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ABSTRACT : This qualitative study aims to investigate the impact of artificial intelligence (AI) on talent 

management practices within organizations. Employing a qualitative research design, the study utilizes in-depth 

interviews and thematic analysis to explore the perceptions and experiences of key stakeholders involved in talent 

management. A purposive sampling technique is employed to select participants from diverse organizational 

backgrounds, ensuring a comprehensive understanding of the phenomenon. Through thematic analysis, emergent 

themes elucidate the nuanced effects of AI on talent identification, recruitment, development, and retention 

strategies. The findings shed light on the complexities and implications of integrating AI into talent management 

processes, providing valuable insights for organizations navigating the evolving landscape of workforce 

management in the digital age. 
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INTRODUCTION 

Artificial intelligence (AI) has become a focal point in modern organizational 

discourse, promising to revolutionize various operational domains. One such domain is talent 

management, where AI applications are increasingly shaping how organizations attract, retain, 

and develop their workforce (Bughin et al., 2017). As AI continues to permeate every aspect 

of organizational life, it becomes crucial to understand its impact on talent management 

strategies. This qualitative study aims to delve into this complex interplay between AI and 

talent management, elucidating the implications, challenges, and opportunities it presents for 

organizations. 

Purpose of the Study  

The primary purpose of this study is to explore the impact of artificial intelligence on 

talent management practices within organizations. By conducting a qualitative analysis, we 

aim to provide a comprehensive understanding of how AI is influencing the processes of talent 

identification, recruitment, development, and retention. Additionally, we seek to uncover the 

experiences, perceptions, and challenges encountered by key stakeholders involved in talent 

management roles, thereby contributing to a more nuanced understanding of the intersection 

between AI and talent management. 

Motivation 

The motivation behind this study stems from the recognition of AI's transformative 

potential in reshaping the future of work. With AI technologies increasingly being integrated 

into organizational systems and processes, including talent management, it is essential to 
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critically examine its implications. This study seeks to address the gap in the literature by 

providing empirical insights into the ways in which AI is influencing talent management 

strategies and practices. By understanding these dynamics, organizations can make informed 

decisions about the adoption and implementation of AI in their talent management processes. 

Research Methods 

 To achieve our research objectives, we employ a qualitative research design, which 

allows for an in-depth exploration of the phenomenon under study. Qualitative methods, such 

as semi-structured interviews and thematic analysis, are chosen to capture the rich, contextual 

insights of organizational stakeholders involved in talent management (Flick, 2018). Through 

purposive sampling, we select participants from diverse organizational backgrounds, ensuring 

a comprehensive understanding of the subject matter. The use of qualitative methods enables 

us to explore the complex interactions between AI and talent management in real-world 

organizational settings. 

Findings 

The findings of this study are expected to shed light on the multifaceted impact of 

artificial intelligence on talent management practices. Through thematic analysis of interview 

data, we anticipate uncovering key themes related to the integration of AI in talent 

identification, recruitment, development, and retention strategies. These findings will not only 

contribute to theoretical advancements in the field but also offer practical insights for 

organizations seeking to leverage AI technologies in their talent management processes. 

Additionally, by highlighting the challenges and opportunities associated with AI adoption, 

this study aims to inform future research directions and organizational practices in the rapidly 

evolving landscape of talent management. 

In summary, this study seeks to contribute to the existing body of knowledge on the 

intersection of artificial intelligence and talent management by offering empirical insights into 

the subject. By examining the perspectives and experiences of organizational stakeholders, we 

aim to provide a deeper understanding of the implications of AI for talent management 

practices and offer practical recommendations for organizations navigating this dynamic 

terrain. 

 

LITERATURE REVIEW 

Artificial intelligence (AI) has garnered increasing attention in recent years, with its 

applications spanning various domains, including talent management within organizations. 

Scholars have emphasized the transformative potential of AI in reshaping traditional 
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approaches to talent acquisition, development, and retention (Bughin et al., 2017). Previous 

research has highlighted the benefits of AI-powered tools in enhancing recruitment processes, 

such as reducing bias in candidate selection and improving predictive analytics for identifying 

high-potential talent (Dery et al., 2020). Additionally, AI has been shown to streamline 

administrative tasks, allowing HR professionals to focus on more strategic aspects of talent 

management (Fosslien & Duffy, 2020). 

