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ABSTRACT 

Artificial intelligence (AI) is increasingly being used in various fields in 

the ever-growing digital era, including human resource management 

(HR). AI technology can solve problems such as long recruitment 

processes and retaining quality employees. The aim of this research is to 

find out how AI can improve this process. The focus of the research is 

how AI can be used to identify, assess and manage talent across 

organizations. The aim of this research is to see how AI functions in the 

employee acquisition and retention process. Specifically, the goal of this 

research is to identify how AI is used in the recruitment process to find 

and assess the right candidates, evaluate how effective the use of AI is in 

increasing employee satisfaction and engagement, and see how 

implementing AI impacts employee retention in the long term. 

Qualitative and quantitative methods were combined in a mixed 

approach in this research. HR managers and employees applying AI in 

recruitment and retention processes in various companies were 

thoroughly interviewed. Currently, surveys distributed to employees are 

used to collect quantitative data to measure employee satisfaction and 

engagement levels. For qualitative and quantitative data, thematic 

analysis and inferential techniques were used. The research results show 

that AI can be used in the recruitment process to reduce the time and 

costs required to find the right candidate. AI also helps reduce bias in 

candidate assessments, meaning better hiring decisions. Additionally, the 

use of AI in employee management increases employee satisfaction and 

engagement as it enables career development and work experiences 

tailored to them. According to survey results, employees who work with 

AI systems feel more valued and have better relationships with their 

organizations. The study found that AI significantly improves the 

efficiency and effectiveness of talent acquisition and retention processes. 

The use of AI not only speeds up and simplifies the recruitment process, 

but also increases employee satisfaction and their retention.  
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INTRODUCTION 

In the current digital era, technological advances have brought major changes in 

various aspects of life, including the world of work and human resource management 

(HR).(Goodfellow et al., 2020). Artificial intelligence (AI), one of the technologies that 

is developing rapidly and is starting to be widely applied in the HR industry, has great 

potential to change the way companies recruit, manage and retain their talent(Barredo 

Arrieta et al., 2020). With advanced analytical capabilities and automation, AI has the 

ability to revolutionize the way companies do this(Yang et al., 2019). 

Conventional recruitment processes usually require a lot of time and 

resources(Topol, 2019). The process of searching for candidates, screening resumes, 

and interviews requires a lot of effort and costs(Miller, 2019). Additionally, human bias 

can influence honest candidate assessments(Vinyals et al., 2019). Many of these 

processes can be automated and optimized with AI, allowing organizations to find the 

most suitable candidates more quickly and efficiently(Cao et al., 2021). 

AI can help sift through and analyze thousands of resumes quickly and select the 

best candidates based on certain standards(Baltrusaitis et al., 2019). Additionally, this 

technology can be used to initiate initial interviews via chatbots or automated video 

interview systems, which use machine learning algorithms to evaluate the suitability of 

candidates and their abilities(Sarker, 2021b). As a result, AI speeds up the recruitment 

process and improves the quality of candidate assessment(Abualigah et al., 2021). 

AI is crucial for employee retention besides helping in the talent acquisition 

process(Mehrabi et al., 2022). Employee satisfaction and engagement are key 

components that influence talent retention in an organization(Lei et al., 2020). AI can be 

used to analyze employee data and discover what makes them happy and 

engaged(McKinney et al., 2020). For example, AI can spot early signs that an employee 

may be dissatisfied or at risk of leaving the company, so management can take 

preventative action(Wu et al., 2019). 

By analyzing performance data and a person's career aspirations, AI can help 

employees' career development by providing training and development 

recommendations tailored to their wishes(Lei et al., 2020). By providing appropriate 

development opportunities, companies can increase employee engagement and 

encourage them to remain loyal to the company(Dwivedi et al., 2021). 

However, there are several ethical issues and challenges when using AI in HR 

management(Zhou et al., 2019). One of them is the issue of data privacy and security 

because the use of AI requires the collection and analysis of large amounts of employee 

information(Linardatos et al., 2020). If not managed properly, this can lead to leaks and 

privacy violations(Warner & Wäger, 2019). Additionally, it is critical to ensure that the 
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AI systems used are fair and transparent because although AI can reduce human bias, 

the algorithms used can still reflect biases present in the training data.(Duan et al., 

2019). 

