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Introduction  

    All business organizations, regardless of the nature of their work, aim to achieve 

performance excellence ;the field of Human Resource Management (HRM) is currently 

undergoing a major transformation due to the integration of Artificial Intelligence (AI), 

which includes the use of data analytics, machine learning and automation. This 

integration enhances the efficiency of HR processes by reducing time consumption and 

improving the quality of HR-related outcomes. And HR-related outcomes. The 

introduction of AI in HRM represents a fundamental change towards more effective and 

data-driven decision-making processes, improving the efficiency and strategic 

capabilities of HR operations in various organizations and achieving organizational 

prosperity.From this perspective, the idea of the research came as a contribution 

through which the researcher tries to shed light on the role of human resource 

management in the shadow of artificial intelligence as an explanatory variable on the 

dependent variable of organizational prosperity in the first research, and by providing a 

new vision embodied by the theoretical framing of its variables in the theoretical aspect 

through the second research, while the practical aspect was dedicated to answering 

questions about the main issue, while the practical aspect was devoted to answering 

questions about the main issue. 

 The research included two main hypotheses, all of which were subjected to several tests 

to ensure their acceptance or rejection using a number of statistical methods 

appropriate to the nature of the research described in the third research, in addition to 

the focus of the fourth research on providing a set of conclusions and recommendations. 

1-Research Methodology 

1-1 - Research Problem 

It is clear from the research variables that the target audience for the survey about the 

research variables (Human Resource Management in the context of artificial intelligence 

and organizational prosperity) After the researcher asked them what each of the 

variables are and what they represent to them, their answers were indicative of limited 

knowledge and know-how, which is attributed to their limited knowledge and the 

novelty of the research variables , 

In order not to miss the opportunity for Al-Nahrain Company and make it benefit from 

the accumulated knowledge it has, it is necessary to develop its potential by studying the 

research variables of human resource management in the context of artificial intelligence 

and organizational prosperity in one hypothetical model in order to reduce the 

intellectual gap, and an attempt to find a cognitive and applied framework that clarifies 

this relationship, thus constituting a knowledge contribution in the field of business 

management. 

The main research problem revolves around the following question 

What is the role of human resources management in the context of artificial intelligence 

in achieving organizational prosperity? 

In attempting to address this main issue, the following questions arise:- 

1.What is the level of adoption of human resources management in the context of 

artificial intelligence by the researched company? 

2.What is the level of adoption and enhancement of organizational prosperity 

dimensions by the researched company? 

3.What is the level of impact of human resources management in the context of artificial 

intelligence on achieving organizational prosperity? 

1-2: Research Importance  

The importance of the research lies in the following points:- 

1- The research derives its importance from variables (management) that present an 

intellectual discussion related to the nature of the human resources management in 

the context of artificial intelligence and organizational prosperity. 
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2- Its importance is evident in testing one of the service companies, which is among the 

most important companies in the country for its contribution to supporting and 

developing the economy. 

3- Utilizing the results and recommendations of the research to address problems and 

challenges and develop the reality of the company in question. 

Research Objectives  - 1-3 

:g t hliithr itst ih  stt s rc  h etet r t ecuuc ehT - 

1- Diagnosing the extent of responsiveness to human resources management in the 

context of artificial intelligence at Al-Nahrain General Company for Printing and 

Production of Educational Supplies. 

2- Determine the extent of the response to organizational prosperity in light of the 

dimensions expressed for the respondent company. 

3- Checking whether there is a level of impact of human resources management in the 

context of AI to achieve organizational prosperity in the respondent company. 

1-4- hypothetical chart 

A hypothetical plan was designed based on the theoretical side of the research 

problem and objectives, focusing on the most important impact relationships between 

the basic and sub-research variables, as illustrated in the figure. 

 
Figure (1) Hypothetical research plan 

1-5- Research hypotheses  

-8 First main hypothesis: There is no significant effect of HRM under AI on 

organizational prosperity in the respondent company. The following sub-hypotheses 

follow from this hypothesis :- 

A- The first sub-hypothesis: There is no significant effect of the dimension of 

attracting human resources on organizational prosperity. 

B- Second sub-hypothesis: There is no significant effect of the human resource 

selection dimension on organizational prosperity. 