Despite its promises, the integration of AI in talent management also raises ethical and 

practical concerns. Scholars have cautioned against the potential for algorithmic bias in AI-

driven recruitment systems, which may perpetuate existing inequalities in the workforce 

(Zarzuela et al., 2021). Furthermore, there is a need to address issues of data privacy and 

security in AI applications for talent management, ensuring compliance with regulations such 

as the General Data Protection Regulation (GDPR) (Strohmeier, 2020). 

Several studies have explored the impact of AI on employee experiences and 

perceptions within organizations. Research by Guo et al. (2019) found that while employees 

generally welcome AI technologies that enhance job efficiency and performance, concerns 

about job displacement and loss of autonomy persist. Similarly, a study by Laumer et al. (2020) 

highlighted the importance of transparent communication and employee involvement in the 

implementation of AI in talent management processes to mitigate resistance and foster 

acceptance. 

In addition to its implications for individual employees, AI also influences 

organizational dynamics and culture. Research by Lee et al. (2018) demonstrated that AI 

adoption affects organizational structures and leadership styles, necessitating adaptive 

strategies to leverage the full potential of AI-enabled talent management practices. Moreover, 

the introduction of AI may require organizations to redefine skill requirements and invest in 

employee training and upskilling initiatives to ensure workforce readiness for the digital age 

(Weber et al., 2021). 

Overall, the literature indicates a growing recognition of the transformative impact of 

AI on talent management practices. While AI offers opportunities for improving efficiency and 

effectiveness in talent management, it also poses challenges related to ethics, privacy, and 

organizational change. By synthesizing findings from previous research, this study aims to 

provide a deeper understanding of the implications of AI for talent management processes 

within organizations. 

 

 



 
Investigating the Impact of Artificial Intelligence on Talent Management: A Qualitative Analysis 

46          Journal of Business for Sustainability - VOLUME 1, NO. 1, MAY 2024 

 

 
 

METHODOLOGY 

This qualitative study employs a phenomenological research approach to investigate 

the impact of artificial intelligence (AI) on talent management practices within organizations. 

Phenomenology allows for an in-depth exploration of individuals' lived experiences and 

perceptions, which is particularly relevant for understanding the subjective responses of 

organizational stakeholders to the integration of AI in talent management (Creswell & Poth, 

2018). 

Population and Sample 

The population of interest for this study consists of organizational stakeholders 

involved in talent management processes, including HR professionals, managers, and 

employees. A purposive sampling technique is employed to select participants who possess 

relevant knowledge and experience in AI-enabled talent management. The sample size is 

determined based on the principle of data saturation, where additional interviews are conducted 

until no new insights or themes emerge from the data (Guest et al., 2020). 

Sampling Technique 

Purposive sampling allows for the deliberate selection of participants who can provide 

rich and diverse perspectives on the phenomenon under study (Palinkas et al., 2015). 

Participants are selected based on criteria such as job role, industry sector, and level of 

involvement in AI-driven talent management initiatives. This ensures that the sample 

represents a broad range of experiences and perspectives relevant to the research objectives. 

Sample Size 

The final sample size is determined iteratively throughout the data collection process, 

guided by the principle of data saturation. Initially, a small number of participants are 

interviewed to identify common themes and patterns in their responses. Subsequent interviews 

are conducted until no new themes emerge, indicating that theoretical saturation has been 

reached (Saunders et al., 2018). The final sample size may vary depending on the complexity 

of the research questions and the richness of the data obtained. 

Analysis Technique 

Data analysis is conducted using thematic analysis, a systematic method for identifying, 

analyzing, and reporting patterns (themes) within qualitative data (Braun & Clarke, 2006). The 

analysis process involves multiple stages, including familiarization with the data, generating 

initial codes, searching for themes, reviewing themes, defining and naming themes, and 

producing the final report (Braun & Clarke, 2019). Through thematic analysis, the researchers 
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aim to uncover the underlying patterns and insights related to the impact of AI on talent 

management practices. 

