must deliberately
develop, promote, and implement innovative ideas to be
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competitive and adaptable in the face of swift societal and
technological change (George and Wooden, 2023). Indeed,
the adoption of Al technologies has been highlighted as an
important driver of innovation, in particular by enhancing
employees’ ability to process information, derive insights,
and experiment with new solutions (Katsamakas et al., 2024).
Al reduces mundane workload and frees up faculty members’
time for higher-order cognitive activities such as creativity,
critical thinking, and problem-solving that lie at the heart of
IWB (Zhou et al., 2025).

Theoretically, Al has a link with IWB based on the
technology acceptance model (TAM) (Xue et al., 2025) and
resource-based view (RBV) (Barney, 2001). Given the basis
of TAM, when employees find Al technologies useful and
easy to use, they will adopt them, contributing positively to
their performance and intuitive work (Tbaishat et al., 2026).
On the other side, according to RBV, advanced technologies
like Al can be utilized as valuable organizational resources
that enhance employees’ competencies and drive innovations
(Mahade et al., 2025). These views suggest that Al adoption
not only enhances efficiency, but also creates space for novel
behavior (Massoudi and Zidan, 2025).

Empirical work provides strong support for the view that
Al positively influences IWB. Recent findings show that
Al-enabled tools can stimulate the creativity of employees
because they open access to knowledge, automate mundane
tasks, and drive data-informed decisions (Zhou et al., 2025).
Similarly, studies carried out in educational settings revealed
that tabling the use of Al technology encourages teachers
to experiment with new teaching methods, make progress
in encouraging creative research activities, and improve
problem-solving skills (Hasan et al.,, 2025). By providing
digital platforms that enable communication and idea
sharing as a crucial component of innovation, Al accordingly
promotes cooperation and knowledge exchange (Arya
et al., 2025).

Al also aids in the development of a learning organization.
Al technologies improve workers’ learning by providing
insightful, real-time feedback, predictive analytics, and skill-
related insights (Katsamakas et al., 2024). This capacity
for learning increases workers’ self-assurance and inspires
them to engage in creative endeavors (Shwedeh, 2024). Al-
backed tools help faculty in higher education analyze student
performance, create adaptive learning procedures, and explore
interdisciplinary research topics (Mahade et al., 2025). This
results in a work strategy that defies traditional thinking.

However, depending on how prepared and competent staff
members are, as well as how they feel about technology, the
impact of Al on IWB may differ. Therefore, although Al is
frequently viewed as a danger when it is poorly deployed and
without organizational support, when it is used well, it may
foster human-level creativity where, when correctly built, it
complements rather than replaces human talent (George and
Wooden, 2023). It promotes original thinking, fresh concepts,
and alternative scholarly approaches (Rao and Suhasini,
2025). With behavior-normalizing efficiency improvements
and play-catalyzing creative qualities that might enable
knowledge-pushed innovation, Al is a powerful enabler of

10.24086/cuejhss.v10n1y2026.pp110-119

Cihan University-Erbil Journal of Humanities and Social Sciences

IWB, supported by both theoretical reasons and empirical
data the following hypothesis is developed.
H,: Al is significantly and positively related to IWB.

C. Al as a Moderator Variable

The deliberate creation, promotion, and implementation
of novel concepts, procedures, or working practices by
employees is known as IWB (AlEssa and Durugbo, 2022).
IWB is essential for improving teaching quality, increasing
research productivity, and ensuring institutional adaptation
in a rapidly evolving technology context in higher education
institutions (Adhikari and Kaur, 2026). Several antecedents of
IWB have been suggested in the literature, and organizational
culture as a shared system of values, beliefs, and norms is
one of the most widely recognized antecedents (Atatsi et al.,
2022). A climate of engagement, commitment, flexibility, and
purpose can create a supportive environment that facilitates
innovative practices among faculty through networking
opportunities and knowledge sharing (Zamiri and Esmaeili,
2024). Nonetheless, the strength of this link is likely to vary
depending on context.

Technological  infrastructure, especially intelligent
technologies such as AI can shape how elements of
organizational culture are converted into innovative outcomes
(Hoxha et al., 2024). Al is defined as high levels of advanced
systems that mimic human capabilities — learning, predicting
future events, automating processes, and supporting decision
making (Sarker, 2022). Within education, AI tools are
being leveraged for data analysis, research support, custom-
tailored instruction, personalized learning experiences, and
administrative automation (Wangdi, 2024). Such capabilities
can also increase employees’ access to information, lighten
the load, and facilitate more efficient decision-making,
creating a working environment that is better suited for
innovation (Lin et al., 2023).