C- The third sub-hypothesis: There is no significant effect of the dimension of training 

and development of human resources on organizational prosperity. 

2- Second main hypothesis: There is no significant effect of human resource 

management under AI on organizational prosperity. 

oeReM hc aescsoses y Mlo oeReM hc asseR- 1-6 

  In order to achieve the research objectives, the analytical descriptive method was used 

to test the research model and hypotheses, and the questionnaire was used to collect 

data and information, the questionnaire included (27) paragraphs that reflected the 
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research variables, and the five-point Likert scale was used (completely agree, agree, 

agree, unsure, disagree, and completely disagree).Table (1)shows the research scale. 

Table (1) Search terms and scale 

Source of scale 

The 

number 

of 

question

s 

Code Terms 

)Madanchian et.al.,2023( 

(Patel&Goplani,2024) 

)Alnsour et.al.,2024) 

5 RHR Recruitment Human Resources 

5 SHR Selection Human Resources 

4 TADHR Training and Development 

Human Resources 

14 HRMCAI Human Resources Management 

in the Context of Artificial 

Intelligence 

Mohammed&saaed,2021)) 

 ( Ebrahim ,2123)  

(Fakhri ,2123)  

Gomaa et.al.,2024)) 

4 I Innovation 

5 IC Intellectual Capital 

4 OA Organizational Agility 

13 OP Organizational Prosperity 

1-7 Research population and sample 

The Nahrain General Company for Printing and Production of Educational Supplies of 

the Ministry of Education was selected because it is suitable for the research topic and 

has effective production lines, as it adopted a deliberate purposive sample of managers, 

heads of departments and departmental officials in the company, and the research 

sample is an academic level and great job experience, in addition to that the company is 

considered one of the important companies supporting the local economy and the use of 

artificial intelligence techniques will contribute to achieving outstanding performance 

for it, the researcher distributed questionnaires (100) questionnaire forms, and only (93) 

forms valid for statistical analysis were retrieved. 

1-8-Evaluating the quality of the measures 

8-The model of the human resources management variable in the context of artificial 

intelligence  

Figure (2) shows the questions and dimensions of the human resources management 

model in the context of artificial intelligence, which consists of three basic dimensions 

with a total of (14) questions, as shown in Table (2)values. 

The composite reliability (CR) of the human resource management variable under 

artificial intelligence, which are all within acceptable limits, amounted to (0.917, 

0.922, 0.881), which is a good indicator and indicates high stability of the scale. It is 

also shown from the value of the Cronbach's alpha coefficient, which amounted to 

(0.916, 0.918, 0.884), that it is greater than (0.70), which indicates the presence of 

high stability. The results showed that the values of the average variance extracted 

(AVE) for the human resource management variable under artificial intelligence are all 

acceptable, as they ranged between (0.692, 0.702, 0.668), which is greater than the 

value (0.50), indicating that the sub-dimensions contribute significantly to explaining 

the total variance of the human resource management variable under artificial 

intelligence, and therefore the model is considered more reliable in explaining the 

relationships between the dimensions of the variable. 
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Figure (2) Human Resources Management Model in the context of Artificial 

Intelligence 

Table (2) shows the estimates values, whichh ranged between (0.697- 0.938), as it is 

clear that all questions are influential. It is also clear from the values of (t) ranging 

between (7.086- 13.127) that they are also greater than the tabular value of (t) which is 

(1.984), which is a sufficient indicator to adopt the model in its final form in subsequent 

analyses. 

Table (2) Estimates of the dimensions of the human resources management variable in 

the context of artificial intelligence 

Questions Estimate T values P values 
Cronbach's 

alpha) 

Composite 

reliability 
(AVE) 

RHR1 <- RHR 0.822   

0.916 0.917 0.692 

RHR2 <- RHR 0.851 9.339 0.000 

RHR3 <- RHR 0.913 10.337 0.000 

RHR4 <- RHR 0.778 7.864 0.000 

RHR5 <- RHR 0.789 8.076 0.000 

SHR1 <- SHR 0.817   

0.918 0.922 0.702 

SHR2 <- SHR 0.867 9.525 0.000 

SHR3 <- SHR 0.910 10.223 0.000 

SHR4 <- SHR 0.861 9.106 0.000 

SHR5 <- SHR 0.722 7.086 0.000 

TADHR1 <- TADHR 0.938   

0.884 0.881 0.668 
TADHR2 <- TADHR 0.902 13.127 0.000 

TADHR3 <- TADHR 0.703 7.730 0.000 

TADHR4 <- TADHR 0.697 7.653 0.000 

2- Organizational Prosperity 

Figure (3) shows the dimensions and questions of the organizational prosperity model, 

which consists of three basic dimensions, with a total of (13) questions. As shown in 

