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Abstract: Al (Artificial intelligence) has the potential to improve strategies to talent management
by implementing advanced automated systems for workforce management. Al can make this
improvement a reality. The objective of this study is to discover the new requirements for generating
anew Al-oriented artefact so that the issues pertaining to talent management are effectively addressed.
The design artefact is an intelligent Human Resource Management (HRM) automation solution for
talent career management primarily based on a talent intelligent module. Improving connections
between professional assessment and planning features is the key goal of this initiative. Utilising
a design science methodology we investigate the use of organised machine learning approaches.
This technique is the key component of a complete Al solution framework that would be further
informed through a suggested moderation of technology-organisation-environment (TOE) theory
with the theory of diffusion of innovation (DOI). This framework was devised in order solve Al-
related problems. Aside from the automated components available in talent management solutions,
this study will make recommendations for practical approaches researchers may follow to fulfil a
company’s specific requirements for talent growth.

Keywords: risk management; talent management; Al; design artefact; SMEs; design research

1. Introduction

Employing artificial intelligence (Al) in the area of talent management (TM) is already
widely acknowledged as an important research topic. The terms “cognitive technologies”
and “artificial intelligence” have both become common terminologies in business, research,
and technology. These technologies play a significant role in determining how people and
technology interact for business operations (Kuzior and Kwilinski 2022). Applications of
cognitive technologies as Al offer technical advancements which are evident in business
and research (Kuzior and Kwilinski 2022).

Many modern technologies address the difficulties in creating systematic automated
information support solutions. Al has seldom been fully applied yet to enhance employ-
ment management practices (Vrontis et al. 2022). The abilities of Al have been recently
investigated in terms of the development of interventions from the perspective of the
job market (Jarrahi 2018), although many disruptive innovations to improve the current
frameworks of talent systems have not been thoroughly studied. For the objective of
modernising workforce management, the development of general-purpose Al technology
have been applied for implementing changes (Agrawal et al. 2018). When developing new
Al-based apps for human resource management, developers have encountered a variety of
challenges, including dehumanisation, unfair requirements, and biased algorithms; as a
result, it is necessary to carry out detailed research (Tambe et al. 2019).

According to one recent market study, at least 300 Human Resource (HR) technology
set-ups are developing Al technologies for managing people. About 60 of these companies
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have prospered in terms of customers and venture capital financing (Bailie and Butler 2018).
One Al-powered talent intelligence platform that aids businesses in finding, developing,
and retaining top talent has secured $220 million and is currently valued at around $2
billion (Charlwood and Guenole 2022). Businesses have already begun to make large
investments in Al for talent management. A start-up in HR technology has “quietly become
a billion-dollar unicorn” after automating work processes to improve several practices,
including the recruitment and selection of potential candidates (Kelly 2021). Accenture
has made a strategic investment in the London-based company Beamery, which is valued
at $800 million and provides options for its recruitment operating system. Accenture’s
investment is in the form of a capital contribution (Lunden 2021). Al has already begun to be
incorporated into the processes and systems of large international technology organisations,
which are currently in the process of employing new personnel (van der Lugt 2021). This
indicates Al will be an essential part of talent management operations in organisations,
which emphasises the importance of the subject for future analysis. On the other hand, the
job market is always full with so people seeking work.

These job seekers include new graduates as well as people looking for better or
different opportunities. People looking for work are frequently searching for better jobs
due to the economy’s ongoing changes. Job seekers conduct a variety of tasks as part of
their personal objectives and tasks, including preparing a curriculum vitae (CV), choosing
a career path, deciding which organisation that would be the greatest fit for an application,
practicing for interviews, and assessing job offers. Although the use of Al in TM is still
in its infancy, there is potential for it to be applied in a number of different contexts. A
variety of Al-based career advising systems have been created, for instance Job Finder,
which uses machine learning to connect job searchers with relevant employment based on
their preferences and skill sets (Liu et al. 2017). Each of these tasks has elements that, when
combined, will provide matrices that can produce an indicator value. The majority of study
in this area places more focus on recruiters’ attempts to find the best applicants.

