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Abstract

The present study aimed to investigate the impact of artificial intelligence-based human resource
management interactions on organizational outcomes, including operational productivity, improvement of
human resource decisions, and human resource value creation. This study was applied in terms of purpose
and descriptive-survey correlational in terms of methodology. The statistical population consisted of
employees of the Ministry of Interior, from which 270 participants were selected using Cochran’s formula
and random sampling. Data were collected through a researcher-made questionnaire designed based on
a five-point Likert scale. The validity of the questionnaire was confirmed through confirmatory factor
analysis, while its reliability was verified using Cronbach’s alpha coefficient. Data analysis was conducted
using SPSS-27 and SMART-PLS software through structural equation modeling. The findings
demonstrated that Al-based human resource management interactions consisted of key dimensions,
including interactive recruitment and screening algorithms, dynamic performance evaluation, employee
interaction with learning and development systems, and interactive human resource planning systems.
The results indicated that these interactions had direct and significant effects on organizational outcomes.
The path coefficient of Al-based interactions on improving human resource decisions was 0.70, on human
resource value creation was 0.64, and on operational productivity was 0.62. In addition, the calculated t-
values for all relationships exceeded 1.96, confirming statistical significance at the 95% confidence level.
Furthermore, model fit indices, including AVE, CR, and Cronbach’s alpha, were within acceptable ranges,
supporting the adequacy of the conceptual model. The results revealed that implementing Al-based
interactive systems in human resource management can enhance operational productivity, improve the
quality and transparency of HR decisions, and create strategic organizational value through process
automation and decision standardization. Therefore, the purposeful adoption of artificial intelligence
technologies can play a critical role in the digital transformation of human resource management and the
enhancement of organizational performance.
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Extended Abstract

Introduction

The rapid advancement of artificial intelligence (Al) technologies has significantly transformed
organizational structures, managerial processes, and human resource management (HRM)
practices across the world. In the contemporary digital economy, organizations increasingly rely on
Al-based systems to improve efficiency, optimize decision-making processes, and enhance
organizational competitiveness. Human resource management, as one of the most strategic
organizational functions, has been profoundly influenced by the integration of Al technologies into
recruitment, training, performance evaluation, talent management, and workforce planning
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(Subrahmanyam, 2025; Temjanovski et al., 2025). Al is no longer viewed merely as a technological
innovation; rather, it has become a strategic organizational capability that can reshape the interaction
between employees, managers, and organizational systems (Sharifi et al., 2025; Tak, 2025).

The increasing use of Al in HRM is associated with the emergence of interactive and intelligent
systems capable of processing large volumes of organizational data, predicting employee behaviors,
and supporting managerial decision-making. These systems facilitate automated recruitment,
employee monitoring, personalized training, and predictive workforce analytics (Sithambaram &
Tajudeen, 2023; Tanantong & Wongras, 2024). Through machine learning algorithms and data-driven
analytics, organizations can reduce operational costs, minimize human errors, and improve the
quality of HR-related decisions (Chowdhury et al., 2023; Mikalef & Gupta, 2021). Consequently, Al-
based HRM interactions have become a central issue in organizational transformation and digital
management studies.

Previous research has demonstrated that Al technologies can significantly improve organizational
productivity and operational efficiency. Al-powered systems automate repetitive administrative tasks,
accelerate information processing, and optimize workforce allocation (Sucipto, 2024). Furthermore,
Al applications in HRM enhance employee experiences by offering personalized learning
opportunities, intelligent career recommendations, and adaptive training systems (Saini & Tarkar,
2022). Studies have also emphasized that organizations adopting Al technologies are more capable
of responding to environmental uncertainty and achieving organizational agility and resilience
(Sadeghi et al., 2025; Temjanovski et al., 2025).

