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ABSTRACT: 

 

Artificial Intelligence (AI) in talent management is a 

game-changer to Human Resource Management 

(HRM) as it alters the way organizations attract, retain, 

develop and engage employees and is one strategic 

factor in the 21st century.  Talent management 

powered by AI can further advance recruitment and 

selection by automating resume screening, enhancing 

candidate-job fit, as well as minimizing bias, as well as 

automated on-boarding through AI chatbots and virtual 

assistants that customize integration. In learning and 

development, AI facilitates hyper-personalized 

training, reskilling and up-skilling programs that are 

aligned to both personal career aspiration and 

organizational objectives, and in performance 

management, real-time continuous analytics results in 

a more objective and productive performance review 

traditionally kept annual.  

          The positive impact of workforce 

planning is associated with the ability to predict the 

skills that will be needed in the future, matching the 

human resource capital to the business plans. Future of 

work will focus on human-AI collaboration, where the 

automation will be human intelligence amplifier, 

creating agile, resilient and ethical workplaces. In that 

regard AI powered talent management becomes not 

only a driver of business performance and the answer 

to the question of how to create the workforce of the 

future but also an enabler of building the agile, future-

ready workforce. 
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1. INTRODUCTION 

In talent management, artificial intelligence is 

changing the way companies find, keep, train, and 

motivate their workers. This will have a lasting impact 

on human resource management in the 21st century. 

With the help of AI technologies like machine 

learning, natural language processing, predictive 

analytics, and automation, companies that can look at a 

lot of data about candidates and employees can now 

make decisions that are better, faster, and more 

objective. The out-dated talent management 

approaches that most frequently were based on 

subjective assessments and manual training ground are 

being changed with the assistance of AI to identify 

skills gaps and even predict employee performance, as 

well as individualize learning and development paths. 

AI has made the process of recruiting more effective 

because of resume screening, candidate match making, 

and predictive hiring models, making it less biased and 

raising the quality of workforce. Also, AI eases 

workforce analytics that gives an organization the 

opportunity to measure the engagement, satisfaction, 

and productivity of staff in real-time and to initiate 

active workforce retention plans. The current state of 

performance management is that it has moved beyond 

the periodic check-ups to continuous and data-

informed feedback systems allowing managers to make 

informed decisions and coach their individuals. In 

addition, AI can help in the business planning of the 

workforce by making responsible predictions on future 

requirements, matching workforce capacity and 

business objectives, as well as developing leaders. 

Although the technologies have the ability to enable 

unprecedented opportunities, they pose ethical and 

privacy questions highlighting the need to have 

transparent algorithms and responsible uses of data and 

control by humans. 

2. ARTIFICIAL INTELLIGENCE (AI) 

Artificial Intelligence (AI) has become one of the key 

technologies shaping the 21st century as it allows 

machines to take on processes that always required the 

human intelligence in terms of learning, reasoning and 

solving problems. Having moved beyond rule-based 

systems to sophisticated machine and deep learning 

systems, AI is rapidly advancing innovation across all 

industries such as neural networks, natural language 

processing, and computer vision, that help companies 
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to process terabytes of data, forecast market volatility, 

manage risks and improve the efficiency of operations. 

By enabling generative AI and large language models, 

AI systems become able to create human-like texts, 

realistic images, and even code that will further 

automate processes like fraud detection and medical 

diagnostics. The fact that it is adopted at a very fast 

rate, though, creates ethical problems such as 

algorithmic bias, data privacy concerns, and 

transparency in decision-making, so governance and 

accountability become paramount. With the resultant 

changes that AI has on the workforce, they necessitate 

new competencies and skillsets, create new jobs, and 

re-strategize employment, thus posing both a challenge 

and opportunity. The fact is that AI is not merely a top 

change in technology but also on radical change in 

how the company makes decisions and how the 

company operates in business, since a company must 

navigate through the constantly moving business 

environment and dominate over the innovation-ethical 

responsibility dilemma. 

3. DEFINITION OF AI-DRIVEN TALENT 

MANAGEMENT 

This AI-driven talent management is changing human 

resources by using AI in all parts of the employee 

journey, such as finding talent, hiring, the training 

process, growth, performance management, and 

keeping employees. Machine learning, natural 

language processing, predictive analytics, and other 

technologies can help companies simplify boring HR 

tasks, find out more about their employees, and give 

each worker a more personalized experience, which 

will make them more engaged and productive. AI 

simplifies the hiring process by looking over resumes, 

matching people, and figuring out how to sell the job. 