One of the most common HRM strategies for doing analysis on large amounts of data
is known as machine learning (ML). ML is concerned with how computers can adjust to new
conditions, as well as how they can recognise and extrapolate patterns (Makridakis et al.
2018). ML performs an automated process of pattern recognition, which is the fundamental
component of machine learning (Jordan and Mitchell 2015). The goal of Al is not only to
comprehend how people think, comprehend, learn, and behave logically and intelligently,
but also to construct intelligent beings able to think, write, perceive, understand, anticipate,
and influence the environment around them (Hassani et al. 2020).

An innovative technical strategy that makes use of Al has the potential to solve
the problem of managing such data by converting it into insights that can be used for
managerial and operational decisions. In this research, we offer a new Al strategy for talent
management that makes use of machine learning to merge various data sources in order to
deliver more insightful predictions. The use of Al reveals issues such as discrimination,
biased algorithms, and dehumanisation (Charlwood and Guenole 2022; Fritts and Cabrera
2021). Therefore, when designing and evaluating the Al solution, it is important to consider
both the potential benefits and risks in such systems. Decision-makers should ensure that
Al systems are designed in such a way that minimises the risk of perpetuating existing
biases and discrimination (Shrestha et al. 2019). Furthermore, it is important to monitor
Al-based solutions consistently to ensure they are functioning as intended morally with a
modicum of human ethics and not generate unintended consequences.

This study aims to design a new Al solution and investigate its suitability in the
context of TM. We plan to develop a methodological framework for the deployment of
talent management Al software solutions for SMEs. Key components of talent management
and related processes integrating talent management systems will be extracted from the
latest relevant literature and validated with secondary data collected from open sources,
for example Scopus database/search engine, social media and other sources that make big
training and development datasets freely available. The emerging themes for the proposed
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proof-of-concept prototype will be compared with existing software solutions available in
the market for talent management.

The remaining portion of this paper is organised as below. The essential background
literature is discussed in Section 2, which provides an overview of the solution artefact
design. The methodology of the research study is broken down in depth, and the next
part delves into the specifics of the design artefact, placing our contribution within the
framework of earlier work that is pertinent to the topic at hand. Following the discussion,
which concentrates on the general contributions of the study, the conclusion is documented,
and it states the main themes covered here.

2. Background of the Study

Al helps organisations to manage large volumes of data more effectively, as well as to
identify patterns and extract information that would be difficult to discern using traditional
methods. In talent management, Al can serve to improve the accuracy of job candidates’
assessments, as well as to identify potential personnel who may be a good match for vacant
positions (Jia et al. 2018). In this way, Al oriented management solutions have the potential
to improve organisational efficiency by reducing the time and resources required to screen
job applicants and identify suitable candidates. Despite the potential advantages of Al
in HR, there are risks that must be taken into account. For instance, Al-based systems
may engage in discriminating and biased behaviour (Chamorro-Premuzic et al. 2019).
It is crucial to take into account both the advantages and disadvantages of employing
such systems when devising and assessing Al-powered talent management solutions. In
particular, decision-makers should ensure that Al systems function in such a way that
minimises the risk of perpetuating biases and discriminatory practices. When compared to
various other HR procedures, talent management is one in which the impact of Al can be
seen as a driving force for substantial improvements in terms of practices. However, if Al is
to be applied in this process, we will need to effectively outline a conceptual solution model
to meet its key requirements. Table 1 below summarises existing studies on this subject.

Table 1. Existing studies in Al for talent management.

Studies Done on AI Applications in

Talent Management

Used ML Approaches Key Findings of the Papers

(Fritts and Cabrera 2021) ML concepts identification

Examines the issue of recruitment
algorithms with an eye toward the
under-explored concerns of HR
managers.

(Xiao and Yi 2021)

Implements a design using Al to career

Tensorflow platform for supervised ML planning or related areas.

(Joshi et al. 2020)

Builds Al solutions for career-related

Support Vector Machine (SVM) services

(Zhao et al. 2021)

Al for addressing fairness concerns for

Algorithm model design designing recruitment systems

(Aleisa et al. 2022)

A minimum viable product (MVP),
Natural Language Processing (NLP), and
explanatory knowledge derived system.