One of the most important applications of Al in HRM relates to recruitment and talent acquisition.
Intelligent recruitment systems can analyze resumes, identify candidate competencies, and match
applicants with organizational requirements more accurately and efficiently than traditional methods
(Tanantong & Wongras, 2024). In addition, Al-powered interview systems can evaluate applicants’
behavioral patterns, communication styles, and emotional responses, thereby improving recruitment
quality and reducing bias (Tak, 2025). According to prior studies, Al-driven HR practices contribute
to faster hiring processes, reduced recruitment costs, and improved talent management outcomes
(Rajabi Farjad & Atapour, 2022).

Another significant aspect of Al integration in HRM concerns decision-making quality. Al systems
provide managers with data-driven insights that support objective and evidence-based decisions
regarding employee evaluation, promotion, compensation, and workforce planning (Basu et al.,
2023). Such systems can reduce subjective biases and increase transparency and fairness in HR
decisions (Etemadi et al., 2024). Research conducted by Oracle indicated that a considerable
proportion of employees trust Al systems more than human managers in making organizational
decisions, highlighting the growing influence of intelligent systems in workplace environments (Oracle
& Future, 2019).

Despite the numerous benefits of Al integration, several concerns and challenges have also
emerged. Scholars have argued that excessive reliance on Al may lead to organizational
dehumanization, weakened interpersonal relationships, and negative employee reactions (Shin et
al., 2025). Employees may perceive Al systems as threats to job security and organizational
autonomy, leading to resistance toward technological transformation (Brock & Von Wangenheim,
2019). Ethical concerns such as data privacy, algorithmic discrimination, and lack of transparency in
Al decision-making processes also remain critical issues (Bankins & Formosa, 2020). Therefore,
successful implementation of Al in HRM requires balancing technological efficiency with ethical and
human-centered organizational practices.
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The literature further suggests that Al capabilities can generate strategic organizational value
through enhanced human capital development and organizational learning (Ransbotham et al., 2020).
Al-based HRM systems enable organizations to identify future workforce needs, predict employee
turnover, and align employee competencies with strategic goals (Margherita, 2022). Furthermore, Al
contributes to green HRM practices and organizational sustainability by optimizing resource
utilization and supporting environmentally responsible organizational behaviors (Ogbeibu et al.,
2024).

Recent systematic reviews have emphasized the transformative role of Al in redefining HRM
functions and organizational relationships (Vrontis, 2021). Al-driven organizations increasingly shift
HRM from a traditional administrative role toward a strategic and analytical function focused on
organizational innovation and value creation. In digitally transformed organizations, HR
professionals are expected to possess technological competencies and data analytical skills in
addition to conventional managerial capabilities (Connelly et al., 2021).

In the Iranian context, Al adoption in HRM is gradually increasing in both public and private
organizations. Studies conducted in Iran have highlighted the positive effects of Al on organizational
performance, employee experiences, and HR efficiency (Akbari Emami et al., 2023; Rajaei et al.,
2023). However, empirical research investigating the organizational outcomes of Al-based HRM
interactions remains limited. Therefore, examining the effects of Al-based HRM interactions on
organizational outcomes can contribute to both theoretical development and practical
implementation of intelligent HRM systems.

Methods and Materials

The present study was applied in terms of purpose and descriptive-survey correlational in terms of
methodology. The statistical population consisted of employees of the Ministry of Interior. Based on
Cochran’s formula, 270 participants were selected through random sampling. Data were collected
using a researcher-made questionnaire designed according to a five-point Likert scale ranging from
“strongly agree” to “strongly disagree.”

The questionnaire consisted of two sections. The first section included demographic characteristics
such as gender, age, and educational level. The second section measured variables related to Al-
based human resource management interactions and organizational outcomes. The dimensions of
Al-based HRM interactions included interactive recruitment and screening algorithms, dynamic
performance evaluation, employee interaction with learning and development systems, and
interactive workforce planning systems. Organizational outcomes included operational productivity,
improvement of HR decisions, and human resource value creation.

To assess the validity of the questionnaire, confirmatory factor analysis was conducted using
SMART-PLS software. Reliability was examined using Cronbach’s alpha coefficient, and all variables
demonstrated acceptable reliability values above the recommended threshold. Data analysis was
performed using SPSS-27 and SMART-PLS software. Structural equation modeling was used to
examine the relationships among variables and test the research hypotheses.

