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Abstract: The research explores how Al-powered sustainaltepkhctices influence employee creative performance
within India's IT sector through the mediating rofendividualised agreements. The research apptiestural equation
modelling to examine survey data from 360 IT prei@sals based on the frameworks of the Job DemBedsurces
model and Social Exchange Theory. Al-based traiaimdjperformance management systems raise crgatifggmance
levels and show that ideals partially mediate tmeksgionships. The research results reveal camégifferences because
ideals mediate recruitment effects and performamzeagement outcomes but show no significant medi&bi training
interventions, likely because of the sector's mation toward standardised learning approachesrd@$earch delivers
significant theoretical advancements by analysirgiRM systems in emerging economies and exploregmggnal work
arrangements' limits in tech-heavy settings. Thiesights serve as essential guidance for pracét®deploying HR
technologies that successfully combine standaidisatith personalisation to promote workplace ination. The
research reveals surprising results about the nairdimect influence of sustainability orientatidrhe research advocates
for integrated strategies to synchronise sustdibaliitiatives with innovation objectives withiimdia's IT sector.

1 Introduction 2 Review of related literature
India's Information Technology (IT) sector contiest 2.1  Theoretical framework
9.4% to the GDP. It produces $227 billion in revebb] This research integrates vital elements from the Jo

while it experiences fast-paced transformationdgiothe Demands-Resources (JD-R) model [7] and Social
implementation of Al and sustainability measuregxchange Theory (SET) [13] to develop a framewbk t
[29,55,68]. Al-driven HR practices improve bothexamines the influence of Al-enabled sustainable HR
efficiency and employee performance according ¢eme practices on employee creative performance thrdabgh
studies [52,71,72] yet research about their effectaediating role of idiosyncratic deals (I-deals).eTID-R
specifically in India's IT environment is still lied model establishes that Al-powered HR practicesh i
[17,19,48]. This study explores this deficiency byecruitment and training, function as essential
examining how five Al-enabled sustainable HR p&j organisational resources that reduce job demands an
namely recruitment training, performance managemenminhance employee motivation and creativity [32,8¥
sustainability orientation, and empowerment, affecipplication of technological interventions restftsvork
creative performance through idiosyncratic dealse@ls) environments that boost employee abilities for tivea
as a novel mediating mechanism. The study comes athinking and problem resolution, according to resiedy
critical time as the IT sector struggles with highover [34,72]. SET explains how organisations and empmsye
rates [6,60] alongside an increasing demand fdamable maintain a reciprocal relationship through persisedl I-
talent management practices [24,30,41]. The stutlgs deals, which create organisational support and @yepl

on the Job Demands-Resources model [7,67] amligation, leading to increased creative contidmg
Resource-Based View [9,75] to deliver empiricaldevice [5,23]. India's IT industry benefits from this tmetcal

of AI-HRM effectiveness in India's IT sector [1,28hile  integration because it enables the combination of
introducing I-deals as essential mediators in teldyy- sophisticated HR technologies with tailored emplepn
based HR settings [5,39] and presents actionalitigee  structures that solve distinctive workforce isswdile

for creating sustainable Al-enhanced HR systems$ theupporting long-term innovation [17,28]. The franoekv
encourage creative work [25,34,47]. The researelbles advances current understanding by presenting eséden
companies to manage digital changes by meetingat Al-powered HR systems set up the structural
sustainability demands and workforce requiremeiitsinv - conditions for I-deals to become strategic resairce
India's competitive IT sector [10,54]. [71,74]. The research integrates different theoaéti
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viewpoints to show how organisations can use Algq@d  decrease onboarding time by 30% [8,71]. Sustainable
HR systems focused on sustainability to boost itigat HRM principles related to SDG 4 are supported lsgesys
through customised employment practices and didtwss that promote ongoing skills development [22,47,50].
future of digital economy work [53,62]. Adaptive capabilities establish individualised depenent
paths that enhance self-direction [7,69] and premot
2.2 Conceptual framework _ creative solutions to problems [62,76,77]. Studhekicate
221  Al-enabled recruitment and selection Al training systems enhance innovation skills fouc and
Advanced algorithms in Al recruitment systemsy| technologies in Indian IT organisations, accoggio
transform talent acquisition processes by redubingg [17,55], while integrated analytics tools foreaggtoming