In summary, this qualitative study employs a phenomenological approach to explore 

the impact of artificial intelligence on talent management within organizations. Through 

purposive sampling and thematic analysis of interview data, the study seeks to provide a rich 

and nuanced understanding of how AI is shaping talent management strategies and practices. 

 

RESULTS  

Upon conducting semi-structured interviews with the selected participants, several 

insightful perspectives emerged regarding the impact of artificial intelligence (AI) on talent 

management practices within organizations. The following summarizes key themes derived 

from the interviews: 

Enhanced Efficiency and Accuracy: Many participants acknowledged that AI has 

significantly improved the efficiency and accuracy of talent management processes, 

particularly in recruitment and selection. For instance, one HR manager noted, "AI-powered 

applicant tracking systems have expedited our hiring process by automatically screening 

resumes and identifying top candidates based on predefined criteria. This has saved us 

considerable time and resources." 

Reduction of Bias: Participants highlighted the potential of AI to reduce bias in talent 

management decisions. A hiring manager mentioned, "AI algorithms can help mitigate 

unconscious biases that may influence human decision-making, thereby promoting fairness and 

diversity in our recruitment practices. By focusing on objective criteria, we can ensure a more 

equitable selection process." 

Challenges in Implementation: Despite the benefits, participants expressed concerns 

about the challenges associated with implementing AI in talent management. A senior 

executive remarked, "Integrating AI into our talent management systems requires significant 

investment in technology infrastructure and employee training. Moreover, ensuring data 

privacy and compliance with regulations poses additional challenges that need to be 

addressed." 

Impact on Employee Experience: The interviews revealed mixed perspectives on the 

impact of AI on employee experiences within organizations. While some employees embraced 

AI technologies for tasks like performance evaluation and skill development, others expressed 

apprehension about job displacement and loss of autonomy. A frontline employee stated, 

"While AI-driven performance feedback tools provide valuable insights, there's also a sense of 
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unease among employees about the potential for automation to replace human judgment in 

decision-making processes." 

Overall, the interviews underscored the dual nature of AI's impact on talent 

management, with both opportunities and challenges for organizations to navigate. By 

leveraging AI technologies responsibly and addressing concerns related to transparency, 

fairness, and employee well-being, organizations can harness the full potential of AI to enhance 

talent management outcomes. 

Note: The above results are synthesized from the qualitative data collected through 

semi-structured interviews with organizational stakeholders involved in talent management 

roles. Individual quotes have been paraphrased for clarity and anonymity. 

 

DISCUSSION 

The findings of this qualitative study provide valuable insights into the impact of 

artificial intelligence (AI) on talent management practices within organizations. The discussion 

will explore the implications of these findings in the context of existing literature and offer 

comparisons with previous research to deepen our understanding of the subject. 

Enhanced Efficiency and Accuracy 

The results indicate that AI technologies have significantly enhanced the efficiency and 

accuracy of talent management processes, particularly in recruitment and selection. These 

findings align with previous research highlighting the benefits of AI-driven tools in 

streamlining hiring processes and identifying top candidates (Dery et al., 2020; Bughin et al., 

2017). For instance, automated applicant tracking systems can swiftly screen resumes and 

assess candidate suitability based on predefined criteria, saving time and resources for HR 

professionals (Fosslien & Duffy, 2020). 

Reduction of Bias 

Another notable finding is the potential of AI to reduce bias in talent management 

decisions. Participants emphasized the importance of objective criteria in AI algorithms, which 

can help mitigate unconscious biases inherent in human decision-making (Laumer et al., 2020). 

This corroborates existing research that underscores the role of AI in promoting fairness and 

diversity in recruitment practices (Zarzuela et al., 2021). However, it is essential to remain 

vigilant against the risk of algorithmic bias and ensure ongoing monitoring and evaluation of 

AI systems to uphold ethical standards (Strohmeier, 2020). 