Table (3), the values of the composite reliability coefficient (CR) for the organizational 

prosperity variable are all within acceptable limits, as they reached (0.905, 0.919, 

0.931), which is a good indicator and indicates high stability of the scale. As shown by 

the value of the Cronbach's alpha coefficient, which reached (0.904, 0.919, 0.927), it is 

greater than (0.70), which indicates high stability as well. The results showed that the 

values of the average variance extracted (AVE) for the organizational prosperity 

variable are all acceptable, as they ranged between (0.705, 0.700, 0.769), which is 

greater than the value (0.50), indicating that the sub-dimensions contribute significantly 

to explaining the total variance of the organizational prosperity variable. Therefore, the 
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model is considered more reliable in Interpret the relationships between the dimensions 

of the variable. 

 
Figure (3) Organizational prosperity model 

   Table (3)shows the estimates values, which ranged between(0.789- 0.937), as it is 

clear that all questions are influential. It is also clear from the values of (t) ranging 

between (8.488- 11.488) that they are also greater than the tabular value of (t) which is 

(1.984),and this is a sufficient indicator to adopt the model in its final form in 

subsequent analyses. 

Table (3) Estimates of the dimensions of the organizational prosperity variable 

Questions Estimate 
T 

values 

P 

values 

Cronbach's 

alpha) 

Composite 

reliability 
(AVE) 

I1 <- I 0.845   

0.904 0.905 0.705 
I2 <- I 0.792 8.489 0.000 

I3 <- I 0.914 10.026 0.000 

I4 <- I 0.803 8.491 0.000 

IC1 <- IC 0.851   

0.919 0.919 0.700 

IC2 <- IC 0.813 9.192 0.000 

IC3 <- IC 0.927 11.488 0.000 

IC4 <- IC 0.789 8.488 0.000 

IC5 <- IC 0.796 8.628 0.000 

OA1 <- OA 0.843   

0.927 0.931 0.769 
OA2 <- OA 0.876 10.275 0.000 

OA3 <- OA 0.937 11.457 0.000 

OA4 <- OA 0.848 9.448 0.000 

2-Literature Review 

1-2 :human resources management in the context of artificial intelligence. 

The term robot was first used in 1920 by a science fiction play called "Rossumovi 

Univerzální Roboti” which means „Rossum's Universal Robots‟ (Tahira, 2021:62). The 

term “artificial intelligence” was coined by computer scientist John McCarthy in 1956 

at a conference at Dartmouth University and defined as the science and engineering of 

creating intelligent machines, especially intelligent computer programs (Sánchez et.al., 

2022:4). The adoption of AI in human resource management is referred to as the “New 

Age of HR” (Soni, 2022:150). The emergence of the fifth industrial revolution has 

emphasized human-robot collaboration by allowing HR managers to focus on fostering 

creativity, strategic thinking, and job satisfaction to create a more engaging work 
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environment, and AI enables HR professionals to focus on strategic initiatives and 

bridge technological, human, and societal gaps (BOUHSAIEN&AZMANI, 2024:153).  

The integration of AI and robotics into HR functions has the potential to streamline 

processes, reduce costs, and enhance decision-making)Niveditha et.al., 2024:10096). AI 

technologies offer numerous possibilities to enhance HR functions such as recruitment, 

payroll, self-service transactions, access policies, and procedures in organizations 

(AGGARWAL&PAYAL, 2023:2). The main advantage of AI in HRM is that it is a 

machine learning technology capable of mimicking human cognitive activities to 

achieve HRM practices and its ability to provide decision support services by extracting 

valuable insights from large data sets and making processes more efficient to enhance 

existing products and services, create new products and services, and reduce costs 

