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Abstract
This study aimed to design and propose a comprehensive model for digital transformation of

human resource management in Iran’s healthcare system. This study employed a mixed-
methods (qualitative—quantitative) approach based on inductive—deductive logic. In the
qualitative phase, 20 semi-structured interviews with healthcare and digital experts were
conducted using purposive and snowball sampling, and data were analyzed through thematic
analysis. In the quantitative phase, a questionnaire derived from qualitative findings was
distributed among experts and analyzed using the capability—attractiveness matrix. In the
structural phase, MICMAC analysis was used to identify key drivers and relationships, and the
final model was validated using the Delphi method. The results indicated that the digital
readiness of HRM in Iran’s healthcare system is in a transitional stage, with infrastructural,
cultural, and skill-related variables significantly influencing transformation success. Five key
technologies showed the highest impact. The proposed model consists of four main
dimensions (technological, organizational, human—cultural, and legal—-policy) across three
levels and is implemented in five stages. Scenario analysis revealed that government support
and institutional resistance significantly determine transformation outcomes. Successful digital
transformation of HRM in healthcare requires simultaneous alignment of technological
infrastructure, human capital development, organizational restructuring, and legal frameworks,
and the proposed model provides a practical framework for sustainable digital transformation
policy and implementation.
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Extended Abstract
Introduction
Human resources are widely recognized as the most critical strategic asset in contemporary
organizations, particularly in the healthcare sector, where service quality is directly dependent on
the competencies, motivation, and performance of personnel. In recent years, the emergence of
digital transformation has fundamentally altered the way organizations manage their human capital,
shifting from traditional administrative approaches toward data-driven, intelligent, and integrated
systems. Digital transformation is not merely the adoption of new technologies but represents a
profound change in organizational structures, decision-making processes, and value creation
mechanisms (Verhoef et al., 2021; Vial, 2021). In the healthcare context, this transformation has been
accelerated by increasing demand for efficiency, quality improvement, and resilience in service
delivery, as emphasized by global health strategies (World Health, 2023).
The integration of digital technologies such as atrtificial intelligence, cloud computing, big data
analytics, and blockchain has opened new opportunities for optimizing human resource management
(HRM) processes. These technologies enable predictive workforce planning, performance analytics,
and personalized training, thereby enhancing organizational efficiency and employee engagement
(Devi et al., 2025; Kumar et al., 2022). Furthermore, the transition toward digital HRM has been
associated with improved decision-making quality and better alignment between organizational
goals and workforce capabilities (Liu et al., 2024; Majam & Jarbandhan, 2022). However, this
transition is not without challenges. Studies have identified barriers such as insufficient digital
infrastructure, lack of digital skills, cultural resistance to change, and inadequate legal and policy
frameworks as major impediments to successful digital transformation (Mosadeghrad et al., 2025;
Yaghoubi & Mirzaei, 2021).
From a theoretical perspective, digital transformation in HRM can be understood through socio-
technical systems theory, which emphasizes the interaction between technological and human
subsystems, as well as through organizational change theories that highlight the importance of
leadership, culture, and stakeholder engagement in managing transformation processes (Nachit et
al., 2021; Robu & Lazar, 2021). In addition, recent paradigms such as Industry 5.0 stress the
collaborative interaction between humans and intelligent technologies, necessitating new models of
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HRM that integrate human-centric and technology-driven approaches (Moazzami et al., 2025;
Temjanovski et al., 2025). Despite the growing body of literature, there remains a significant gap in
developing comprehensive, context-specific models for digital transformation of HRM in healthcare
systems, particularly in developing countries. Existing studies often focus either on technological
aspects or isolated HR functions, lacking an integrated framework that simultaneously addresses
technological, organizational, human, and policy dimensions (Baihaqy & Subriadi, 2025; Goodarzi et
al., 2023). Therefore, this study seeks to address this gap by developing a comprehensive model for
digital transformation of human resource management in Iran’s healthcare system.

Methods and Materials

This study employed a mixed-methods exploratory—explanatory design based on an inductive—
deductive logic. The research followed a pragmatic philosophical approach and utilized a cross-
sectional time horizon, while also considering future-oriented scenario development. Data collection
and analysis were conducted in three main phases: qualitative, semi-quantitative, and structural
analysis.