Al architecture that holds Al models and
a data repository for recruiting models

(Shafagatova and Van Looy 2021) Supervised ML

Al for “process-oriented appraisals and
rewards”

(Meng and Dai 2021)

Utilises the design routine of modular
design, real-time evaluation, and
standard analysis for assessing people’s
emotional stability

Supervised ML
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2.1. Ethical, Cultural, Relational and Personal Implications of Al

The importance of Al in enhancing workplace processes has been the subject of a
great number of studies (Pereira et al. 2021). The promise and reality of Al in workforce
management are worlds apart when it comes to acquiring, managing, and retaining people,
particularly in scenarios involving complexity, data set limits, and fairness (Tambe et al.
2019). To rapidly improve talent management and take advantage of the potential of
diverse data sets through the use of Al technologies, it is essential to develop information
systems- solutions that allow organisations to establishing more ethical HR systems and at
the same achieve greater efficiencies (Chamorro-Premuzic et al. 2019). This suggests that it
is vital to have ethical Al solutions implemented in talent management strategies in order
to oversee the process of hiring and selecting new staff. A dynamic talent management
system is required given the unpredictability of the labor market due to the recent great
resignations post pandemic (Kuzior et al. 2022), the rapid changes occurring in corporate
strategy, and the introduction of new technology into the workplace. This indicate that
the Al implementation Many researchers in the field of artificial intelligence have voiced a
range of ethical concerns about technologies like predictive analytics algorithms to make
decisions that significantly affect the lives of people (Mittelstadt et al. 2016). It suggests the
requirements of generating more realistic solutions that would meet the requirements of
three workforce principles that overlap: causal reasoning, randomisation and experiments,
and employee contributions (Tambe et al. 2019).

The three key aspects of talent management are employee acquisition, employee
development, and employee retention. Al may eliminate technical challenges in each
of these domains by making processes more rapid and effective. The deployment of Al,
however, presents a distinct set of obstacles that require careful consideration. Employers
must examine potential acceptance and implementation obstacles associated with Al
Individuals may not trust and accept decisions made by artificial intelligence; this issue is
known as algorithm aversion (Kim-Schmid and Raveendhran 2022).

Employers also struggle to increase employee engagement and minimise staff burnout
due to the difficulty of capturing appropriate engagement measurements (Kim-Schmid and
Raveendhran 2022). Strategies for mitigating risks include assisting users in interacting
with Al products and promoting diversity on engineering teams. Employers may be
held accountable for inadvertent employment discrimination perpetrated by Al-powered
systems. The most important factor for management to evaluate is if tracking can improve
employee results without raising evaluation problems. Organizations utilise Al tools
for personnel management should carefully monitor forthcoming laws and implement
proactive risk management measures (Kim-Schmid and Raveendhran 2022).

The European Union has already taken some efforts, releasing a “White Paper on
Artificial Intelligence” outlining a European approach to Al excellence and trust. Robots
can assist people in tough situations and enhance manufacturing operations. They must,
however, be able to talk about a reliable artificial intelligence (Kuzior 2022). The document
illustrates how Al may improve public service quality and consistency. Citizens must
trust Al with a predictable ethical and regulatory framework that protects fundamental
rights and freedoms. Ethics as a competitive advantage for European company raises the
question of whether ethics are being used to advance business (Ulnicane 2022). While
The Kingdom of Saudi Arabia releases Al Ethics Principles for public consultation. The
Saudi Authority for Data and Artificial Intelligence (SDAIA) created them as a practical
roadmap to integrate Al ethics across the Al system development life cycle. Al Ethics
principles emphasise the need of using Al and tech innovation into the Kingdom's services
for inhabitants and visitors. After evaluating worldwide and domestic Al standards and
guidelines, SDAIA created a framework to advance Al while preventing irresponsible use
(zawya 2022).
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2.2. Application of Al in Talent Management

Employment has been radically changed as a result of what is known as the ‘fourth
industrial revolution’, which was driven by demographics, technological changes, and
globalisation. This has had far-reaching implications for workers. A positive outlook on
the future is possible in spite of the concerns raised about technological unemployment, the
changing demands of the labour market in light of the growth of Industry 4.0, and the need
for new competencies needed to run current technology. Humanistic and ethical studies
should be included into engineering curricula alongside more traditional practical training.
It is important to incorporate both technological and social advances (Kuzior 2022). Recent
years have seen a rise in the number of applications of Al within the scope of talent
management. It is crucial for organisations to identify patterns in their data that may help
them make more educated decisions about the development and retaining of talent pools,
in addition to automating routine chores using Al apps, such as advertising openings and
screening applicants’ resumes.

