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Abstract:

The present study was conducted with the aim of investigating the impact of artificial intelligence on the quality of decision-making in the
organizational recruitment process. This research is categorized as a field study and is ex post facto in nature. It also follows a descriptive-
survey design. In the quantitative phase, the statistical population comprised managers of governmental departments in Iran, totaling 1,500
individuals. Given the population size of 1,500, a sample of 306 participants was determined using Cochran’s formula and selected through
a simple random sampling method. Data collection was carried out using both library and field methods. To describe the demographic
characteristics derived from the questionnaire data, percentage, frequency, tables, figures, and charts were utilized. Additionally, for
describing the research variables, mean, standard deviation, skewness, and kurtosis were applied. In the inferential section, to answer the
research questions, tests such as confirmatory factor analysis and structural equation modeling were employed using SPSS-v21 and Smart
PLS-v2 software. The findings revealed that artificial intelligence influences the quality of decision-making in the organizational recruitment
process. However, among the dimensions of artificial intelligence, the role of the tendency toward artificial intelligence in decision-making

quality within the recruitment process was not confirmed.
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Extended Summary

Introduction

The rapid advancement of artificial intelligence (AI) technologies has led to their increasing integration into diverse
organizational processes, particularly human resource management. Among these, the recruitment process stands out as a
domain where Al applications have become prominent. Leveraging Al in recruitment has been recognized as a means to
enhance decision-making quality, reduce human error, and increase fairness in candidate selection. The application of
intelligent algorithms enables organizations to analyze large volumes of applicant data, match candidate profiles with job
requirements more precisely, and automate routine tasks, thereby improving efficiency and effectiveness (Bessen, 2020).

Despite its benefits, the deployment of Al in recruitment introduces notable challenges, such as algorithmic bias, lack of
transparency, and overreliance on historical data, which may perpetuate systemic discrimination (Barocas & Selbst, 2020).
These concerns necessitate a critical examination of the conditions under which Al can enhance rather than hinder the quality
of organizational decision-making. A McKinsey report (2021) reveals that over 70% of organizations have adopted Al in
recruitment, signaling a widespread recognition of its potential benefits (VicKinsey & Company, 2021). However, the same
report and related studies underscore the importance of implementation quality, ethical standards, and robust infrastructure in
achieving desired outcomes.

Some researchers emphasize that successful Al integration requires alignment with organizational values, clear governance
frameworks, and training for human decision-makers to interpret and act upon Al-generated insights responsibly (Baker, 2021).
Furthermore, critical evaluations of AI’s role have highlighted that mere interest in adopting such technologies is insufficient
to ensure positive impacts; rather, comprehensive system design, ethical scrutiny, and stakeholder engagement are essential
(O'Neil, 2021).

This study investigates how Al affects decision-making quality in organizational recruitment, examining not only the direct
effects but also the contributions of underlying dimensions such as infrastructure, data management, algorithm transparency,
and organizational readiness. Previous research has laid the groundwork for such inquiries, demonstrating that Al can either
enhance recruitment processes or introduce new forms of risk, depending on how it is embedded within decision-making
systems (Shaddel, 2023). By focusing on public sector organizations in Iran, this study aims to explore the contextual challenges
and practical implications of Al use in recruitment within a developing country setting.

Methods and Materials

This study employed a descriptive-survey and ex post facto design, categorized as a field study. The statistical population
included 1,500 managers from Iranian governmental departments. A sample of 306 participants was selected using Cochran’s
formula through simple random sampling.

Data were gathered through both library research and fieldwork. A standard questionnaire was used, and its validity was
confirmed through face, content, and construct validity assessments. Delphi methods were applied to ensure content validity
using CVI and CVR, both exceeding acceptable thresholds. Construct validity was evaluated using convergent and discriminant
validity criteria via Smart-PLS. Reliability was confirmed through Cronbach’s alpha and composite reliability, both exceeding

0.7.
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For descriptive analysis, frequencies, percentages, and central tendency measures (mean, standard deviation, skewness, and
kurtosis) were calculated using SPSS-21. Inferential statistics included confirmatory factor analysis and structural equation
modeling (SEM) via Smart PLS-v2.

Findings

Among the 306 respondents, 253 were male and 53 female. Age-wise, 10 were under 30, 123 between 3040, 99 between
40-50, and 74 were over 50. Educationally, 32 had bachelor’s degrees, 124 master’s, and 150 doctoral or higher qualifications.

Descriptive statistics showed that Al (mean = 3.87, SD = 0.87) and decision-making quality (mean = 3.45, SD = 0.93) both
scored above the neutral point. Skewness and kurtosis values were within acceptable ranges. The Kolmogorov—Smirnov test
indicated non-normal data distributions for both variables (p < 0.05).

In the SEM analysis, the overall model demonstrated good fit, with factor loadings above 0.5 and t-values above 2.58 for
most constructs. The main path coefficient (R?) for decision-making quality was 0.549, indicating moderate to strong predictive
power. Predictive relevance (Q?) values for the constructs were 0.241 and 0.298, further supporting model validity. The global
goodness-of-fit (GOF) index was 0.530, classifying the model fit as large.

Sub-hypotheses testing revealed that all dimensions of Al significantly influenced decision-making quality except for
“tendency toward Al,” which lacked a significant effect. Other factors—such as infrastructure, Al management practices, and
system implementation—showed significant and positive contributions to recruitment decision-making quality.

Discussion and Conclusion

This research confirms that artificial intelligence significantly influences the quality of decision-making in organizational
recruitment processes. However, the results highlight that mere enthusiasm or interest in Al adoption does not ensure improved
outcomes. Instead, the effective use of Al hinges on robust infrastructure, strategic data management, and the integration of
well-designed, transparent algorithms into recruitment frameworks.

The findings align with previous studies that emphasize the importance of embedding Al within ethical, technical, and
managerial frameworks to realize its benefits fully. They also point to the necessity for educational and training interventions
that empower managers to engage with Al tools critically and constructively.

This study provides a context-specific perspective by analyzing AI’s role within Iran’s public sector, revealing that
successful implementation requires more than technological readiness—it demands cultural, organizational, and policy-level
adjustments. The validation of a multidimensional model in this research offers a structured approach for understanding and
addressing the factors that shape Al’s effectiveness in recruitment.

While the findings support the model’s robustness and relevance, certain limitations must be acknowledged. The study
focuses exclusively on public sector managers in Iran, which may limit the generalizability of the results to private-sector or
international settings. Additionally, the ex post facto design constrains causal inferences, and future research could benefit from
longitudinal or experimental approaches to capture dynamic changes over time.

Despite these limitations, the research contributes valuable insights for both practitioners and policymakers. It underscores
the need for structured investments not only in Al tools but also in the human and institutional capacities required to use them
responsibly. It also highlights the significance of regulatory oversight and ethical accountability in mitigating the risks of
algorithmic bias or decision-making errors.

Future research could extend this work by comparing public and private sector experiences with Al-based recruitment,

exploring cross-cultural differences in Al acceptance, and incorporating qualitative insights from job applicants and HR
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professionals. Investigating the psychological and emotional responses to Al-driven recruitment—such as perceptions of
fairness, trust, and satisfaction—would also enrich understanding of AI’s broader impacts.

Ultimately, this study demonstrates that while Al holds great promise in enhancing recruitment decision-making, its real-
world effectiveness depends on a complex interplay of technical capabilities, organizational readiness, ethical safeguards, and
human judgment. Therefore, an integrated and cautious approach is essential to ensure that Al serves as a facilitator—not a

substitute—for sound human resource decision-making.
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