In the qualitative phase, expert participants were selected through purposive and snowball sampling
based on their professional experience in healthcare management, digital transformation, and
emerging technologies. A total of 20 in-depth semi-structured interviews were conducted until
theoretical saturation was achieved. The interview data were analyzed using thematic analysis,
involving open, axial, and selective coding to identify key concepts and categories.

In the semi-quantitative phase, a questionnaire was developed based on the qualitative findings and
distributed among the same group of experts. The collected data were analyzed using a capability—
attractiveness matrix to prioritize digital transformation applications within HRM functions.

In the structural analysis phase, the relationships among identified variables were examined using
the MICMAC method to determine key drivers, dependencies, and uncertainties. The results of this
phase were integrated with the qualitative findings to construct the final model. To ensure validity
and reliability, the proposed model was evaluated and refined through a Delphi process involving
multiple rounds of expert feedback. Ethical considerations, including informed consent,
confidentiality, and voluntary participation, were strictly observed throughout the study.

Findings

The findings of this study revealed that the digital maturity of human resource management in Iran’s
healthcare system is currently at a transitional stage, moving from traditional practices toward digital
integration. The analysis identified a set of fundamental and operational challenges affecting this
transition. Key challenges include inadequate technological infrastructure, cultural resistance among
employees, lack of digital competencies, insufficient financial resources, and gaps in legal and
regulatory frameworks.

The results also highlighted five major technological domains that play a critical role in digital
transformation: core HR information systems, data analytics and managerial dashboards, digital
training platforms, artificial intelligence and machine learning, and cloud computing. These
technologies were found to have varying levels of priority and impact based on their capability and
attractiveness scores. For instance, Al-driven performance management systems and digital
learning platforms were positioned in the high-priority investment zone, while emerging technologies
such as blockchain were categorized as long-term opportunities requiring further development.

The proposed model consists of four main dimensions: technological, organizational, human—
cultural, and legal—policy. These dimensions are structured across three levels: infrastructural,
intermediate, and operational. The infrastructural level includes digital infrastructure, data
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governance, and legal frameworks; the intermediate level focuses on process integration and system
alignment; and the operational level emphasizes implementation, performance monitoring, and
continuous improvement.

Furthermore, the model identifies five key stages of implementation: infrastructure preparation,
human and cultural empowerment, integration of processes and systems, operationalization and
continuous improvement, and finally consolidation and expansion of digital transformation.
Scenario analysis based on two critical variables—government support and institutional resistance—
resulted in four possible future scenarios: successful digital transformation, slow transformation,
policy failure, and digital stagnation. Each scenario reflects different trajectories of digital
transformation across short-term, medium-term, and long-term horizons, demonstrating the
significant influence of policy support and organizational readiness on transformation outcomes.
Discussion and Conclusion

The findings of this study underscore the multidimensional nature of digital transformation in human
resource management within healthcare systems. The results indicate that successful transformation
requires more than technological adoption; it necessitates a holistic approach that integrates
technological infrastructure, human capabilities, organizational structures, and policy frameworks.
One of the key insights is the central role of digital infrastructure as the backbone of transformation.
Without robust ICT systems, integrated HR platforms, and secure data environments, other
transformation efforts are unlikely to succeed. At the same time, the study highlights the importance
of human and cultural factors, particularly the need to develop digital skills and foster a culture of
change acceptance. Resistance to change and skill gaps remain major barriers that must be
addressed through continuous training and effective change management strategies.

The organizational dimension also plays a critical role, as digital transformation requires redesigning
HR processes, aligning them with digital strategies, and establishing governance mechanisms that
support innovation and collaboration. Moreover, the legal and policy dimension emerged as a
distinguishing factor in this study, emphasizing the importance of regulatory frameworks, data
security standards, and government support in enabling sustainable transformation.

The scenario analysis further demonstrates that the future of digital transformation in healthcare
HRM is highly contingent on external and internal conditions. High levels of government support
combined with low institutional resistance create an environment conducive to successful
transformation, whereas the absence of these factors can lead to stagnation or failure.

In conclusion, this study provides a comprehensive and context-specific model for digital
transformation of human resource management in Iran’s healthcare system. The model offers both
theoretical and practical contributions by integrating multiple dimensions of transformation into a
coherent framework. It highlights the need for coordinated efforts across technological, human,
organizational, and policy domains to achieve sustainable and effective digital transformation.
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