2.2.1. Talent Acquisition

The selection and acquisition of qualified candidates with high performance levels is
the focus of the TA process. Technological improvements have greatly enhanced the TA
function. Many companies and human resources departments heavily rely on social media
and internet platforms like LinkedIn, Facebook, and Twitter when hiring new personnel.
Moreover, several websites and apps like Naukri, Glassdoor, and Indeed, offer a platform
for companies and job seekers to communicate with one another where recruitment is
the goal (Horton and Tambe 2015). The amount of time recruiters spend on these tasks is
greatly reduced when chatbots screen prospects and conduct the first interviews with job
seekers. Robotic systems such as Vera and Sophia are equipped with speech recognition
and natural language processing technologies, which enables them to carry out automated
recruiting procedures. These machines are able to conduct interviews with hundreds of
prospective employees and create a list of individuals who are most suitable for the position
(Mathew et al. 2021a). Recent research has found that candidates are more likely to apply
for jobs online via technology-based platforms like social media, corporate websites, mobile
applications, and chatbot talent assistants than they are using conventional recruiting
methods (van Esch et al. 2021). Automated selection and assessment systems based on
artificial intelligence produce more accurate and objective findings (Mathew et al. 2021b).
Employer branding may be accomplished by utilising a comprehensive social media
presence, interactive career pages, and highlighting existing employee testimonials and
corporate achievements, all of which are useful for recruiting qualified candidates.

2.2.2. Talent Development

Following the completion of the recruitment process, it is extremely important to train
individuals in order to improve their skills or expertise for future employment and to
provide them with an engaging environment. Technology is increasingly being utilised by
organisations for the purpose of talent development, such as m-learning and e-learning
software, both of which may be used to educate staff members whenever and wherever they
want (Paul 2014). Gamification is also utilised for the purpose of staff training and provides
an objective evaluation. The performance of employees is continuously monitored and
feedback is provided, using software powered by Al. This programme supports employees
in gaining a better grasp of their current skill levels as well as the several career paths
available within the company (Simpson and Jenkins 2015). Several different technologies,
for instance file sharing, project management systems, and wikis, facilitate collaborative
work. This helps to keep employees interested in their job and updated on the progress of
their projects inside the virtual office (Gaonkar et al. 2022).

In addition to helping employers attract and choose highly qualified candidates, Al
and related automation technologies help employers manage vast amounts of employee
data, provide staff with prompt and effective training, and support managers in making bet-
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ter decisions for their teams. Technology’s supportive role in the HRM function eventually
fosters positive employee outcomes including enhanced engagement, work satisfaction,
devotion/loyalty, and performance. As a consequence, it is possible to improve an organ-
isation’s productivity, efficiency, cost-effectiveness, customer satisfaction, and quality of
services provided. Conversely, organisations must make sure that all moral, legal, and
ethical guidelines around the use of these technologies in HRM are followed. This is so that
both the working environment and employees are not compromised by these technologies.