Additionally, there are concerns that the use of AI could reduce human interaction 

in employee recruitment and management processes, which could cause the relationship 

between management and employees to become less personal.(Kaplan & Haenlein, 

2019). As a result, it is important for organizations to find the right way to balance the 

use of technology and human interaction in HR management(Jaganathan et al., 2019). 

The goal of this research is to learn more about the role of AI in talent acquisition 

and retention(Shrestha & Mahmood, 2019). This research will focus on how AI can be 

used to improve employee recruitment and management processes and how it impacts 

employee satisfaction and engagement(He et al., 2019). This research will use a mixed 

approach combining qualitative and quantitative methods(Li et al., 2020). 

It is hoped that this research will provide a deeper understanding of how AI 

functions and impacts talent acquisition and retention(Vinuesa et al., 2020). 

Additionally, this research will help develop more creative and efficient HR 

management practices, which will also help organizations face challenges and take 

advantage of opportunities offered by AI(Sutton et al., 2020). 

 

RESEARCH METHOD 

This research uses a mixed approach combining qualitative and quantitative 

methods to study the role of artificial intelligence (AI) in talent management practices 

and the impact of AI on employee recruitment and retention processes(Bi et al., 2019). 

A mixed approach, or mixed methods, was used in this research design. This approach 

involves the collection and analysis of both qualitative and quantitative data, and the 

aim of this approach is to integrate the strengths of both methods, namely deeper 

understanding of qualitative data and generalization of quantitative data, to provide 

greater insight into the use of artificial intelligence in talent management(Pinzi & 

Rastelli, 2019). 

To collect qualitative data, in-depth interviews were conducted with HR 

professionals and employees at companies that have implemented AI in talent 

acquisition and retention processes(Gunning et al., 2019). This interview was conducted 

using a semi-structured interview guide and included questions about experiences, 

difficulties and benefits of using AI in employee recruitment and management. The goal 

of this interview is to gain a deeper understanding of AI(Roy et al., 2019). 

Quantitative data was obtained through surveys distributed to employees in 

various organizations that use AI for talent management(Vyas et al., 2020). The survey 

was designed to measure a variety of variables, such as job satisfaction, employee 

engagement, and the effectiveness of the recruitment process.(Kelly et al., 2019). The 

survey questionnaire includes Likert scale questions to assess the extent to which 

employees perceive the benefits of using AI in their work and how AI affects their 

satisfaction(Haenlein & Kaplan, 2019). 
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Thematic analysis was used to analyze qualitative data from interviews. 

Identifying patterns, themes, and categories of interview transcripts is part of this 

process(Mitchell et al., 2019). The results of this thematic analysis will provide a better 

understanding of the experiences and perspectives of HR professionals and employees 

regarding the use of AI, including problems encountered, perceived benefits, and 

suggestions for improvement(Grigorescu et al., 2020). 

Both descriptive and inferential statistical techniques were used to analyze the 

quantitative survey data(Feldmann et al., 2019). Respondent characteristics and main 

variables are described with descriptive statistics, while hypotheses about the 

relationship between the use of artificial intelligence and variables such as employee 

satisfaction and employee engagement are tested with inferential statistics(Sarker, 

2021a). This analysis helps discover common and significant patterns between talent 

management outcomes and AI implementation(Davenport et al., 2020). 

The results of qualitative and quantitative data analysis are integrated to provide a 

complete picture of the role of AI in talent acquisition and retention(Schrittwieser et al., 

2020). During this integration process, interview results are compared with survey 

results to find similarities, differences and new knowledge(Wang et al., 2020). 

Several measures were taken to ensure the reliability and validity of the study. 

Pre-tested guides were used for interviews, and surveys were created based on relevant 

theory and studied by experts before being distributed(Gunning & Aha, 2019). In 

addition, quantitative data is checked to ensure reliability and consistency through 

validity and reliability tests(Duraisamy et al., 2019). 