Theoretically, this moderating effect of Al can be explained
by the RBV. According to RBV (Barney, 2001), outcomes of
an organization depend on how valuable resources interact
with each other and also with culture, technology, etc. The
presence of Al at a high level is critical next to a solid and
well-defined organizational culture (Yunusa, 2025). Likewise,
socio-technical systems theory rests upon the assertion that
organizational performance is characterized by an interplay
between social systems (culture, people, structure) and
technical systems (technology, tools) (Abbas and Katina,
2023; Sony and Naik, 2020). In line with that, it is precisely
Al that makes more of a supportive culture by allowing
employees to better interpret cultural values as innovative
behaviors in action.

The hypothesis is supported by empirical studies that
confirm the positive role of digital technologies in moderating
the effect of organizational context on innovation outcomes.
Studies show that powerful digital infrastructure allows
organizations to draw on their cultural elements, emerging
employee creativity, and innovation (Amankona et al., 2025).
More so than ever before, Al enables knowledge access to
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a plethora of underrepresented demographics, enhances time
and resource efficiency in the form of communications and
exchanges, and provides experimentation support through
predictive or diagnostic analysis, as well as intelligent
systems (Binsaced et al., 2023). These capabilities are
magnifying the impacts of an innovative organizational
culture by allowing faculty to turn concepts into practical
solutions faster (Massoudi et al., 2024).

In the academic world, Al integration is pushing
opportunities for collaboration and learning between faculty
members even further. Al-fueled platforms can aid research
collaboration, facilitate automated academic tasks, and offer
real-time feedback on teaching efficacy (Ojika et al., 2023).
In the presence of such technical support, more powerful
effects of adaptive and participative culture since faculty
have significantly increased capacity to experiment with
innovative ideas, less subject to limitations associated with
administrative or cognitive overload (Katsamakas et al.,
2024).

On the other hand, in a low Al adoption setup, where
employees experience more organizational constraints and
fewer technological enabling factors, as compared to a high
Al adopting organization, the role of such culture may be
weaker (Horani et al., 2025). This indicates that Al is not a
direct replacement for organizational culture, but rather an
enabler of more effective cultural alignment with practice
by facilitating the tools and infrastructure needed to leverage
cultural values into innovative action (Yousaf et al., 2024).

Al enhances the positive relationship between
organizational culture and ITWB, as argued by theoretical
underpinning and empirical evidence above, since it allows
organizational resources to be better exposed, employee
creativity to be tackled, and new ideas to be implemented
more efficiently. Accordingly, the following hypothesis is
proposed.

H,: Al moderates the relationship between organizational
culture and IWB, such that the positive effect of organizational
culture on IWB is stronger when Al use is higher.

The relationships between organizational culture, Al, and
IWB for academic staff in Erbil’s private universities were
illustrated in a conceptual model (Fig. 1). The model rests on
the assumption that organizational and technological factors
are key elements in determining employees’ innovative
behavior in higher education institutions.

I1I. METHODOLOGY

A. Research Design

The quantitative research design herein investigated the
relationships between organizational culture, Al, and IWB,
in addition to the moderating effects of Al. Using a cross-
sectional, paper-based survey method, data were collected
from academic staff at private universities in Erbil, Kurdistan
Region of Iraq. This approach allowed for the testing of
hypothesized relationships and the analysis of interactions
between variables at a single point in time.
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B. Population and Sample

The population consisted of all academic staff employed
at private universities in Erbil, with a total population of
619 academic staff members across all universities. The
institutions included Cihan University - Erbil, Lebanese
French University, International University of Erbil, Tishk
International University, Knowledge University, Bayan
University, Catholic University in Erbil, and Qala University
College. A total of 250 questionnaires were distributed to
academic staff members at these universities, of which 201
valid responses were returned, resulting in a usable response
rate of 80.4%. The respondents included academic personnel,
instructors, and lecturers. The characteristics of the sample
are presented in Table 1.

C. Sampling Technique and Data Collection Method

Simple random sampling was utilized in this study; all
academic staff members of the chosen private institutions
had an equal chance of being included in the sample.
This method increases the results’ generalizability while
reducing selection bias. A standardized questionnaire that
was uploaded to academic staff at the chosen universities
was used to collect this data. The questionnaire was created
using already validated scales in the literature to guarantee
content validity and reliability. Participants were informed

Artificial intelligence
(Al)

| H2
H3 \
Innovative Work
Behavior (IWB)

Organizational
culture

F— Hl ———————— >

Fig. 1: Conceptual framework.