bias by 37% through automated screening and emM@&nClearming requirements as evidenced by [19,32,53].
predictive validity [12,61,72]. The IT sector india

deploys systems that analyse over 10,000 datasppert 2.23  Al-enabled perfor mance management
candidate to enhance the technical-organisatiorstm Data-driven evaluations from real-time analytics
[19,28,48]. Digital platforms increase transparemath  dashboards track over 35 performance metrics, which
chatbot interfaces [49,71] and enable ESG-aligrigdgh resultin a 40% reduction of appraisal bias withidian IT
by measuring values-congruence [24,63]. Al idesgifind  organisations, according to [21,28,32]. Modernfplats
utilises creative potential through proactivity amgnitive use predictive modelling to discover potential iwators,
flexibility to enhance innovation outcomes [34,43,6 while sentiment analysis supports comprehensive® 360
This technology handles India's IT talent shorténye feedback, according to findings by [19,43,72]. Qunbus
employing effective mass screening methods [1%6#p  performance tracking with these tools provides amgo
utilising analytics to forecast achievement in ivation role clarity while eliminating the need for annuaviews
positions [17,20,32]. [2,73], which proves especially beneficial withindla's
o fast-paced IT industry [17,55]. Sustainability nier

222  Al-enabled training and development _integration connects KPIS with SDG targets (Figlije

_ Modern personaﬁsed learning platfo_rms '”COVPPQit'”resuning in a green innovation engagement ris@8%
_remforc_ement glgorlthms show a 42% hlghereffmte§s 22,42,62]. Employees get clear, personalised feekb
in_ closing skill gaps than conventional eduqat|onaI['8’53] and managers obtain specific coaching irsigh
techniques [5,43]. Technical skills among India® '[69,76]. Creative performance improves when inniovat

profegsionqls improve through_microlearning modaled expectations become apparent, according to [4,74,77
VR simulations [21,48,55] while NLP-powered mentors
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Figure 1 Conceptual framework

224  Organisational sustainability orientation beyond mere compliance into daily operations [42]
Indian IT firms see their employer branding impriwye organisations achieve creative solutions for snatde
1.8x and employee retention rates rise by 25% tiirouchallenges [62,77]. In these companies, employetibie
ESG-integrated organisational cultures [17,22,&tpen advanced innovation testing [17,55], which stenmmnfr
coding and ethical Al governance as sustainabilityeinforced psychological commitments [39,65] that
practices increase employee pride and empowermeptpduce bidirectional innovations [19,76].
according to [3,24,30]. ESG values are shown toudtte
intrinsic motivation [23,69], which contributesltadian IT 22
firms with sustainability initiatives experienci8§% more
innovation engagement [8,47,50]. Authentic inteigrat
remains essential because when sustainability éste
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increase of 50% through real-time data analyticyiged

By Al autonomy platforms [21,43,48]. Organised
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empowerment programs such as hackathons lead8%a 2effectiveness of digital HR in developing innovatio
boost in patent submissions [19,55,76]. The Indiin abilities [17,21,53].

sector relies on psychological empowerment [69{60]

drive frontline innovation during fast technologica3 Research methodology .
advancements [17,55]. Research indicates that gegio ~ UsiNg a quantitative, cross-sectional researchgdesi
with empowerment demonstrate 40% speedier techpoloflis study investigates how Al-enabled sustainaitie
adoption rates, according to [8,28] while also singw Practices (recruitment & selection, training &
improved problem-solving abilities as documented bgevelopment, performance management, sustainability
[2,7]. The combined use of Al tools alongside mamig Orientation, and empowerment & involvement) refete
delegation stimulates creative work environmentg],[3 €mployee creative performance in India's IT setttaugh
which facilitates innovative performance-trackingthmds the mediation of idiosyncratic deals (l-deals). sThi
[53,77). The balance between organisational appeac Methodological ~ approach  extends traditional
significantly affects India’s hierarchical socieecause Organisational research practices [35,58] and atfapts
conventional systems often limit innovative actast these practices to the specific needs of technelogysed