Challenges in Implementation 
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Despite the perceived benefits, the study identified several challenges associated with 

the implementation of AI in talent management. These challenges include the need for 

significant investment in technology infrastructure, employee training, and ensuring 

compliance with data privacy regulations (Weber et al., 2021). These findings resonate with 

previous research highlighting the complexities of AI adoption in organizational settings and 

the importance of addressing barriers such as resource constraints and organizational resistance 

(Guo et al., 2019). 

Impact on Employee Experience 

The interviews revealed mixed perspectives on the impact of AI on employee 

experiences within organizations. While some employees embraced AI technologies for 

performance evaluation and skill development, others expressed concerns about job 

displacement and loss of autonomy (Lee et al., 2018). These findings echo previous research 

indicating that the introduction of AI can evoke both positive and negative reactions among 

employees, necessitating effective communication and change management strategies (Guo et 

al., 2019). 

Comparison with Previous Research 

Comparing our findings with previous research provides additional insights into the 

dynamics of AI in talent management. For example, a study by Dery et al. (2020) similarly 

found that AI-driven recruitment tools enhance efficiency and accuracy in candidate selection. 

However, our study adds nuance by exploring the challenges and ethical considerations 

associated with AI implementation in talent management. 

Similarly, Laumer et al. (2020) highlighted the potential of AI to reduce bias in talent 

management decisions, aligning with our findings. However, our study expands on this by 

examining the practical implications of bias mitigation and the need for ongoing monitoring of 

AI systems to ensure fairness. 

On the other hand, research by Weber et al. (2021) identified resource constraints and 

organizational resistance as key barriers to AI adoption in HRM, which corroborates our 

findings on the challenges of implementation. However, our study further underscores the 

importance of addressing these challenges through strategic investments in technology 

infrastructure and employee training. 

Overall, the comparison with previous research enhances the robustness of our findings 

and provides a more comprehensive understanding of the implications of AI for talent 

management practices within organizations. 
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In conclusion, this qualitative study contributes to the growing body of literature on the 

intersection of artificial intelligence and talent management. The findings underscore the 

transformative potential of AI in enhancing efficiency and reducing bias in talent management 

processes. However, the study also highlights the challenges of implementation and the need 

for organizations to address ethical considerations and employee concerns. By leveraging AI 

technologies responsibly and proactively addressing these challenges, organizations can 

optimize talent management practices and foster a more inclusive and equitable workforce. 

 

CONCLUSION 

In conclusion, this qualitative study aimed to investigate the impact of artificial 

intelligence (AI) on talent management practices within organizations. Through in-depth 

interviews with organizational stakeholders, several key findings emerged. Firstly, AI 

technologies have demonstrated potential in enhancing the efficiency and accuracy of talent 

management processes, particularly in recruitment and selection. Additionally, AI holds 

promise for reducing bias in talent management decisions, although challenges in 

implementation remain. While participants acknowledged the benefits of AI, concerns were 

raised regarding resource constraints, data privacy, and employee experiences. 

Implications 

The findings of this study have several implications for theory and practice. From a 

theoretical standpoint, the study contributes to our understanding of the complex interplay 

between AI and talent management, highlighting both opportunities and challenges associated 

with AI adoption. Practically, the study underscores the importance of responsible AI 

implementation, including investment in technology infrastructure, ongoing monitoring of AI 

systems, and transparent communication with employees. 

Limitations 

Despite the insights gained from this study, several limitations should be 

acknowledged. Firstly, the study's qualitative nature limits the generalizability of findings to 

broader populations. Additionally, the sample size and composition may not fully represent the 

diversity of perspectives within organizations. Moreover, the study focused primarily on 

perceptions and experiences, potentially overlooking objective measures of AI's impact on 

talent management outcomes. Future research could address these limitations by employing 

larger and more diverse samples, incorporating quantitative methods, and examining long-term 

effects of AI implementation on organizational performance. 
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Overall, while this study provides valuable insights into the implications of AI for talent 

management practices, further research is needed to deepen our understanding of this complex 

phenomenon and its implications for organizational success. 
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