TABLE 1
DISTRIBUTION OF SOCIO-DEMOGRAPHIC CHARACTERISTICS OF THE
STUDY PARTICIPANTS

Demographic variable Category Frequency Percentage
Gender Male 105 522
Female 96 47.8
Marital status Married 134 66.7
Single 67 333
Age 30-39 years 94 46.8
40-49 years 52 259
29 years and under 30 14.9
50+years 25 12.4
Educational level Master degree 123 61.2
PhD degree 78 38.8
Academic title Assistant lecturer 91 453
Lecturer 64 31.8
Assistant professor 37 18.4
Professor 9 4.5
Working period 2 years or less 45 22.4
3-5 years 74 36.8
6—-10 years 51 25.4
11+years 31 15.4
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of the study’s objectives and given the assurance that their
responses would remain private and anonymous.

D. Data Analysis Technique

Statistical Package for the Social Sciences software
(Version 27) was used to analyze the collected data.
Demographic characteristics and variable distributions were
presented using descriptive statistics. The software was
used to find out the relationship between dependent and
independent variables. In addition, moderation analysis was
performed using the process macro (Model 1) based on the
bootstrapping method (Hayes, 2015) to examine whether Al
moderates the relationship between organizational culture
and IWB. This allows interaction effects of independent
and moderating variables to be studied within a regression
framework.

E. Instrumentation and Measures

A structured self-administered questionnaire was used
for data collection. All constructs were measured with
previously validated scales adapted from the extant literature
to ensure reliability and validity. The constructs of the study
questionnaire included organizational culture, Al, and IWB.
The response to all items was rated on a five-point Likert scale
(1 = strongly disagree; 5 = strongly agree). Table II presents
the measurement construct and sources of the study variables.

IV. RESULTS AND DATA ANALYSIS

A. Reliability Analysis

To ensure internal consistency, Cronbach’s Alpha was
calculated for all constructs (organizational culture, Al, and
IWB). A threshold of 0.70 or above indicates acceptable
reliability. Table III shows the reliability result.

B. Correlation Analysis

Pearson correlation analysis was conducted to examine
the relationships among the study variables. The Pearson
correlation matrix for the bivariate associations among the
constructs of this study, organizational culture, Al, and IWB
is presented in Table IV. The results show that organizational
culture has a strong correlation with IWB (r = 0.778,

TABLE II
MEASUREMENT CONSTRUCT AND SOURCES
Construct Items Source
Organizational culture 24 items  (Denison et al., 2006; Denison and
Mishra, 1995)

Artificial intelligence 6 items (Abdelaal and Al Sawi, 2024)
Innovative work behavior ~ 22 items  (De Jong and Den Hartog, 2010)

TABLE III

RELIABILITY RESULTS

Variable Cronbach’s Alpha Items  Interpretation
Organizational culture 0.909 24 Reliable
Artificial intelligence 0.937 6 Reliable
Innovative work behavior 0.872 22 Reliable

Cihan University-Erbil Journal of Humanities and Social Sciences

P < 0.01). This finding indicates a strong, positive, and
statistically significant relationship; that 1is, academic
staff who perceive their institution as having a stronger
organizational culture are likely to demonstrate higher levels
of IWB. The correlation between Al and IWB is also strong
and statistically significant (r = 0.704, P < 0.01); hence,
greater use of and engagement with Al among academic staff
is associated with increased IWB. Finally, the correlation
between organizational culture and Al is statistically
significant (r = 0.648, P < 0.01), suggesting that institutions
with stronger organizational cultures are also associated with
higher levels of Al adoption among their academic staff.

C. Analysis of Model Fit Indices

Table V shows the model summary for the moderation
analysis estimating the joint effect of Organizational culture
and Al, as well as their interaction term, on IWB among
the 201 academic staff participants, which was conducted
using PROCESS macro model (Hayes, 2015). The overall
model fit the data well, indicated by a multiple correlation
coefficient R = 0.811, which suggests a very strong linear
relationship between this set of predictors and the outcome
variable. The coefficient of determination (R? = 0.657) shows
that about 83% of the total variance in IWB is explained by
the model, considered large by conventional standards, hence
substantially reflecting the combined explanatory power from
organizational culture, Al, and their interaction in predicting
innovative behavior among academic staff. Mean square
error (MSE = 48.858) reflects the average squared deviation
of observed values from model-predicted values, with
relatively low unexplained residual variance given the scale
of the outcome variable. The overall model was statistically
significant at F (3,197) = 321.347, P < 0.001, proving that
inclusion of these three predictors, organizational culture,
Al, together with the interaction term, collectively explains
a significant non-trivial proportion beyond what would
be expected by chance in IWB variance. This strongly
supports subsequent interpretation for individual regression