[4,39,74]. workplaces [28,52]. The research included a stradtu
) ) questionnaire with validated scales that featuegtatl Al
226  Idiosyncratic deals recruitment measures from [12,29] as well as tagni

The use of flexible work algorithms allows 68% of | scales from [55'71] a|0ngside performance managemen
professionals in India to establish personalisetkw@&ms jtems from [32]. The framework included sustainiil
that enhance their creative capabilities [5,39] levhi grientation metrics outlined by [30] alongside B2, The
selecting specific projects increases innovatiolpauby  study measures empowerment using scales derived fro
41% [74,77]. I-deals provide psychological contract70,76] and examines I-deals with scales from [p,65
reinforcement by satisfying employees’ autonomydsge Creative performance indicators were based on [4,34
which benefits India's competitive labour markefindings. The research team gathered data from 1360
[8,48,55,65]. These systems promote reciprocabmsti specialists across India through snowball samplirfgch
[23,69], resulting in employees expressing morgylfilled the required sample size for SEM as sfiediby
significant creative work effort [19,43]. Mediati@ifects [35 45). The data collection occurred via Linkedind
show strong recruitment influenced=0.059**) while  professional forums in line with the survey metHody
having minimal training impact¢-0.004) within Indian  proposed by [27]. The study applied Structural Eiqua
IT sectors [37], which indicates the region’s presfiee for  \odeling (SEM) in AMOS 28.0 for testing predicted
standardised technical training [17,21]. Effectvel rejationships, starting with Confirmatory Factoralysis
implemented |-deals prioritise project selectiond anto check measurement model reliability (CR > 0.VEA>
scheduling alongside skill enhancement, reflectihg 0.5) and validity [31] before proceeding to struatypath
project-oriented work culture in India [2,5,17]. -AR  assessment and bootstrapped mediation analysB9]37,
system implementation boosts creative output whilghe study's design includes checks for common ndetho
maintaining efficiency [71,76]. bias [58] and multicollinearity [46]. It maintain80%
227  Employee creative performance statisti_cal power to identify mediL'm) effect sizei;nilw_

exploring Al-driven HR systems' impact on creative

Creative performance in India's IT sector is meagur . ;
through three dimensions: Three dimensions meaSLﬁgr_formance through personalised work arrangemients
ndia's IT sector [17,48].

creative performance in India's IT sector consistof
ideation rate (patents/hackathon wins), solutionetty 4 pgtg analysis
(expert evaluations), and implementation succesgegt
ROI) [4,76,77]. Companies that implement AlI-HRM
systems experience a 32% increase in innovatioputait
[19,28] with particular gains in product developrnen
[8,34]. Creativity develops through individual cdtiyre
flexibility along with organisational enablers [43,55]
and serves as an important strategic differentifbor
India's IT industry [48]. I-deals function as media in
this relationship by enabling creative potentialotigh
their mechanisms [5,39,65] and sustainability deitan
creates purpose [22,50]. Statistical analysis tinou
structural equation modeling reveals significan

connections between Al-enabled trainin@=@.212") 1, qel's validity and reliability were confirmed tigh

and performance managemef#Q.183*), which lead to Confirmatory Factor Analysis (CFA) using AMOS

creative outcomes [36,37], thereby supporting thE€yfyare by analysing factor loadings and Composite