2.2.3. Talent Retention

According to the U.S. Bureau of Labor Statistics, in August 2022, 4.2 million employees
departed their jobs willingly. (Kim-Schmid and Raveendhran 2022) Concurrently, there
were 10.1 million available jobs. Due to the Great Resignation and more current trends like
as “quiet quitting”, traditional methods for attracting exceptional talents in this intensely
competitive market have not always been effective (Kim-Schmid and Raveendhran 2022).
PwC (2022) Middle East Workforce Hopes & Fears Survey of 1565 workers reveals a discrep-
ancy between employee and employer expectations. Gen Z in the Middle East favoured
remote or primarily remote work. 75% of Kuwaiti, 60% of Qatari, 58% of Saudi, and 46%
of UAE employees say their country lacks specialised talents. PwC advise corporations
to address employee hopes and fears. Businesses must be aware of a new generation of
workers who will transfer employment for fewer opportunities. (PwC 2022). Therefore,
human resource managers have a challenging problem when it comes to the subject of
retaining high-performing employees. These personnel need to be engaged and motivated
in order for the business to run efficiently, and to keep talent on board, HR managers are
employing retention techniques such as challenging work, competitive salaries/wages
structures, training for future skills, timely feedback, awards and recognition, etc. Tech-
nology is assisting in refining these processes through the use of a wide range of Al- and
TM-based cloud apps. The data from predictive analytics provided by these types of soft-
ware act as an early warning system for HR managers, allowing them to forecast employee
attrition. Employee attrition may be minimised by conducting early intervention prior
to an employee resigning. Pulse surveys may be carried out in a short amount of time if
technology can offer information on the current thinking and motivation of employees.

2.3. Risks Management for Al Adoption

Al refers to a collection of algorithms and methods that have the ability to automat-
ically aggregate, analyse, and learn from data. These insights may then be put to use in
pursuing certain objectives and engaging in particular activities (Kaplan and Haenlein 2019).
Al algorithms may offer companies analytical tools that help them grasp the consequences
of risks, develop automated suggestions to minimise and manage these risks (Canhoto and
Clear 2020), and enhance the resilience of their organization (Chowdhury et al. 2022). From
the viewpoint of risk management, Al algorithms can provide businesses with analytical
tools and help managers make decision more efficiently (Jarrahi 2018). This is accomplished
by: (1) reducing aggregating latency, which is also known as automatically gathering and
consolidating digital data streams (Osamy et al. 2022); (2) curtailing processing latency, also
referred to as automatically processing and summarising huge volumes of data; and (3)
decreasing processing latency (Osamy et al. 2022).

The ability of Al to foresee and learn for Al risk management is still in its early
phases because there has not been much attention paid to building automated solutions
for making decisions (Zigiené et al. 2019). One such challenge is the market for e-risk
management, which is characterised by a number of factors: a lack of competent individuals;
a limited budget and financial resources; insufficient access to technology; paucity of senior
management commitment and leadership; a lack of expertise; a lack of knowledge and
awareness among managers and teams; supervision; a fear of the unknown; not having
enough organisational dynamism; and a failure to adequately prepare for the digital world
(Rodriguez-Espindola et al. 2022).
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2.4. Al in Small and Medium-Sized Enterprises

Using Al in HR has been evident for a few decades. There is a growing demand
for the automated process of talent management, which is increasing the planned uses
and broadening the breadth of services. Several sectors have adopted talent intelligence,
such as higher educational systems, labor markets, and private and public sector agencies
that offer a talent management system. As the need for assistance grows, it is vital for
them to use digital services to reduce the cost of resources while also making a significant
contribution to workforce management (Toni and Vuorinen 2020). Fierce competition in
the contemporary business world has increased the use of information technology from
integrated manufacturing operations to managing people. Managing people and getting
the best out of their skills and potential remain a challenge for strategic human resources.
A rapid pace use of technology in business operations and market uncertainty accelerates
the demand for multi-taskers and employees with flexibility to learn new skills as business
assumptions and processes change (Pauli and Pocztowski 2019). Hence, the focus has been
further narrowed down from employees’ performance management to talent management.
Talent management is defined as the efforts made to plan, attract, select and train the talent
required to meet current and future human capital needs (Pauli and Pocztowski 2019).

Talent management is driven from organisational objectives that senior management
and/or shareholders want to be achieved. Translating organisational objectives into de-
partmental targets and emphasise daily activities and operational targets must also align
with individual work performance requirements if the talent management system is going
to work (Baublyte 2010). Moreover, an employee could not be expected to perform a new
task perfectly unless he or she receives relevant training and a career-building program.
Moreover, such training programs must be integrated with a centralised talent management
system. Talent management is a complex system that requires integration with a company’s
vision and mission statements, objectives, human resources processes and policies, and
business operations (Kimanzi and Gamede 2020). Such a multidimensional integration
is not possible without the deployment of supporting technologies. Talent management
software solutions are offered by IT companies worldwide. These software solutions for
talent management generally follow certain human resource management standards and
cover legal aspects of local labor laws. Talent management solutions cover four broad
aspects, namely recruitment, employee performance management, training/development,
and employees’ salaries/wages and recognition (Schweyer 2004).