Findings

The descriptive findings indicated that the majority of participants were male employees. Most
respondents were between 31 and 50 years old, and the majority held bachelor's degrees. The
descriptive statistics revealed that “improvement of HR processes” obtained the highest mean score,
while “intelligent job positioning” received the lowest mean score among Al-based HRM interaction
variables.
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The results showed that Al-based HRM interactions consisted of several major dimensions.
Interactive recruitment algorithms included indicators such as interactive improvement of interview
processes, intelligent matching of applicants with organizational competencies, and interactive
resume data analysis. Dynamic performance evaluation included indicators such as interactive
assessment of work quality, prediction of long-term employee performance, and continuous
automated feedback. Employee interaction with learning and development systems involved
interactive career path recommendations, adaptive educational content, and soft-skill simulation
systems. Interactive workforce planning systems included workforce estimation, prediction of
employee turnover intentions, and HR process optimization.

The results of the Kolmogorov—Smirnov test indicated that all variables had normal distributions
because significance levels exceeded 0.05. Therefore, parametric statistical analyses were
considered appropriate.

The findings of structural equation modeling demonstrated that Al-based HRM interactions had
significant positive effects on all organizational outcomes. The path coefficient between Al-based
HRM interactions and operational productivity was 0.62, indicating a moderate-to-strong positive
effect. The path coefficient between Al-based HRM interactions and improvement of HR decisions
was 0.70, representing the strongest relationship among the examined variables. Furthermore, the
path coefficient between Al-based HRM interactions and human resource value creation was 0.64,
indicating a substantial positive effect.

The calculated t-values for all relationships exceeded the critical threshold of 1.96, confirming
statistical significance at the 95% confidence level. The model fit indices, including Cronbach’s alpha,
composite reliability (CR), and average variance extracted (AVE), all demonstrated acceptable
values, indicating appropriate convergent validity and overall model fitness.

Discussion and Conclusion

The findings of this study demonstrated that Al-based human resource management interactions
significantly improve organizational outcomes, including operational productivity, HR decision
quality, and human resource value creation. These results indicate that Al technologies have evolved
from simple automation tools into strategic organizational capabilities capable of transforming HRM
processes and organizational performance.

The significant effect of Al-based HRM interactions on operational productivity suggests that
intelligent systems can streamline organizational operations through automation, optimization of
workforce allocation, and reduction of administrative inefficiencies. Al systems enable organizations
to process employee data more rapidly and accurately, thereby reducing operational costs and
improving HR efficiency. These findings indicate that organizations adopting Al technologies can
achieve higher levels of operational effectiveness and organizational agility.

The results also revealed that Al-based HRM interactions had the strongest impact on improving HR
decisions. This finding highlights the ability of intelligent systems to support objective, data-driven,
and transparent decision-making processes. Al algorithms can minimize human biases and provide
managers with analytical insights regarding recruitment, employee performance, and workforce
planning. Consequently, Al-based systems can improve fairness, consistency, and accuracy in HR
decisions.

In addition, Al-based HRM interactions significantly contributed to human resource value creation.
Intelligent systems facilitate personalized learning, employee development, and strategic workforce
planning, enabling organizations to align employee capabilities with organizational goals. These
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systems create opportunities for employees to improve their competencies and career development
while simultaneously enhancing organizational performance and innovation capacity.

Despite these positive outcomes, the findings also imply the necessity of maintaining ethical and
human-centered approaches in Al implementation. Organizations should ensure transparency in
algorithmic decision-making, protect employee privacy, and prevent technological dehumanization
in workplace interactions. Human oversight remains essential to balance technological efficiency
with organizational trust and employee well-being.

Overall, the study concluded that Al-based human resource management interactions can serve as
powerful drivers of organizational transformation and strategic value creation. Successful
implementation of Al technologies in HRM requires technological infrastructure, digital organizational
culture, employee training, and ethical governance frameworks. Organizations capable of integrating
intelligent systems with human-centered management approaches will be better positioned to
achieve sustainable organizational performance in the digital era.
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