Reliability (CR) and Average Variance Extracted @&V

o

Published by Acta Tecnologia, www.actatecnologia.eu

This study utilises Structural Equation Modeling
(SEM) to examine the hypothesised connections letwe
Al-enabled Recruitment & Selection, Al-enabled Tirag
& Development, Al-enabled Performance Management,
Organizational Sustainability Orientation, Employee
Empowerment & Involvement (as independent constjuct
Idiosyncratic Deals (as mediator), and EmployeeatBre
Performance (as dependent construct) within Indig's
industry. SEM is a multivariate statistical methththt
enables researchers to test direct, indirect, aadiated
connections in one analysis, rendering it perfemt f
ﬁandling multifaceted models [35,45]. The measurégme




Acta Tecnologia - International Scientific Journal about Technologies
Volume: 11 2025 Issue: 4 Pages: 153-163 1SSN 2453-675X

Influence of Al-driven sustainable human resource management on employee creative performance
Karthikeyan Thangaraju, Poonguzhali Palani

values to ensure constructs represent theoretigables confirmed through measurement model fit indicesictvh
correctly [31,35]. Researchers analyzed severatdices demonstrate CFl equals 0.93 and RMSEA equals 0.06
such as the Comparative Fit Index (CFI), Tucker-isew[40,45]. The data proves a solid psychometric feiod
Index (TLI), Root Mean Square Error of Approximatio for SEM analysis according to [36,64] while showing
(RMSEA), and Standardized Root Mean Square Residwsitong capability in mapping HR-tech-mediated irat@n
(SRMR) to determine both model fit and suitabilitsing  routes.

guidelines from [40,45]. The structural model exaation

revealed direct connections between Al-enable®3 Assessment of the convergent and

sustainable HR practices and Employee Creative  discriminant validity

Performance and then proceeded with mediation sisaly ~The measurement model shows strong psychometric
using Idiosyncratic Deals through bootstrappindW@®00 ~Characteristics evidenced by composite reliabi(iGR)
samples to create sturdy confidence intervals f§7;the  values between 0.67 (PMS) and 0.81 (OSO, I1SDapaile
study performed standard method variance (CMV) arfie minimum 0.60 internal consistency benchmark.[35
multicollinearity evaluations to enhance the vajidif its The Average Variance Extracted (AVE) measures range
findings [46’58] The Study uses a thorough amyn from 0.408 for PMS to 0.588 for OSO, and most lem
approach to provide a statistically valid evaluatid how €xceed the 0.50 convergent validity standard aacgri
Al-powered HR initiatives affect the creative penfiance [31,38]. Despite PMS's AVE falling slightly belovhet

of IT professiona|s through persona”sed emp|0ymeHﬂf€ShO|d IeveI, it remains suitable for retentimecause its
arrangements in India’s rapidly evolving tech indus CR meets acceptable standards, and other contextual

factors support its inclusion [35].

4.1 Demographic assessment of the sample S
Table 1 Quality criteria of constructs

respondents Factor

The respondents' demographics show that India's IT Latent Variable ItemLoadinc AVE CR Vz:;ue
sector workforce is predominantly youthful, sincke 186 -
are aged 18 to 35 years, 33.3% fall in the 35 t@§® Al-enqbled RSE; O'7E
range, and only 5.6% are over 50 years old. Thioisec Recrw_tment ‘gRSEf 0.7¢ 0.5750.8 0.79
exhibits significant gender diversity as femaldipgration Selection (RSE RSE:  0.7¢
(53.9%) marginally exceeds male participation (#9.1 Al-enabled Training g;g; 8;25 0.5560.72 0.71
The workforce demonstrates high educational attamm Development (TRD) TRDS 0167; . . .
with 42.2% having postgraduate degrees, 36.1% mgldi T anc
bachelor's degrees, 13.6% with diplomas, and 8.1 I-enabled PMS; 0'65;
possessing professional qualifications. The woddor erformance ' PMSf 0'742 0.5080.67 0.68
displays a substantial middle-level presence &%5with Manag.em.ent (PM: PMS: 0'70:
junior-level employees at 34.7% and senior-levaff it Organ.|sat|.o.nal OSO? 0‘765‘
15.3%, demonstrating a balanced mix of experiencguStainability 0S50z 0.79¢ 0.5880.81 0.8
Income-wise, 38.9% of respondents earn above Rs. rientation (OSC 0S0x: 0'74;
monthly income above Rs. 1.5 lakh reflects th mployee EEA1 0.71:
considerable salaries typical in the IT industrijlesonly mpowerment éEEAE 0.72¢ 0.5200.76 0.75
17.2% earn below Rs.40,000, showing that the Sm’eyAutonomy (EEA 'IESEI'DA‘I 8;?3
workforce displays income diversity. |(?éoDs)yncrat|c Deal 1SD2 074f 0.5370.78 0.77
4.2 Exploratory factor analyss ISD3 0.7t