SMEs are important pillars of a country’s economic progress and social cohesion. It
has been estimated that approximately 400 million people are employed by this sector
throughout the world. These enterprises have to make their processes more responsive
to competition and market/industry uncertainty to sustain their viability compared with
large corporations or multinationals. This responsiveness depends on the operational and
human resource flexibility to adopt technologies at the operational level and enrich the
talent inventory. Capital investments and infrastructural resources are not available for
SMEs compared to large corporations. Redefining organisational objectives, repurposing,
retooling and pivoting human capital are the strategies adopted by SMEs. All these
strategies require flexibility of operations and human resources. Hence, a comprehensive
framework is required to address the ever-changing talent management requirements that
may help SMEs to so that they can cope with a market or industry’s needs.

By utilising design principles that produce more user-friendly forms, Al technology
streamlines the application process and makes it simpler for job seekers to complete
an application. This significantly reduces the volume of applications that prospective
candidates leave unfinished or unsubmitted. Technology has been a key factor in candidate
rediscovery by maintaining a database of prior candidates. Al from a pool of current
applicants may be used to evaluate these applications, and if and when openings for new
positions in the company emerge, a qualified candidate may be found. HR professionals
may identify competent people faster than ever before, saving a substantial amount of time,
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as opposed to wasting time and money seeking for new talent. The widespread usage of
Al technologies in HR operations is now evident in the talent acquisition context.

2.5. Theories in Technological Adoption

The literature that has been published explored the adoption of new technologies
and innovations from a variety of perspectives. The theory that is referred to as the
Diffusion of Innovation (DOI) focuses on the process by which an invention is disseminated
across a social system over the period of time in various ways (Chang 2010). In the
context of user technology adoption, the Technology Acceptance Model (TAM) takes
account of the theorised causal links between individuals” subjective beliefs, intentions,
and behaviours (Davis 1989). Meanwhile, the Unified Theory of Acceptance and Use
of Technology (UTAUT) provides additional drivers of behavioural intention, including
performance and effort expectation, social influence, and enabling factors (Venkatesh et al.
2003). The Adaptive Structuring Theory (AST) model investigates how organisations’
staff adapt to the norms and resources of information technology in order to carry out
the designated activities. The Technology-Organisation-Environment (TOE) framework
examines the role that technical, organisational, and environmental contexts play in making
decisions about cutting-edge innovations.

The task-technology fit model is used to find out if the capabilities of a certain piece of
technology are a good match for the prerequisites of a specific job (Goodhue and Thompson
1995). However, the primary focus of these theories is on the subjective viewpoints of
individuals and specific activities (such as dissemination of innovative ideas) and they
completely disregard the power or ideas that individuals possess. None of them address
the particulars of the adoption of information technology since they were written before
information technology use became widespread, so their accuracy is questionable.

2.6. TOE Framework and DOI Theory

This study employs an integrated framework based on TOE and DOI theory. The
technology viewpoint of the TOE model takes into account the external and internal
technical resources necessary for the implementation of technology (Depietro et al. 1990).
The technological factors discussed are reliability, security, capability, quality, relative
cost advantages, and the compatibility of TM solution and technology benefits. The
organisational perspective puts considerable emphasis on a variety of factors, namely
the scope and size of the firm, the formalisation and centralisation of the workplace, the
complexity of its organisational structure, the quality of HR available, the support of senior
management, and the readiness of the organisation.