TABLE IV
PEARSON CORRELATION MATRIX OF VARIABLES

Variables Organizational Artificial  Innovative work
culture intelligence behavior

Organizational culture

Pearson correlation 1

Sig. (2-tailed)
Artificial intelligence

Pearson correlation 0.648** 1

Sig. (2-tailed) 0.000
Innovative work behavior

Pearson correlation 0.778** 0.704** 1

Sig. (2-tailed) 0.000 0.000
**Correlation is significant at the 0.01 level (2-tailed)

TABLE V
MobEL FiT INDICES

Model R R? MSE F df1/df2 P-value
1 0.811 0.657 48.8578 321.3469 3/197 <0.001
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coefficients and the moderation effect while confirming that
this study’s context supports such theoretical meaning with
good empirical backing.

D. Hypotheses Testing (Direct Effects)

Regression analysis was conducted to test the direct effect of
organizational culture on IWB. Table VI presents the regression
results testing the direct effects of the four organizational
culture sub-dimensions: involvement, consistency, adaptability,
and mission on IWB. This relates to hypotheses H,  through
H,, based on data collected from 201 academic staff
participants. All four hypotheses were supported, as each
sub-dimension had a positive and statistically significant
association with IWB at P < 0.001. Collectively, these findings
affirm that these cultural dimensions of organizational life are
meaningful and robust predictors of innovative behavior within
the academic workplace. The confidence intervals (Cls) for all
four coefficients were entirely positive and did not include
zero, which further supports the reliability and directional
consistency of these effects.

Among the four sub-dimensions, involvement demonstrated
a positive effect on IWB (B = 2.685, t = 17.659, P < 0.001).
This finding confirms that staff participation, empowerment,
and collective ownership within the institution foster
innovative behavior. Consistency (B = 2.710, t = 19.182,
P < 0.001, 95% CI [2.431, 2.989]) indicates that a culture
characterized by shared values, ethical clarity, coordinated
agreement, and alignment of goals across all organizational
levels strongly supports IWB by making staff members
feel more confident in engaging in innovative activities.
Adaptability is also a significant predictor of IWB (B = 3.022,
t=23.709, P < 0.001, 95% CI [2.770, 3.273]). The mission
dimension was also significant (B = 2.913, t = 18.197,
P < 0.001, 95% CI [2.597, 3.229]), indicating that a clear
and inspiring institutional mission has strong unit-level
effects on IWB. Overall, the results summarized in Table VI
indicate that all four sub-dimensions of organizational culture
are significant positive predictors of IWB.

E. Moderation Analysis

Table VII presents the regression coefficients for the
moderation model examining the effects of organizational
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culture and Al on IWB among academic staff. The findings
indicate that organizational culture has a significant positive
effect on IWB (B = 0.956, t = 8.769, P < 0.001). This
suggests that improvements in organizational culture are
associated with higher levels of IWB among academic
staff. In other words, a supportive organizational culture
encourages employees to generate, promote, and implement
new ideas within the university environment.

The results further reveal that Al also has a significant
positive effect on IWB (B = 2.531, t = 5.737, P < 0.001).
This implies that greater utilization of AI technologies
contributes positively to enhancing IWB. Academic staff who
effectively use Al tools and technologies are more likely to
engage in creative and innovative activities in their work.

Most  importantly, the interaction term between
organizational culture and Al is statistically significant (B =
0.199, t = 3.594, P = 0.0004), confirming the moderating role
of Al in the relationship between organizational culture and
IWB. This means that Al strengthens the positive relationship
between organizational culture and IWB. In practical terms,
the influence of organizational culture on IWB becomes
stronger when the level of Al usage is higher. Therefore,
universities with a supportive organizational culture and
greater integration of Al technologies are more likely to
foster innovative behavior among academic staff.