Before requesting permission to participate in an interview or survey, the study 

provides an explanation of the purpose and rights of participants, maintains data 

confidentiality, and ensures that all information is used only for research 

purposes(Shastri et al., 2021). 

This research hopes to provide deep insight into how AI plays a role in the talent 

acquisition and retention process, as well as how it impacts employees and 

organizations(Dong et al., 2020). By combining qualitative and quantitative data, this 

research aims to identify best practices, difficulties and opportunities associated with 

the application of AI in talent management(Holzinger et al., 2019). Additionally, this 

research will provide useful suggestions for organizations looking to optimize their use 

of AI. 

 

RESULTS AND DISCUSSION 

RESULTS 

This research found that the application of artificial intelligence (AI) in the talent 

acquisition and retention process significantly impacts an organization's talent 

management process. The main findings of the research consist of quantitative and 

qualitative data analysis, which reveals the advantages, disadvantages, and effects of AI 

in this context. 
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The results of quantitative data analysis show that the use of AI significantly 

reduces the time and costs required for the recruitment process. Survey data shows that 

companies using AI systems can fill positions faster than companies using traditional 

methods. AI makes screening resumes and scheduling interviews easier, so HR staff are 

quicker at selecting candidates. 

According to in-depth interview findings, AI plays an important role in reducing 

bias in the recruitment process. To avoid the subjective bias that usually occurs in 

human assessments, the implemented AI system can assess candidates based on 

objective criteria such as skills and experience. However, several participants 

highlighted that AI algorithms must be designed carefully to avoid biases originating 

from historical data used in model training. 

Quantitative data shows that when employees interact with AI systems in talent 

management, they feel more satisfied and engaged. This is due to AI features such as 

career development and training personalization. Additionally, interviews show that 

employees receive greater support and attention. 

Although AI has many advantages, interviews uncovered several problems that 

companies face when implementing it. Some of the key concerns include data privacy 

concerns, the need to integrate AI with existing HR systems, and concerns about 

reducing human interaction. Additionally, employees and human resource management 

professionals report that there is significant room for learning in adopting this new 

technology. 

The results of data analysis show that the use of AI can increase employee 

retention. AI helps monitor and analyze employee data to spot signs of dissatisfaction or 

risk of leaving the company. With these insights, companies can take preventative 

action more quickly to make employees happier and more engaged. 

When AI is implemented, the recruitment process becomes more efficient, 

showing how this technology can change the way companies operate. AI helps reduce 

time and costs in the recruitment process by automating resume screening and interview 

scheduling. Thus, the human resource management team can focus on other strategic 

work and increase overall productivity. 

AI can increase objectivity in the selection process, as demonstrated by the 

reduction in bias it achieves. However, keep in mind that AI is not completely free from 

bias. This can happen if the data used to train the AI model is not representative or 

contains pre-existing bias. Therefore, monitoring and adjusting AI algorithms to ensure 

that the system remains fair and accurate is important. 

AI increases employee satisfaction and engagement, showing that technology can 

create a better work experience. Personalized training and career development makes 

employees feel more valued and supported. To build a strong relationship between 

management and employees, companies must ensure that human interaction remains 

present. 

Companies need to plan and implement a careful strategy for adopting AI due to 

challenges in implementation, such as privacy and system integration issues. Privacy 
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issues must be addressed with strict policies, while integration with existing HR systems 

requires good planning to ensure that AI can operate well within the existing ecosystem. 

The fact that AI improves employee retention shows how important it is to use 

technology to track and improve the work experience. If companies are aware of signs 

of employee dissatisfaction, they can take preventive measures to increase employee 

satisfaction and reduce turnover. Additionally, it shows that AI can be a useful tool in 

broader talent retention plans. 

Overall, the results of this study underscore that AI has great potential to improve 

talent acquisition and retention processes. They also underscore how important it is to 

manage issues and think about how technology impacts human interactions in HR 

management. 

 

DISCUSSION 

AI has changed the way companies source talent, from search to candidate 

assessment. AI does this by using machine learning algorithms to analyze big data, such 

as candidate profiles and resumes, to find the best candidates for the company. 

Compared to traditional methods, which usually require manual processes that consume 

time and resources, this process is carried out more quickly and accurately. AI enables 

organizations to more quickly find candidates with the right skills and experience. 