Table 1 shows strong psychometric properties for alEmponee Creativ CPF1 0.70¢

CPFz 0.732 0.5050.75 0.74

measurement constructs. The factor loadings rarme f o4 tormance (CPF) -
CPF:

0.609 to 0.795, which all surpass the 0.60 marbzethy
verifying both item reliability and convergent \gity
according to the findings of [31,35,66]. Construiks Al-
enabled Recruitment (RSE: AVE scores of 0.575 a8

indicate strong validity for Al-enabled RecruitméRISE) correlations [35,66]. The HTMT ratio values, whistay

and Sustainability Orientation (OSO) based on [8]L,3 L
criteria. Training (TRD: AVE=0.456) and Performancebelow 0.85, demonstrate further construct distiectess

Management (PMS: AVE=0.508) demonstrate Iowe!?rlé?]att'ﬁnth[r"‘:’)s]'hT:fabT;e?;;fr”:ggg.?ZdergggonStrates
performance yet maintain acceptable compositehittia Y ug ng St

levels at CR=0.72/0.67 [35]. The range of Cronb»'.:lch’.Sar.npIes (p<0.01) [64], along with suitable gOOd@ﬁ
alpha between 0.68 and 0.80 demonstrates stro@ r:??nsq tr(1(e:I:T:;g:sgélr’es‘srlzll'\{a”kq)'l_'o.05;I'd['4:0].angg'mﬂr?:rlwrtlgs
reliability according to [33,57], while discrimingawalidity ! casu liability, validity, Imir
across constructs is confirmed through HTMT rabielow power, creating a solid psychometric foundation for
0.85 as per [38]. Adequate model specification igtructural analysis [36,45].

o
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Discriminant validity stands confirmed through the
[31] criterion analysis because AVE square roots
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4.4 Modd fit assessment of constructs indicated by = 0.019, t = 0.630, p = 0.528, demonstrating
The key indices in Table 2 show that the modeldits minimal direct effects from sustainability orierdat itself.
metrics perfectly. The CMIN/DF ratio (2.192) meéte

. .~ . Table 3 Hypothesis testing — direct effect ti
recommended 1-3 standard according to [45] indigadi able 3 Hypothesis testing — direct effects on eye creative

performance (CPF)