The simple slopes analysis indicates that organizational
culture has a positive and statistically significant effect on
IWB at all levels of Al as shown in Fig. 2. Specifically, at
low levels of AI (16™ percentile), the relationship between
organizational culture and IWB is positive and significant
(B = 04203, P < 0.001), suggesting that a supportive
organizational culture enhances employees’ innovative
behavior even when Al support is limited. At the medium
level of AI (50" percentile), the effect becomes stronger
(B =0.4969, P < 0.001), indicating that moderate Al usage
further enhances the positive influence of organizational
culture on innovation-related behaviors. The strongest effect
is observed at high levels of Al (84" percentile), where
organizational culture has the greatest positive impact on
IWB (B = 0.6500, P < 0.001) as indicated in Table VIIL.
The increasing slope values across low, medium, and high
Al levels demonstrate that Al positively moderates the

TABLE VI
REGRESSION RESULTS FOR THE EFFECTS OF ORGANIZATIONAL CULTURE DIMENSIONS ON INNOVATIVE WORK BEHAVIOR (H A-H D)

Statement B (Unstandardized coefficient) t P-value 95% Confidence Interval Result
H, 2.685 17.659 <0.001 (2.385,2.985) Supported
H, 2.710 19.182 <0.001 (2.431,2.989) Supported
H, 3.022 23.709 <0.001 (2.770, 3.273) Supported
H, 2913 18.197 <0.001 (2.597,3.229) Supported

TABLE VII

REGRESSION COEFFICIENTS FOR THE MODERATION MODEL PREDICTING IWB

Variable B (Unstandardized coefficient) t P-value  Significance
Organizational Culture 0.956 8.769 <0.001 Significant positive effect on innovative work behavior
Artificial Intelligence 2.531 5.737 <0.001 Significant positive effect on innovative work behavior
Organizational culturexartificial intelligence 0.199 3.594 0.0004 Significant - moderation confirmed
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TABLE VIII
CONDITIONAL EFFECTS OF ORGANIZATIONAL CULTURE ON INNOVATIVE WORK BEHAVIOR AT DIFFERENT LEVELS OF ARTIFICIAL INTELLIGENCE

Al level (W) Al score Effect (B) Standard error t P-value 95% confidence interval
Low (16™) 28.0000 0.4203 0.0641 6.5594 <0.001 (0.294, 0.547)
Medium (50") 24.0000 0.4969 0.0499 9.9492 <0.001 (0.398, 0.595)
High (84™) 16.0000 0.6500 0.0447 14.5529 <0.001 (0.562, 0.738)

6.0 - members are more creative when their institutions foster

R collaboration, shared values, and (strategic) clarity (Budur
>3 vuu HighAl et al., 2024).

Innovative Work Behaviour

1.0 1.5 2.0 2.5 3.0 3.5 4.0 4.5 5.0
Organizational Culture

Fig. 2: Simple slopes analysis.

relationship between organizational culture and IWB. In
other words, the presence and use of Al strengthen the
ability of organizational culture to promote innovative
behavior among academic employees.

V. DISCUSSION

The study results revealed a substantial positive correlation
between organizational culture and IWB among university
teachers. When the organizational culture fosters that kind of
involvement, consistency, adaptability, and a clear mission,
academic staff will act innovatively, they will absorb new
idea concepts, upgrade their teaching mostly, and carry out
much better research activities.

This affirmation of the accountability dimension increases
engagement among faculty in decision-making processes
and, consequently, generates psychological ownership that
encourages and promotes innovation. Consistency allows
for further common values and coordination, breeding fertile
ground for systematic innovation. Adaptability can lead you
to be more flexible and responsive to change, opening the
door for exploration and innovation. Finally, a clear mission
informs and aligns the individual with institutional forces,
ultimately leading to purposeful innovations.

These results are consistent with previous research that has
emphasized the role of organizational culture in performance
and innovation. This supportive and participative culture has
been found by researchers to improve employees’ creativity
and innovation behavior very significantly (Budur et al.,
2024). Similarly, flexibility is touted as another prominent
enabler of innovation in the organizational landscape that
changes rapidly (Mamo et al., 2025). The findings are similar
to research at the higher education level that suggests faculty
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In addition, results imply a significant predictive
relationship of Al with IWB among university teaching
faculties. This means that the use of Al tools in the study
allows educators to replace themselves in innovation,
teaching, research, and administrative tasks.

Al technologies provide faculty with improved access to
information, automation of routine tasks, and more accurate
data-driven decisions. What it does do is free up academic
staff to think more imaginatively and to create added value.
Al usage increases work efficiency in research purposes,
helps the way of teaching, and furthermore creates new
avenues for knowledge generation that ultimately lead to
improved innovative task behaviors.

