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Abstract

The increasing growth of artificial intelligence as a new and fundamental technology has
attracted the attention of many management researchers. In the field of human resources,
artificial intelligence is an expanding and unstoppable revolution that increases the importance
of artificial intelligence in human resources management. Despite the growing desire of
organizations to invest in artificial intelligence, studies that provide a comprehensive
understanding of the dimensions of using artificial intelligence in the field of human resources
for managers have not been carried out so far. Therefore, the current research aims to provide
a framework to use a systemic approach to identify the antecedents, processes, and
consequences of using artificial intelligence in human resources. This research is qualitative
and exploratory in terms of data collection method and goal. To extract the components of the
proposed framework, open and in-depth interviews with experts have been conducted. The
results of the analysis show that the antecedents were categorized into three groups, including
technological, competitive environment, and organizational factors. The second facet of the
model under the name of processes includes the selection and recruitment of talents, training
and development, performance evaluation, service compensation, and human resource
retention. Finally, the consequences of using artificial intelligence in human resources
management include consequences related to finance, internal processes, people, and growth
and learning. Companies can use research findings to evaluate the advancement of human
resource intelligence programs and benefit from them as guiding principles for the
implementation of artificial intelligence in human resources.
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Extended abstract

1. Introduction

The speed of change from big data management
to machine learning and especially artificial
intelligence is staggering (Tambe et al., 2019).
Artificial intelligence is a general and very
common term these days and has displayed a
wide range of technologies with magical powers
(Helo & Hao, 2021). The adoption of artificial
intelligence represents a paradigm shift in the
way organizations run their businesses and
manage their employees. In this way, artificial
intelligence can play an increasing role in
changing the way organizations do business;
because it promises efficiency and effectiveness
in a wide range of application fields (Suseno et
al., 2022).

Due to the relative novelty of this technology
and its application in different areas of the
organization and as a powerful tool in human
resource management, academic research on this
issue has not expanded much (Pan et al., 2022).
Nevertheless, artificial intelligence has been
introduced as an effective tool in human resource
management that can bring about significant
changes in human resource management
practices (Tambe et al., 2019). What adds to the
importance of the issue is that the performance of
human resources management of organizations
plays an important role in the effective use of
artificial intelligence (Strohmeier & Piazza,
2015). The rapid growth and widespread use of
artificial intelligence and other innovative
technologies indicate a fundamental change in the
interaction between companies, employees, and
customers. As a result, the process of
mechanizing the administrative components of
human resource management activities and tasks
has intensified more than expected (Lariviere et
al.,, 2017; Marler & Boudreau, 2017). Even
though various departments of organizations
have adopted or used artificial intelligence-based
tools (Vrontis et al.,, 2022) and despite the
emphasis of experts on the importance of using
artificial  intelligence in  human resource
management, no serious action has been taken in
this field so far. Therefore, considering the
increasing presence of artificial intelligence in
businesses and its transformation in human
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resource management (Palos et al., 2022),
knowing how to use it can provide a valuable
understanding for managers of organizations,
especially human resource managers. Therefore,
the main goal of the current research is to design
a holistic and comprehensive framework in three
aspects to identify the causal factors in the turning
of organizations to the use of artificial
intelligence, as well as identifying the factors and
actions that play a role in the use and realization
of the goals of the aforementioned strategy, and
in general, the consequences of using it in the
framework is the balanced scorecard context.

2. Research Methods

The current research follows a qualitative
research approach. To investigate the qualitative
data and reveal the hidden semantic patterns in
them or even the systematic and meaningful use
of some corrections and words, the method of
qualitative content analysis has been used. This
method is chosen because researchers consider
qualitative content analysis as a flexible method,
especially for textual data (Graneheim &
Lundman, 2004).

In this method, first, the texts of all the
interviews were carefully read to provide a
complete understanding of the ideas, experiences,
and opinions of the participants. Consequently,
the main sentences and phrases were extracted,
and in the third step, an attempt was made to
understand and categorize the meanings of each
sentence as a set of concepts and meanings within
clusters. After this stage, all the resulting ideas
were placed under the title of interpretation codes
in the form of a very detailed description of the
subject under study. These codes contain the
meanings given to descriptive codes.

3. Results

In the present study, the text of the interviews was
first carefully examined to identify the drivers,
processes, and consequences of using artificial
intelligence in strategic resource management in
organizations, and after entering them in the
tables and separating the meaningful sentences in
different lines, the identified factors were
analyzed and grouped. Consequently, an attempt
was made to combine the final codes extracted
from the interviews and put each of them into its
main concept. According to the purpose of the
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research, the identified concepts were placed in
three categories of stimuli, process, and
consequences, and the results of each dimension
were presented separately.

4. Conclusion

If one seeks to depict the systematic use of
artificial intelligence, the stimuli are the inputs of
this system, which in this research include
technological stimuli, competitive environment
stimuli, and organizational stimuli. The
mentioned factors show the assets and
requirements that direct and guide the actions. In
response to the expected changes in the business
environment, organizations are developing
artificial intelligence in their business at an
increasing speed.

Uncertainties, environmental complexities,
challenges, and new competitive requirements
have forced companies to re-examine their
business environment to improve performance
and facilitate the achievement of a competitive
advantage. As experts have acknowledged, the
introduction of more and more artificial
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intelligence tools, which can be witnessed in the
technology market every day, has grown rapidly
recently; especially artificial intelligence-based
tools that can make significant changes in human
resource management practices (Tambe et al.,
2019).
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