(Tuffaha, 2022:27), (Kovalevskaja, 2024:22). From the above, artificial intelligence can 

be defined as the ability of a system to correctly interpret external data, learn from this 

data and use the lessons to achieve task-specific goals through flexible adaptation 

(Nawaz et.al.,2024:2), while human resource management is the process of acquiring 

talented people and developing the workforce to help the company achieve its goals and 

vision (Saranya,2022:22), and human resource technology is defined as any technology 

used to attract, hire, retain, support and improve human resource management 

(Baldegger et.al.,2020:73). Human resource management under artificial intelligence is 

defined as an effective strategic approach to dealing with an organization's workforce 

using superior technology such as robots, smart machines that can learn and understand 

human language naturally and make HR tasks easier and better 

(Alkudah et.al.,2024:150).  

2-2: The importance and advantages of artificial intelligence for human resource 

management: 

The importance of artificial intelligence is determined by simplifying human resources 

processes by automating repetitive tasks, and making human resources decisions with 

quantitative insights, which enhances this approach with recruitment process data, and 

enables unbiased candidate evaluations and informed selection decisions. In addition, it 

provides predictive analytics that help predict employee turnover and identify high-

performing individuals (Madanchian et.al., 2023: 369). The benefits of artificial 

intelligence in human resources management are as follows (Yawalkar, 2019: 

23),(BHAGYALAKSHMI&MARI, 2020: 1453):- 

A- Reducing the burden of administrative staff in the organization and increasing 

employee engagement in the workplace. 

B- Identifying suitable candidates for jobs and contributing to talent acquisition. 

C- Artificial intelligence helps predict employee retention rate. 

D- Overcoming work constraints to reduce the chance of error. 

C- Reducing biased behavior in decision-making and maintaining workflow in different 

departments. 

H- Companies obtain accurate results in their operations through artificial intelligence. 

2-3:Dimensions of Human Resource Management in the context of Artificial 

Intelligence:  Artificial intelligence has a significant impact on human resources in 

enhancing productivity, improving decision-making procedures, and improving human 

resource practices by utilizing artificial intelligence techniques 

(Chukwuka&Dibie,2024:270). Researchers' opinions differed in describing the 

dimensions of resource management in the context of artificial intelligence, and were 

based on the dimensions identified by (Madanchian et.al.,2023:369), 

(Patel&Goplani,2024:870), (Alnsour et.al.,2024:5) as follows:-  

A- Human Resource Attraction: AI was first used for talent acquisition, finding the best 

competitors and quickly identifying potential candidates (Menaka, 2023:32). AI has 

helped to make hiring decisions based on data analysis rather than subjective aspects, 
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reduce preference, retain top talent, and reduce the time and effort required to perform 

tasks including candidate screening, database maintenance, interviewing and 

scheduling, as recruitment procedures and time have been significantly reduced, 

allowing HR staff to focus on more important activities such as sourcing, personnel 

management, and recruitment marketing (Hussain, 2023:201), (Kaur et.al., 2023:3). 

 AI software has also helped HR professionals in finding and attracting talented people 

by scanning resumes and job applications to identify suitable candidates and analyze 

their data, thus improving the quality of the recruitment process(Shelley, 

2023:89),(Murugesan et.al., 2023:2).  

B- Selection of human resources: AI-powered algorithms can analyze massive amounts 

of candidate data to identify the best talent, thereby speeding up the recruitment process 

and ensuring better hiring results (Patel & Goplani, 2024:868). AI is able to filter and 

remove unsuitable candidates and select the best applicants with the right skills and 

competencies (Alnsour et.al., 2024:4). There are applications that can be used in the 

selection of human resources, including expert systems designed to simulate human 

behavior, decision-making and ranking in the case of selecting between job candidates 

(Alsaleh, 2022:43). 

 C- HR training and development: It is the implementation of strategies and 

interventions that enhance employee performance to build personal and organizational 

skills among employees and develop desirable behaviors to improve individuals, teams 

and organizational performance by using AI technologies to train and develop 

employees (borleifsdóttir, 2023:11). AI contributes to providing innovative and virtual 

learning environments, providing interactive learning tools such as distance learning 

and virtual reality, and this helps in the professional growth of employees and develop 

their skills faster and better, as training can identify employees who need to learn from 

the knowledge base, create a customized curriculum for employees and use technology 

to test and assess employee levels in a comprehensive way, and online and virtual 

training helps human resource managers to evaluate the success of training and identify 

employees' abilities and experiences (Alsaif & Aksoya, 2023:2), (Hamdi, 2024:179).  