This speeds up the hiring process and gets rid of 

human bias. The advantages of performance 

management include monitoring in real-time, objective 

assessment, and predictive analysis that allows a 

manager to be entirely informed on the overall 

situation and allow bypassing skill gaps and 

subsequent utilization of employments. It also makes 

learning and development more personal, aligns 

individual careers with their goals, and enhances 

retention by forecasting turnover risks and proposing 

intervention. Besides operational efficiency, AI-

enabled talent management system can improve 

decision-making with data-driven intelligence, foster 

fairness and inclusivity and facilitate strategic 

workforce planning in the face of fluctuating business 

demands. With AI as the tool of transforming HR into 

a strategic partner, organizations can build high-

performance and engaged workforces with a high 

degree of elasticity and responsiveness in addition to 

lower the costs and be able to react changes in market 

and employee demands in the most efficient ways 

fostering the development of the workforce of 

tomorrow. 

 

 

Fig: Artificial Intelligence-Driven Talent 

Management System 

 

4. OBJECTIVES: 

✓ To streamline the conventional recruitment & 

hiring practices. 

✓ To optimize performance management 

methods adopted in organizations. 

✓ To improvise data-driven, objective decisions 

in strategic planning. 

✓ To boost retention & employee engagement 

strategies in organizations. 

✓ To identify skill gaps, leading to rushed and 

inefficient hiring processes. 

✓ To enrich the talent decisions-whether for 

hiring, promotions or internal mobility-often 

influenced by bias and subjective opinions leading 

to inconsistent and unfair outcomes. 
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5. LITERATURE REVIEW:  

Ruchika Arora, Ramesh Babu Damarla (2025) 

analysed how GAI applies to talent management, 

focusing on using it in employee engagement and 

retention strategies and exploring insights into benefits, 

challenges, and applications. It also considers many 

benefits related to implementing GAI for talent 

management, such as improvisation of work efficiency, 

personalization of employee experiences, and data-

driven decision-making. In this regard, the review 

indicates some of the complex challenges like ethical 

issues, biases in algorithmic decision-making, privacy 

concerns, and the need to up-skill HR professionals 

that come as a result of implementing GAI. It does so 

by showing current opportunities open up for 

organizations that adopt GAI to optimize their talent 

management processes, increase employee 

engagement, and boost retention rates in a fast-

changing digital landscape. 

Sarita Murmu(2025) dwelled that Artificial 

Intelligence (AI) in talent management is a game-

changer to Human Resource Management (HRM) as it 

alters the way organizations attract, retain, develop and 

engage employees and is one strategic factor in the 

21st century. New technologies, like machine learning, 

natural language processing (NLP), predictive 

analytics, and generative AI (GenAI), as well as 

automation have allowed businesses to use large 

volumes of employee and candidate data to make 

decisions that are more data-driven, objective, and 

efficient. In learning and development, AI facilitates 

hyper-personalized training, reskilling and up-skilling 

programs that are aligned to both personal career 

aspiration and organizational objectives, and in 

performance management, real-time continuous 

analytics results in a more objective and productive 

performance review traditionally kept annual. Future 

of work will focus on human-AI collaboration, where 

the automation will be human intelligence amplifier, 

creating agile, resilient and ethical workplaces. In that 

regard AI powered talent management becomes not 

only a driver of business performance and the answer 

to the question of how to create the workforce of the 

future but also an enabler of building the agile, future-

ready workforce. 

 

Anum Imran Mir(2024) reviewed and identified four 

key domains of AI implementation: recruitment and 

selection, performance analysis, development and 

training of employees, and strategic implementation. 

Benefits include increased operational effectiveness, 

improved decision-making, organizational talent 

management, and workforce planning processes. That 

said, technical difficulties, ethical issues on the use of 

artificial intelligence, privacy, and some organizational 

individuals' reluctance towards using artificial 

intelligence remain major hurdles. More future 

directions focus on developing a strong theoretical 

foundation, implementation proposals, and improved 

ethical standards.  

 

6. RESEARCH GAP 

In spite of all the previous work done on AI in terms of 

insight on the powerful capability in the area of talent 

management that encompasses recruitment, learning 

and development, workforce planning, and 

performance management there are some gaps. It is 

clear that most available studies also concentrate on 

technological efficiency, predictive analytics, and 

operational performance at the cost of human-centered 

and ethical aspects of AI adoption that are 

understudied, including consequences of such issue on 

employee well-being and engagement, as well as 

organizational culture in the long-term perspective. 