The DOI hypothesis is an innovative framework applied to support studies that aim to
elucidate the elements that contribute to the spread of innovation(s) through the application
of technology (Rogers et al. 2014). (DOI) theory examines the possibility of an organisation
adopting a new technology based on its relative advantages because it is new, as well
as its observations of complexity, compatibility, and amount of time spent trialling and
observing it (Bradford and Florin 2003). DOI theory can be used in a substantial way
and is relatively effective when it comes to accurately predicting the adoption of a variety
of different systems already in place. Research designs for studies that make use of the
DOI theory can either be quantitative or a mixed methods approach. Previous research
does not provide a theoretical model for the incorporation of Al into TM, which is an
example of technological innovation. It is necessary to investigate Al for TM from the three
aforementioned viewpoints of the TOE framework in Figure 1.
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Technology

DOl

Relative advantage
Complexity

Compatibility

Organization

Technical capability Organizational Agility
Al TM Solution - Flexibility

Managerial Support for SMEs —_— - Adaptability

- Speed

Enterprise Size

Environment

Government involvement

Industry Characteristic

Figure 1. Conceptual Framework.

2.6.1. Technological Factors

Al can play a significant part in the global dissemination of innovative services and
have competitive benefits. Al has been utilised thus far in chatbots for customer care,
speech and voice services for customers, and automatic network operation (Riikkinen
et al. 2018). These applications help businesses become more efficient while also reducing
their operating costs or overheads, improving the quality of services, and enriching the
experiences of their clients. When humans have a higher level of awareness, they may be
more willing to accept the changes brought about by Al and actively engage in them.

As shown in Figure 1, complexity is the extent to which the invention is seen as
being relatively difficult to comprehend and employ (Rogers 2002). To put it another way,
complexity refers to the challenges or barriers that exist when Al adoption arises. The
greater the ease with which the technology can be incorporated into company processes,
the greater the likelihood that it will be adopted (Venkatesh 2022). The immaturity of
Al the scarcity of technological expertise and IT specialists, the length of time it takes
to develop, and its high cost all contribute to its difficult nature. The immaturity of Al
is the main problem that deters its widespread use, as suggested by its characteristics.
Previous research has reported that the level of IT maturity has a major impact on the
strategic decisions that companies make regarding the acquisition and deployment of
IT/IS. When a new technology has reached its maturity stage, businesses have a better
understanding of how to implement it. Businesses are more inclined to employ cutting-
edge technology if they are confident in their ability to work productively with third-party
providers (Blut and Wang 2020).

Compatibility presented in Figure 1 is a crucial factor in determining the rate of
innovation uptake (Senarathna et al. 2018). It refers to the extent to which the innovation
is able to deliver value and experience while at the same time being consistent with the
requirements of those who might embrace it (Rogers 1995). According to the DOI theory,
the adoption rate of an innovation is positively correlated with the degree to which it is
compatible with previous experiences and current needs. In other words, the degree of
compatibility has a direct bearing on how quickly something is embraced (Olatokun and
Igbinedion 2009).
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2.6.2. Organizational Factors

The term “technical capability” presented in Figure 1 refers to the tangible assets
required to implement new ideas. Some examples are computer hardware and software,
data, and networking (Senarathna et al. 2018). It is also a representation of the collective
resources that a company owns in order to provide itself with a foundation that will benefit
business applications (Chen et al. 2021). Having strong technical competence helps to
reduce the complexity of integration, which enables a company’s IT department to deploy
artificial intelligence technologies in a timely and effective way (Chen et al. 2021).

Managerial support is the commitment of managers is an essential component of any
significant organizational change since it affects how resources and services are structured
and delivered (Garrison et al. 2015). According to some findings, managerial support is an
essential component in both the introduction of an information system (IS) and the use of
information technology (IT) (Myers and Avison 2002).

Managerial capability shown in Figure 1 contains education and training components
in addition to project coordination. Managerial capability is an example of an intangible
asset extremely important for the successful use of IT (Gangwar et al. 2015). The difficulty
of Al application can be controlled if managers are able to recognise the potential of new
Al technology to enhance the professional abilities of employees, then modify staffing and
recruit relevant technical professionals, rationally allocate resources, prioritise training, and
establish circumstances for adopting AI (Chen et al. 2021).

2.6.3. Environmental Factors

Environmental context listed in Figure 1 encompasses the market/industry, the compa-
nies that compete in it, the regulations, and relationships with the government (Priambodo
et al. 2021). Institutional theory emphasises how significant institutional contexts are in
terms of their influence on the structure and activities of organisations. Because of the ex-
ternal isomorphic pressures originating from the government, competitors, and customers,
businesses are likely to adopt and employ AI (Chen et al. 2021).