2-4: Organizational Prosperity 

The term “organizational prosperity” has emerged, which every organization can seek 

through the exploitation of available opportunities and strategic planning by senior 

management in line with clear strategic goals, and the concept of prosperity in the 

English language is not a recent discovery, Studies indicate that this concept was used 

by the Greeks, as it corresponds to the word (Aristae), which is translated in English as 

(the best, the bravest, the most courageous, the strongest) and the origin of the word 

(Aristae) is made up of two syllables, the first (Ar) meaning the flow of light or 

goodness, and the second (Aston) which means stability and harmony to achieve 

success in the long term as possible, According to the Oxford Dictionary, prosperity is 

defined as a special case of success in making money, the ability of organizations to 

generate economic growth through improved performance and competitive advantage 

(Mohammed&Saaed, 2021: 6706),(Mohammed&Majeed,2023:2373). Organizational 

prosperity contributes to the creation of sustainable value by providing unsurpassed 

products, achieving organizational profitability, growth and excellence, and increasing 

the level of creativity and innovation by providing services and products that achieve 

customer satisfaction (Gomaa et.al., 2024:263). All successful companies share two 

qualities: activity and prosperity, and the company proves that it is active by drawing 

ingenious strategies, marketing plans and productive and financial components, which 

leads to competitive results in front of its competitors, and proves that it is prosperous 

through its ability to take advantage of the opportunities available in a turbulent 

environment, which leads to high morale, reduced reorganization and increased 
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productivity, and the importance of organizational prosperity for organizations lies in 

the following aspects (Mustafa&Turki,2023:107-108):- 

A- The financial and social stability of the organization and facing various 

environmental challenges. 

B- Increasing sustainable competitiveness and thus increasing its ability to grow, 

survive, and excel. 

C- Increase the level of innovation and sustainable creativity by providing products that 

meet the customer's aspirations. 

5-2 :Dimensions of Organizational Prosperity 

 Researchers differed in their presentation of the dimensions of organizational 

prosperity according to their different perspectives and intellectual 

perspectives.(mohammed,saaed,2021:6707),(Ibrahim,2023:163),(Fakhry,2023:12),(Go

maa et.al.,2024:265) explained the dimensions of organizational prosperity as follows:- 

A- Innovation: Organizations recognize the importance of new ideas and transforming 

them into useful products and services and over time these ideas and processes have 

become the terms creativity, invention and finally innovation, which is related to 

technological success, visions, intuition, creativity and ingenuity (Egide,2024:30). 

Innovation means the generation and adoption of new ideas or behaviors related to the 

equipment, systems, processes or services of the organization that adopts them 

(MOUDDEN&BALHADJ,2024:548). It is defined as an organizational style in a 

company's business practices, workplace organization or external relationships that is 

new to the company and aims to improve the company's performance (Groenewald 

et.al,2024:2767). Innovation has also been defined as an unavoidable activity because it 

is constantly implemented and adapts to current developments, and organizations that 

have the ability to adapt to all internal and external conditions are those that have the 

ability to survive and thrive (Rosanti et.al,2024:189). (Weber et.al., 2024:3) indicated 

that it is the implementation of a new or significantly improved product, process, 

marketing or organizational method in business practices. Organizational innovation can 

be classified into structural innovation involving changes and improvements in team 

responsibilities, information lines and flows, and job structure, and procedural 

innovation affecting routines and processes in the company (Souza et.al., 2024:6). 