AI also reduces bias in the recruitment process. Unlike subjective factors that can 

influence human decisions, artificial intelligence algorithms are designed to assess 

candidates based on objective data such as skills, experience, and qualifications. But 

keep in mind that bias can still occur if the data used to train the AI algorithm contains 

historical bias. Therefore, companies must ensure that the data used to train AI models 

is representative and free of biases that could influence selection results. 

AI is essential for monitoring and improving employee satisfaction in terms of 

talent retention. AI can detect employee satisfaction and engagement through data such 

as absence patterns, survey feedback, and performance. Managers can use this 

information to improve their work environment, such as changing the amount of work 

they do or offering development opportunities. By using this data-driven approach, 

companies can address employee needs and concerns in a more targeted and effective 

way. 

AI can also help in designing career development programs tailored to individual 

needs. By analyzing each employee's performance data and career aspirations, AI can 

provide recommendations about the most appropriate courses and training for each 

employee. This not only helps employees achieve their career goals but also ensures that 

the company has growing talent ready to face the challenges of the future. 

However, utilizing AI in HR management is not easy. Data privacy and security is 

a major issue. If not managed well, the collection and analysis of extensive employee 

data can pose risks. Organizations must ensure that employee data is well protected and 

employ strict privacy policies to prevent data leaks and misuse. 
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Additionally, there are concerns that less human interaction occurs during the 

talent management process. Human interaction remains important for building strong 

relationships and providing more personalized support, although AI can speed up and 

more efficiently process. Therefore, companies must find a balance between the use of 

technology and human interaction to ensure that the employee work experience remains 

satisfying and supportive. 

Companies must implement a holistic and integrated strategy to maximize the 

benefits of AI in talent acquisition and retention. This strategy includes selecting the 

right AI tools, training staff in the use of the technology, and ensuring that all processes 

are conducted with ethics and compliance. Organizations must also continually evaluate 

the performance of AI systems and make necessary changes to ensure that the 

technology delivers 

Additionally, it is crucial to involve everyone involved in the AI implementation 

process, such as HR managers, IT teams, and employees. This engagement will help 

ensure that the technology is implemented according to the company's needs and that all 

parties understand how AI can help the company's strategic goals. 

Overall, AI can improve the employee acquisition and retention process by 

increasing efficiency, reducing bias, and providing deeper insight into employees. 

However, to maximize its benefits, organizations must carefully address privacy, 

security, and human interaction issues. With the right approach, AI can be a powerful 

tool for managing talent and achieving organizational goals. 

 

CONCLUSION 

This research found that artificial intelligence (AI) is very helpful in the talent 

acquisition and retention process in various organizations. In conclusion, AI has many 

benefits for talent management, but it also has some problems. An important finding is 

that the application of AI in the recruitment process significantly improves efficiency. 

AI can speed up the job taking process because it can automate interview scheduling 

and resume screening. This not only reduces the workload of human resources staff but 

also reduces recruitment costs. The selection process becomes faster and more accurate 

because AI can analyze big data and assess candidates based on predetermined 

standards. 

AI also helps reduce bias in candidate assessment because it uses algorithms that 

assess candidates based on objective data such as skills and experience. However, it is 

important to remember that bias can persist if the data used to train an AI model 

contains historical bias. Therefore, to maintain the fairness and objectivity of the 

system, regular monitoring and updating of algorithms is necessary. 

By providing personalized work experiences, such as training and development 

recommendations tailored to individual needs, AI helps employees feel more valued and 

supported when it comes to employee retention. Survey results show that these features 

can increase employee motivation and commitment to the company, which can result in 

higher retention. 
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Although AI has many benefits, research has found several problems with using 

it. Concerns about reduced human interaction, data privacy issues, and integration with 

existing HR systems are key issues. Because the use of AI requires the collection and 

analysis of significant employee data, data privacy is an important issue. Additionally, 

integrating AI with existing systems requires careful planning to avoid operational 

disruptions. In talent management, maintaining personal relationships is very important. 

This is demonstrated by concerns about reduced human interaction. 
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