The findings align with previous research indicating that
Al can reshape academic staff IWB. Mounting evidence
shows that Al adoption improves efficiency, helps people
tap creativity, and empowers workers to develop novel
solutions (Secundo et al., 2025). Al technology has been
beneficial in higher education for enhancing the quality
of teaching and research productivity as well as academic
innovation, which reinforces the results of this study (Zhou
et al., 2025).

The results of the moderation analysis show that
Al moderates the relationship between organizational
culture and IWBs. This indicates that the strength of
the relationship between organizational culture and
innovation depends on the level of Al integration within
the university environment. Specifically, the positive effect
of organizational culture on IWBs is stronger when Al
usage is high. This indicates that Al serves as an enabling
mechanism, augmenting the role of cultural determinants in
fostering innovation. Conversely, under low Al use, there
is a weak relationship between organizational culture and
innovation, suggesting that technological support plays a
prominent role in the context of translating cultural values
into innovative outputs.

Such findings are aligned with growing research
emphasizing the co-dependent nature of organizational and
digital factors (Wangdi, 2024). Earlier studies propose that
Al amplifies organizational capabilities through enabling
knowledge sharing within the organization, accelerating
decision-making processes, and assisting with creativity
(Singh, 2023). In particular, studies found that digital
transformation enhances the influence of organizational
culture on innovation by creating tools and systems to
better put employees’ skills into practice (Shokrollahi, 2025;
Yunusa, 2025).
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VI. CONCLUSION AND IMPLICATIONS

A. Conclusion

The present study examined the associations between
organizational culture, Al, and IWB in academic staff of
private universities in Erbil, Kurdistan Region of Iraq, as
well as the moderating role of AI. The results showed that
organizational culture has a significant positive influence
on IWBs, implying that the defined supportive cultural
dimensions (i.e., involvement, consistency, adaptability,
and clear mission) are important to enhance academic staff
innovation. Moreover, it was revealed that AI positively
contributes to IWBs as a technological enabler, enhancing
academic performance and creativity in periodic analyses.

Moreover, the findings indicated that Al moderates the
impact of organizational culture on IWB positively under
high conditions of AI usage. Hence, advanced technologies
can contribute to the effectiveness of organizational cultural
factors in higher education institutions in terms of being
more innovative.

B. Theoretical Implications

This study makes several contributions to the literature. To
understand the creative work behaviors in higher education,
it first presents a coherent framework for studying AI and
organizational culture. This combination enhances existing
research, which has typically studied these constructs in
isolation.

Second, the study contributes to innovation theory by
showing that technological factors like AI not only affect
IWB directly but also amplify organizational culture’s effect.
It emphasizes the need of valuating innovation within both
organizational and technological contexts in academia.

Finally, the study adds empirical evidence to existing
theoretical models in a less-explored context by investigating
data from private universities in a developing region.

C. Practical Implications

This study has two main implications for university
administrators and policymakers. The first involved higher
education organizations, which are institutions focused
on working well with employees who become engaged in
organizational efforts and policies that have clear consistency,
promoting adaptability within these institutions while
empowering staff across campuses, through rapid increases in
communicating institutional mission and goals. These types
of initiatives can greatly increase faculty participation in
innovative endeavors.

Second, universities should devote resources to Al
technologies and ensure they are successfully integrated
into their teaching, research, and administrative processes.
Al tools may reduce administrative burdens, increase
productivity, and provide academic staff members with the
chance to foster original and creative thinking.

Third, administrators at universities ought to recognize
the mutually beneficial link between Al and organizational
culture. Sophisticated technical systems in conjunction with
a favorable organizational culture can provide an atmosphere
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that encourages academic personnel to work as creatively as
possible.

D. Limitations and Future Research

Despite its value, this study has many drawbacks. Because
we employed a cross-sectional study methodology, the first
constraint is the inability to draw conclusions about the
causal relationships between variables. Changes over time
might be investigated using longitudinal designs with many
follow-up evaluations. Second, self-reported questionnaires,
which are prone to response bias, were employed in this
study. To improve validity, future research may use a variety
of data sources. Third, we cannot presume that the results
of this study, which focused on private institutions in Erbil,
would apply to other areas or public universities. Larger
sample sizes and comparisons with different educational
environments and nations may be included in future research.
Finally, to gain a better understanding of the processes
influencing creative work behavior in higher education
institutions, future research may look at other moderating or
intervening factors such as leadership styles, digital readiness,
and knowledge sharing.
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