B- Intellectual capital: When Thomas Stewart wrote “Intellectual Capital” in 1997, it 

was the first attempt to explain how an organization's knowledge can be transformed 

into a key competitive factor (Martins & Lopes, 2024:2). Capital is one of the measures 

used to evaluate achievement in business, especially in the information age. The 

prosperity of a company no longer depends only on its physical assets, but the main 

determinants of a company's success are intangible assets, specifically intellectual 

capital.(ANAM,2024:23) The most common definition of intellectual capital is the 

combined knowledge and capabilities that an organization can use to gain a competitive 

advantage (OGANOV,2024:93). Intellectual capital includes the intangible assets of 

information, skills, human capital and processes. Organizations are recognizing the 

importance of intellectual capital as a key factor in competitive advantage and long-term 

sustainability in an era of rapid technological developments, globalization and market 

dynamics (Kerketta, 2024:10). Intellectual capital consists of three main components, 

human, structural and relational, and each component represents a distinct intangible 

asset that contributes to the overall value and competitive advantage of a company 

(Malikah & Nandiroh, 2024:2172),(Sulastri et.al., 2024:491). 

C- Organizational Agility: The concept of organizational agility emerged in the 1980s 

along with the concept of lean manufacturing with the aim of being able to respond 

quickly to changes and improve efficiency (WANG et.al., 2024:163).The term 

“organizational agility” has come to describe an organization's ability to use its 

resources to quickly adapt to changes brought about by both internal and external 
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sources (Sentoso et.al., 2024:212). Agility is the ability of an organization to respond 

sharply and respond effectively and efficiently to shifts in the business environment. It 

involves the ability to adapt to new situations, innovate and make decisions quickly and 

is a key point in achieving sustainable competitive advantage(Omolabi et.al., 2024:224). 

Organizational agility is defined as a set of ideas that aim to smooth organizational 

structures and work teams, optimize the use of resources, prevent waste or loss, and 

manage operations effectively (Badran&Khaled,2023:92).(Fridayani & Kusuma 

,2024:67)defined it as the ability to respond to unexpected changes in dynamic 

environments and proactively embrace them by effectively reconfiguring resources and 

making quick decisions. 

Materials and method-3 

3-1:Descriptive analysis: This research includes analyzing and interpreting the data 

results of the sample's responses to the paragraphs of human resource management 

under artificial intelligence and organizational prosperity paragraphs as follows:- 

A-Descriptive analysis of human resource management under artificial intelligence: It is 

observed from Table 4 that the highest arithmetic mean reached at the dimension 

(training and development of human resources) with a value of (3.438) at a good level, 

with a standard deviation of (0.942) and a coefficient of variation (27.40), as this 

dimension came at level (1) in terms of relative importance, while the lowest overall 

arithmetic mean was at the dimension (selection of human resources), which reached 

(3.303) at a medium level and a standard deviation (0.994) and a coefficient of variation 

(30.09). (09) This dimension came at level (2) in terms of relative importance, while the 

dimension (attracting human resources) reached (3.340) with a mean level and standard 

deviation (1.021) and a coefficient of variation (30). 57) This dimension received level 

(3) in terms of relative importance, and in total, the variable of human resource 

management under artificial intelligence achieved an arithmetic mean of (3.360) with a 

mean level and standard deviation (0.883), while the coefficient of variation is (26.27), 

as it came in the second sequence in terms of relative importance. 

B- Descriptive analysis of organizational prosperity: It is clear from table (4) that the 

highest general arithmetic mean reached (3.406) with a mean level and standard 

deviation (1.019) and a coefficient of variation (29.92) and this dimension achieved 

level (1) in terms of relative importance, while the lowest general arithmetic mean was 

(3.344) with a mean level and standard deviation (1.042) and a coefficient of variation 

(31.17). 17) This dimension achieved level (3) in terms of relative importance, while the 

dimension (intellectual capital) amounted to (3.360) with a mean level and standard 

deviation (1.030) and a coefficient of variation (30). 65) as this dimension came at level 

(2) in terms of relative importance, while in total, the organizational prosperity variable 

achieved an arithmetic mean of (3.370) with a mean level and standard deviation 

(0.823), while the coefficient of variation is (24.41) and achieved the first sequence in 

terms of relative importance. 