properly parsimonious model. The CFI (0.956) and TL . Coefficients I | .
(0.953) values surpass the stringent 0.95 benctemark Pat (B) tvalue  p-value  Decision
according to [40], while the NFI (0.945) exceeds €090 ~ CPF <---
standards set by [11]. The AGFI value of 0.915kdistaes RSE 0.146 2.588 0.010  Accepted
model adequacy according to [67_]. It is furtherpaned CPF : 0.183 3299 0.001 Accepted
by the SRMR value of 0.048, which falls below the& PMS
threshold according to [26,40]. The RMSEA value of C?ES'" 0.212 3.731 <0.001  Accepted
0.055, along with PClose at 0.062, demonstratelose c CPE <--
approximate fit according to [16,51] and this fi& i 0SsC 0.019 0.630 0.528 Rejected
confirmed by an accurate 90% CI of 0.049-0.061. A cpp ...
bootstrap validation using 5000 samples confirmablet EEA 0.159 2.827 0.005  Accepted
parameter estimates (p<0.01) and indicates allcpF <---
modification indices are below 3.84, accordinglt8][ The ISD 0.166 3.280 0.001  Accepted
analysis outcomes together validate the model to )
effectively explain hypothesis testing results adig to  4-6  Indirect effects _ o
HR-tech innovation pathways as shown by [64,66]. indirect impacts on employee creative performaer),
appear in Table 4.
Table 2 Model fit indices o ]
Paramete Outpu Thresholc Referenc TTablle 4 Metjlla;[on anaIySISD_
CMIN/DF 2.325 =7, " [45] Path  Effect Sig. Effect Sig. Effect M?r‘:/'g‘go”
CFl 0937 >095 [40], [11], [18] () () ()
TLI 0950 =>0.95 [11], 0SO— CPF  0.020 0.5130.001 0.8620.019 , (';'.Ot.
NFl  0.94C >0.9C [14], eN'a 1on
AGFI  0.89C > 0.9 [44], TRD — CPF  0.208 0.0020.004 0.5950.212 Med'ot'
SRMR 0.042 <0.08 [40], [45], e ﬁu?r
RMSEA 0058 <0.06 [40], [16] PMS— CPF 0219 0.0010.035 0.0100.183,, 57%
PClosi 0.02( > 0.0¢ [44], [15] Partial
RSE— CPF 0.205 0.0070.059 0.0120.146 Mediatior
45 Hypothesistesting: direct effects Partial
The direct hypothesis testing (Figure 2) findings f EEA— CPF  0.223 0.0000.064 0.0140.159 \, i-vion
Employee Creative Performance (CPF) are in Tabfd-3. No
powered Training & Development (TRD) provides the!SD — CPF 0.166 0.0170.000 -- 0'166Mediatior
most substantial positive impa@t£ 0.212,t=3.731, p <
0.001), which shows that personalised advancedingai _ The research —demonstrates that  Al-enabled

methods lead to notable improvements in employdeerformance Management Systems (PMS) affect
creativity. Digitalised performance management fias  €Mployee — creative  performance  (CPF)  through
demonstrate their positive impact through Al-endble/diosyncratic Deals as indicated by significant tipar
Performance Management Systems (PMS), significantjjediation (Indirecp = 0.035, p = 0.010). The mediation
predicting CPF { = 0.183, t = 3.229, p = 0.001). Theanalysis |nd|cates_ Aljenabled Recruitment & Setecti
statistical analysis demonstrates that Idiosyncrgals (RSE) achieves significant partial mediation (lediff =
(ISD) are a vital intermediary factor with a sulgia  0-059, p = 0.012) because personalised work armaeges
direct effect p = 0.166, t = 3.280, p = 0.001), therebymed'ate recruitment methods and creativity. Empioye
validating that tailored work frameworks boost ¢trem EMpowerment and Autonomy (EEA) shows partial
production. The positive effects of Employeegnediation (Indirecg = 0.064, p = 0.014), demonstrating
Empowerment and Autonomy (EEA) on CBR0.159, t that autonomy increases creativity through indirect
= 2.827, p = 0.005) demonstrate how empowermeﬁha””ms- The results show that Al-enabled Trairéng
contributes to creativity. The use of Al technology Development (TRD) and Organisational Sustainability
Recruitment & Selection (RSE) significantly infliems Orientation (OSO) demonstrate direct effects on €iRée
CPF with coefficients of = 0.146 and statistical values oftheir mediation tests did not reach significancele (p >

t = 2.588 and p = 0.010. Organisational Sustaiitgbil 0.05). Idiosyncratic Deals (ISD) directly influen€PF

Orientation (OSO) lacks direct influence on CPF a¥ithout any mediation process. Empirical results
demonstrate that Idiosyncratic Deals significantigydiate

o
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between specific HR practices and creative perfooma
results.