Few studies lie in the realm of empirical research on 

the effectiveness of the use of AI in terms of 

personalized development tracks across the 

demographics of the workforce, taking into 

consideration cross-cultural environments and different 

skill levels. Further, the problem of algorithmic bias, 

data privacy, and transparency are recognized as the 

crucial challenges, but there is a scarcity of practical 

guideline and validated approaches to address the risks 

in the context of a real organization. Also, the working 

relationship between human and AI decision-making, 

especially in such sensitive operations or functions, as 

talent retention, leadership development, and 

succession planning is poorly analysed. Not many 

longitudinal studies of the long-term outcomes of AI-

driven interventions on employee motivation, job 

satisfaction, and career growth exist. This research gap 

also establishes the necessity of conducting integrative 

research between technology, ethical, and human 

factors because it will provide actionable strategies that 

organizations may employ in implementing AI in 

talent management in a manner that is responsible, 

equitable, and strategic, thus forming a resilient and 

flexible workforce in the future. 

http://www.ijsrem.com/
https://www.researchgate.net/scientific-contributions/Anum-Imran-Mir-2299795833?_tp=eyJjb250ZXh0Ijp7ImZpcnN0UGFnZSI6InB1YmxpY2F0aW9uIiwicGFnZSI6InB1YmxpY2F0aW9uIn19


             International Journal of Scientific Research in Engineering and Management (IJSREM) 
                         Conference - Volume 10 - NCDTAIM 2026                          SJIF Rating: 8.586                           ISSN: 2582-3930                                                                                                                                               

 

© 2026, IJSREM      | www.ijsrem.com                                 DOI: 10.55041/IJSREM.NCDTAIM005                              |        Page 26 
 

In spite of all the previous work done on AI in terms of 

insight on the powerful capability in the area of talent 

management that encompasses recruitment, learning 

and development, workforce planning, and 

performance management there are some gaps. It is 

clear that most available studies also concentrate on 

technological efficiency, predictive analytics, and 

operational performance at the cost of human-centered 

and ethical aspects of AI adoption that are 

understudied, including consequences of such issue on 

employee well-being and engagement, as well as 

organizational culture in the long- term perspective. 

Few studies lie in the realm of empirical research on 

the effectiveness of the use of AI in terms of 

personalized development tracks across the 

demographics of the workforce, taking into 

consideration cross-cultural environments and different 

skill levels. Further, the problem of algorithmic bias, 

data privacy, and transparency are recognized as the 

crucial challenges, but there is a scarcity of practical 

guideline and validated approaches to address the risks 

in the context of a real organization. 

Also, the working relationship between human and AI 

decision-making, especially in such sensitive 

operations or functions, as talent retention, leadership 

development, and succession planning is poorly 

analysed. Not many longitudinal studies of the long-

term outcomes of AI-driven interventions on employee 

motivation, job satisfaction, and career growth exist. 

This research gap also establishes the necessity of 

conducting integrative research between technology, 

ethical, and human factors because it will provide 

actionable strategies that organizations may employ in 

implementing AI in talent management in a manner 

that is responsible, equitable, and strategic, thus 

forming a resilient and flexible workforce in the future. 

7. AI APPLICATIONS IN TALENT 

MANAGEMENT 

Artificial Intelligence (AI) has become one of the 

significant tendencies in human resource management 

that has transformed the approaches of the companies 

to attracting, retaining, and developing employees. We 

help clients maximize efficiency, minimize bias and 

personalize employee experience throughout the talent 

management lifecycle through data analytics, machine 

learning and automation. 

1. Recruitment and Selection: The prospective uses of 

AI encompass the recruitment area. AI- based tools can 

review thousands of resumes and pick the best 

candidates and match them with a job specification in--

better than when done by people. Natural Language 

Processing (NLP) enables recruiters to read more into a 

profile other than keywords, the analysis of abilities, 

experiences and cultural suitability. Predictive Hiring 

Models can predict the success of a candidate and 

probability of project retention in the long-run. 

Furthermore, AI minimizes unconscious bias because 

it correlates with the objective data points, therefore, 

enhancing workforce diversity in the hiring process. 

2. Employee On-boarding: AI-based virtual assistants 

and chatbots make the process of connecting new hires 

a lot faster by helping them go through the 

documentation, company policies, and training 

schedules. Individualised on-boarding experiences also 

ensure that the employees can fit into their roles fast, 

which enhances engagement and minimises turnover 

during onset of employment. 