Table (4) Descriptive statistics for research variables and dimensions 

Dimensions of research variables M S CV 
Relative 

importance 

Recruiting human resources 3.340 1.021 30.57 3 

Selection of human resources 3.303 0.994 30.09 2 

Training and development of human 

resources 
3.438 0.942 27.40 1 

Human Resource Management in 

the Context of Artificial Intelligence 
3.360 0.883 26.27 Second 

Innovation 3.406 1.019 29.92 1 

Intellectual Capital 3.360 1.030 30.65 2 

Organizational agility 3.344 1.042 31.17 3 

Organizational prosperity 3.370 0.823 24.41 First 
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3-2:Testing the Research hypotheses  

The research reviews the data of the statistical analysis of the research hypotheses as 

follows :- 

8-Testing the first main hypothesis 

(There is no significant effect of human resource management under artificial 

intelligence on organizational prosperity) 

  Table (5) and Figure (4) shows the extracted F value between human resource 

management under artificial intelligence and organizational prosperity as it recorded 

(237.662), which is greater than the tabular F value of (3.96) at the significance level 

(0.05), and this result provides support for the first main hypothesis. This result 

provides sufficient support to accept the alternative hypothesis that (there is a significant 

effect of human resource management under artificial intelligence on organizational 

prosperity), as human resource management under artificial intelligence was able to 

explain 75% of the variables that affect organizational prosperity, and the t value 

extracted for the variable of human resource management under artificial intelligence 

recorded (15. 416), which is greater than the tabulated t-value of 1.984 at a significance 

level of 0.05. This indicates that the β value for the variable of human resource 

management under AI is significant, as it is clear from the β value that increasing 

human resource management under AI by one unit will lead to an increase in 

organizational prosperity by (80%.( 

Table (5)Influence analysis between human resource management in the context 

AI on organizational prosperity 

Independent variable (t) R (R2) Adj R
2
 (F) Sig 

Dependent 

variable 

Human 

Resource 

Management in 

the context of 

Artificial 

Intelligence 

α 0.652 3.580 

0.868 0.753 0.750 

2
3

7
.6

6
2
 

1
.1
1
1
 

Organizational 

prosperity (β)  0.809 15.416 

 

 
Figure (4) Impact analysis between HRM under AI on organizational prosperity 

2-Testing the sub-hypotheses of HRM dimensions under AI on organizational 

prosperity: Table 6 shows the sub-hypotheses of the effect between the dimensions of 

HRM under AI and organizational prosperity. 

 Table 7 shows that the extracted F value between the dimensions of human resource 

management under artificial intelligence and organizational prosperity (202.087, 

238.444 and 44.529) respectively, which is greater than the tabulated F value of (3.96) 

at the significance level (0.05) and accordingly, the decision is as shown in Table 7. 
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Table (6) Sub-hypotheses of the effect between the dimensions of HRM under AI 

and organizational prosperity 
Hypothesis 

code 

Hypothesis Decision 

H11 
There is a significant effect of the human resource recruitment 

dimension on organizational prosperity 

The alternative 

hypothesis is proven 

H12 
There is a significant effect of the human resource selection 

dimension on organizational prosperity 

Confirming the 

alternative hypothesis 

H13 
There is a significant effect of the dimension of training and 

development of human resources on organizational prosperity 

The alternative 

hypothesis is proven 

Number of accepted null hypotheses 1 

Number of alternative hypotheses accepted 3 

Table (7) Analysis of the impact between the dimensions of human resource 

management in the context of artificial intelligence and organizational prosperity 

O
rg

a
n

iz
a

ti
o

n
a

l 
p

ro
sp

er
it

y
 

human resources management in the context of 

artificial intelligence 
t R R

2
 

Adj 

(R
2
) 

F sig 

Recruitment human resources 

α 
1.08

4 
6.448 

0.84

9 

0.72

2 

0.71

8 

202.08

7 

0.00

0 
B 

0.68

4 

14.21

6 

Selection human resources 

α 
0.99

6 
6.210 

0.86

8 

0.75

4 

0.75

0 

238.44

4 

0.00

0 
B 

0.71

9 

15.44

2 

Training and development human 

resources 

α 
1.56

0 
5.546 

0.60

3 

0.36

3 

0.35

5 
44.529 

0.00

0 
B 

0.52

7 
6.673 

3-Testing the second main hypothesis  

(There is no significant effect of HRM under AI on organizational prosperity( 

  Table (8) and Figure (5) indicate the results of the impact analysis between the 

dimensions of human resource management under artificial intelligence on 

organizational prosperity, as the extracted F value achieved a value of (104). 384) 

indicates that there is a significant effect between HRM under AI on organizational 

prosperity, and this leads to the acceptance of the alternative hypothesis (there is a 

significant effect of HRM under AI on organizational prosperity), and the R2 value 