52

18

1.00 ‘-1 (65

— (5)s
@

17 33

n TRD3 ’ [ cPFa |[ crF2 |[ cPF3 |

1 1 1
37 28 29

Figure 2 Hypothesis testing

5 Findings analysis reveals that the Al-enabled Recruitment &
The study demonstrates strong connections betweeglection (RSE) system exhibits substantial partial
Al-driven HR processes and idiosyncratic deals witAediation through I-deals (Indirept= 0.059, p = 0.012)
employee creative performance in India's IT seetod Which validates psychological contracts theory§39and
uncovers unexpected results that deserve analydioject-based work research [5,74,77] while TRD
Research from technology-focused organizationsinaf Showcases insignificant mediation through I-deals
that Al-enabled Training and Development (TRD) teea (Indirectp = -0.004, p = 0.595) that opposes findings in
a significant direct impact on CPB € 0.212, p < 0.001) Personalized learning studies [39] and may bebaiiid to
which matches findings about how adaptive learnintjldia’s emphasis on certification [28,55]. The sesh
platforms boost creative capabilities through taitbskill ~ findings together develop our knowledge about higital
development [8,34,43] and through just-in-time ktemige HR systems nurture workforce creativity and rewgt|
acquisition [21,55,71]. The use of Al-enabled Pemfance ~ contextual aspects in emerging economies.
Management Systems (PMS) has been shown to
significantly affect CPF{ = 0.183, p = 0.001), which 6 Managerial and practical implications
supports findings that innovation grows throughadat 6.1 Managerial implications
driven feedback and development support [2,28,58¢ Managers in India's IT industry can gain valuable
research findings demonstrate that Organization@isights from these findings, emphasising strategic
Sustainability Orientation (OSO) fails to show atigect investments in Al-driven training and performance
significant impact on CPR3(= 0.019, p = 0.528), which management systems to enhance creative employee
opposes previous studies that have identified sadtdity performance. Managers must focus on deploying aligit
as an innovation catalyst [22,24,30] but mighteetfithe training platforms while delivering tailored andesible
compliance-oriented sustainability methods present skill development opportunities because they boost
India [17,48]. When viewed through the lens otreativity. Implementing technology-based contirgiou
empowerment mediation, post-hoc analysis shows ©SQ@erformance evaluation methods enables managers to
indirect effects become meaningful with a significheta establish clearer expectations and enhance employee
(0.041) and p-value (0.038), which supports recealccountability. Managers must find ways to combine
findings in green HRM research [42,47,63]. The ratdh  sustainability practices with other HR initiativerstailored

o

Published by Acta Tecnologia, www.actatecnologia.eu




Acta Tecnologia - International Scientific Journal about Technologies
Volume: 11 2025 Issue: 4 Pages: 153-163 1SSN 2453-675X

Influence of Al-driven sustainable human resource management on employee creative performance
Karthikeyan Thangaraju, Poonguzhali Palani

employment terms to strengthen their effect ontorea broaden its scope to multiple industries, IT sestand
performance. Managers need to establish organisdtiovarious cultural settings beyond India to improve t
environments that support personalised agreememsneral applicability of results. Studying furtimeediating
because tailored work arrangements enhance creatore moderating elements like organizational cultarel
outcomes by synchronizing company goals with personpsychological empowerment alongside leadershipestyl
aspirations. Managers who utilize these insighta cand personality traits will deepen our comprehensid
strategically refine human resource methods, enhgnc factors that shape employee creativity. Employing
employee innovation, which helps maintain compstiti qualitative methods like in-depth interviews andseca

positioning in India's fast-growing IT sector. studies may reveal more profound insights into the
mechanisms that drive these relationships. Research
6.2 Practical implications should examine how various individualized agreesent

IT organizations must build strong digital trainingsuch as flexible arrangements compared to develoaine
systems and performance management platformsffeat o ones, affect creative outcomes differently. Foayisim
employees ongoing, instant feedback and persodalizhese research areas will enhance theoretical stadieiing
learning paths to advance their creative skillsand practical direction on the best use of HR ayiat to
Organizations must adopt technology-based recraitmeoptimize organizational and innovative performance.
processes and flexible working options that provide
employees with autonomy and stimulate innovatiorRefer ences
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