3. Learning and Development (L&D): Also, by 

providing flexible and self-adjusting learning 

materials, AI enhances constant learning. Intelligent 

learning platforms use both access to performance 

reports, skill gaps and future career plans to suggest 

personalized training programs. This keeps employees 

future-fit in an ever-changing employment landscape, 

as well as enabling organizations to develop robust 

workforce. 

4. Performance Management: Even the more 

traditional performance reviews may be subjective and 

do not occur regularly. AI will help with continuous 

performance management due to the availability of 

real-time data on the outcomes of the projects, the 

feedback of peers, and productivity indicators. 

Predictive analytics can find the high performers, 

identify the performance problem early and 

recommend corrective measures. This develops a more 

objective, more data-based assessment regime. 

5. Employee Engagement and Retention: AI has a very 

important role to play in terms of monitoring the 

sentiment of the employees via surveys, emails and 

other workplace communication apps. Sentiment 

analysis identifies trends that portray dissatisfaction or 

disengagement and this enables the HR to act before 

the problem can get out of hand. 

Predictive models have the potential to predict the risks 

of attrition and advise measures that can help with 
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employee retention, including personalised career 

plans, or relieving employees of part of their workload. 

6. Workforce Planning: Predictive data analytics 

allows HR professionals to estimate future workforce 

requirements with workforce predictive analytics, 

including predicting future skills requirements and 

succession plans. This enables companies to tie talent 

strategies with long-term business objectives, in order 

to achieve business agility in an unpredictable job 

market. 

8. FUTURE SCOPE: 

The combination of AI and talent management will 

transform the composition of the workforce by making 

organizations more flexible, efficient and people-

centric. Future Scope Key areas: 

1. Hyper-Personalized Learning and Development: AI 

can be used in tailoring training programs to different 

individuals with different tutors with the set goals and 

the ability to perform. Employees will get dynamic up-

skilling as well as reskilling suggestion and this makes 

sure that the employees are future-ready in a rapidly 

changing industry. 

2. Predictive Workforce Planning: The layout AI drive 

predictive analytics will enable an organization to 

determine future talent requirements, the gaps in their 

skills and strategic analysis of attrition risks. Such 

active attitude will enhance recruitment processes, 

succession and general integration with the long-term 

business plans. 

3. Enhanced Employee Engagement and Well-Being: 

With help of AI tools, employee sentiment will be 

tracked, burnout risks will be detected, and trends in 

disengagement measured using surveys, 

communication, and behavioral data. Early 

interventions will enhance satisfaction, retention and 

productivity. 

4. Strategic Decision-Making Support: The ability to 

automate work that is data- and repetition- driven will 

leave room on the HR professionals as well as the 

managers to pursue strategic work, including 

leadership development, culture-building and an 

emphasis on creativity. 

5. Ethical and Responsible AI Use: Future 

implementations will focus on explainable AI, 

mitigation of bias, and explainable data governance. 

The assurance of the ethical approaches to AI will help 

build trust among employees and also uphold privacy 

and labour laws. 

6. Human-AI Collaboration: Instead of replacing 

human judgment, I will augment it so that predictive 

analytics, automation and human empathy may 

collaborate to enhance performance and engagement of 

a workforce. 

7. Agile and Resilient Organizations: The ability to be 

agile to market changes, shortage of skills and human 

issues will create a resilient and high performing 

workforce in organizations as the combination of AI 

understanding and human innovation will enable 

organizations react at the speed of change, helping 

them be agile without having to make big decisions too 

quickly and mess up. 

10. CONCLUSION: 

In the end, the study concludes that the artificial 

intelligence has become a disruptive element in talent 

management, completely redefining the ways 

organizations attract, develop, engage and retain 

workforce. By uniting AI technologies within 

recruitment, on-boarding, learning and development, 

performance management and workforce planning, the 

companies will have a higher efficiency, objectivity, 

and personalization of recruiting processes. Predictive 

decisions can be made based on data-driven insights, 

skill gaps can be detected early and proactive retention 

measures taken leading to superior hires, engagement, 

and subsequent skill development. Meanwhile, ethical 

practices, such as algorithmic bias, data privacy, and 

transparency, highlight the importance of human 

oversight in the deployment of AI and the need to be 

more responsible in its use. In the future, AI-

empowered talent management will help achieve 

hyper-personalized learning, predictive workforce 

planning and strategizing, and the sourcing of agile, 

resilient and high-performing workforces. An optimal 

transition between harmonizing technological 

innovation and ethical practices in combination with 

human judgment will help businesses grow sustainably 

and equip their workforce with the skills necessary to 

succeed in the 21st -century workplace. 
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