(Adj) shows that the dimensions of HRM under AI together can explain 79% of the 

changes in organizational prosperity. The extracted t value (4.038 and 5.568) is greater 

than the tabulated t value (1.984) and indicates that the effect of the parameter β for the 

two dimensions (human resource attraction and human resource selection) is real as 

increasing the effect by one unit will increase organizational prosperity by (32% and 

43%), respectively, while the effect of the dimension (human resource training and 

development) has no significant effect on organizational prosperity, the results showed 

that it has no significant effect on organizational prosperity. 

Table (8) Impact analysis of the dimensions of human resources management in the 

context of artificial intelligence on organizational prosperity 
human resources 

management in the context of 

artificial intelligence 

(α) (β) (t) Sig. 
(R) 

 المتعدد
(R

2
) 

(R
2
) 

Adj 
(F) Sig. 

Recruitment human 

resources 
0.799 0.320 4.038 0.000 

0.897 0.805 0.797 

1
0

4
.3

8
4
 

0
.0

0
0
 

Selection human resources (t) 0.430 5.568 0.000 

Training and development 

human resources 
4.746 .0231 .3951 .6941 

(F) Table 2.70 

t) )Table 1.984 
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Number of acceptable dimensions (influencer) =2 

Number of unacceptable dimensions (non-influential) = 1 

 
Figure (5) Impact analysis of the dimensions of human resources management in 

the context of artificial intelligence together on organizational prosperity 

   From the researcher's review of the research results, he found that the variable of 

human resource management in the context of artificial intelligence came with relative 

importance at the second level in the Nahrain General Company for Printing and 

Production of Educational Supplies, while the variable of organizational prosperity 

came at the first level, and the results in the Nahrain General Company achieved a 

significant effect of human resource management in the context of artificial intelligence 

on organizational prosperity and rejected the null hypothesis and accepted the first 

alternative main hypothesis, as well as the acceptance of the second alternative 

hypothesis as the effect of human resource management in the context of AI together 

increases in organizational prosperity. 

4-Conclusions and Recommendations 

4-1: Conclusions  

8-Human resource management in the context of artificial intelligence is one of the 

modern methods that contribute to achieving entrepreneurial success for organizations 

and achieving sustainable competitive advantage. 

2-Nahrain General Company has a good level of interest in the research variables and is 

keen to develop in order to achieve excellence in its work on an ongoing basis. 

3-There is a significant effect between human resource management under AI and 

organizational prosperity in Al-Nahrain General Company for Printing and Production 

of Educational Supplies, and this indicates that it seeks to effectively implement AI 

techniques with its human resources and then its reflection on achieving organizational 

prosperity. 

4-The research results showed that there is a significant impact between human resource 

management in the context of artificial intelligence on organizational prosperity for the 

dimensions of attracting human resources and selecting human resources, and the results 

also showed that the dimension (training and development of human resources) has no 

significant impact on organizational prosperity as indicated by statistical processes . 

4-2: Recommendations 

8- Working to develop and develop the capabilities of the Nahrain General Company 

for Printing and Production of Educational Supplies in the technical aspect and making 

sure to use modern computers that support artificial intelligence software. 

2- The need for the company to adopt a strategy to support, enhance and train workers 

in the use of advanced technologies of attracting and selecting human resources 

according to artificial intelligence; because it has an important role in achieving the 

efficiency of human resources operations, reducing time consumption and improving 

the quality of human resources results to achieve organizational prosperity. 
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3- Taking advantage of the results of the existence of an impact between human 

resource management under artificial intelligence and organizational prosperity and 

enhancing interest in the variables of the research and the need to pay attention to the 

use of artificial intelligence tools by developing an innovative scientific approach based 

on the optimal use of advanced technologies to enhance human resource management 

practices . 

4- The need to establish a research and development unit to pay attention to AI 

techniques and opportunities to benefit from them and conduct research and studies for 

the purpose of formulating a future vision with a pioneering orientation based on 

artificial intelligence and its importance in promoting prosperity for Al-Nahrain General 

Company for Printing and Production of Educational Supplies.   
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