2.6.4. Talent and Organisational Agility

Organisational agility presented in Figure 1 is defined as the adaptability and re-
sponse of an organisation to a changing environment (Harraf et al. 2015). Organisa-
tional agility is the ability to generate growth and profit that can be sustained by a
business (Teece et al. 2016). Organisational agility is about being able to adapt quickly
in a changing environment so a company can compete in different markets and indus-
tries. This can include both entrepreneurial qualities and a strong sense of mission
with some organisational reorganisation and technological adoption shifting required
(Mathiassen and Pries-Heje 2006).

3. Design Science Methodology

Design science research (DSR) is acknowledged as a significant and viable research
paradigm in information systems (Gregor and Hevner 2013); Hevner et al. (2004) described
that DSR is a scientific approach to problem-solving that emphasizes the development of
new knowledge to design and evaluate solution artifact as stated in Figure 2. The main
goals of DSR are to: (1) developing new artifacts or software system model, method or
construct for real-world problems; (2) evaluating effectiveness of these solution artifact
and (3) generating new knowledge about the design of new systems solution. Following
an ensemble artefact design (Miah et al. 2017; Miah 2010), the first step in this process
is to develop a conceptual model that describes how Al can be used to improve talent
management. This model will be based on a review of the literature on Al and talent man-
agement. Next, the feasibility of using Al in talent management will be assessed, through
datasets. This will involve conducting reports in the field to identify the challenges and
opportunities associated with Al-based solutions. Finally, a prototype Al-based solution
will be developed and tested in two problem contexts (e.g., using design principles defined
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by (Miah et al. 2019; Fahd et al. 2021). As presented in Figure 2, the results of this study
will contribute to the body of knowledge and to our understanding of how Al can be used
to improve talent management in SMEs.

Environment Design Science Research Knowledge Base

Application Domain

Build Design Artefacts & Foundations
e Human Resources Processes e An Integrated framework based on
Managment. (Dol) and (TOE) theories.
e Small and Medium ¢ Define research scope e Evaluate powerful Al talent
Enterprises (SMEs) ¢ Define requirements management artefacts in SMEs sector.
e Analyis Big Data e Prepare for design e Proposed ML as an analytical solution.
e Develop (construction)
m ¢ Evaluate the new solution
Problem e Explore knowledge base support m

e lack of smart talent
Relevance Phase

management support Rigor phase
in SMEs. m
ol Design
Opportunities Cycle
e Using the smart Methodologies
talent management solution e Data Analysis Techniques
for SMEs to modernise e ML algorithms

workforce management .
Evaluate

e Evaluate and develop
analytical solution in SMEs.

Figure 2. Modified Design science research cycles.

Many design research approaches for undertaking development studies have been
introduced in DSR, although their styles varies due to the emphasis on designing arte-
facts (Miah et al. 2017). Peffers et al. (2007) for instance, presented a six-activity-based
methodology: problem identification, solution objective definition, design and develop-
ment, demonstration, evaluation, and design communication. Gregor and Hevner (2013)
claimed that Peffers et al. (2007) design research methodology provided a well-defined
research process that provides a valuable synthesising generic model from problem identi-
fication mentioned in Figure 2, to solution design and evaluation (Hevner et al. 2004). In
this extensively cited study, Hevner et al. (2004) established seven design guidelines as
shown in Table 2 which provides processes for influencing the design activities required
to complete the artefact design. March and Smith (1995) claimed that design research
might result in four different sorts of artefacts: constructs, models, methodologies, and
instantiations. According to Miah et al. (2017), “a construct as artefact is formed when there
is a need for study to develop a fundamental language of concepts”. A model is “a structure
of conceptual concepts that typically explains artefacts, actions, and circumstances”. (p. 24).
“A method is an artefact of design study when there is a requirement for descriptions or
specifications of methods or ways of executing goal-directed activities in order to solve or
address challenges”. An instantiation as an artefact that is “created when a specific solution
product is developed and deployed”. As shown in Table 2, Hevner et al. (2004) outlined
seven guidelines for developing and evaluating an innovative IS artefact:
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Table 2. Hevner’s seven guidance in a summarized form.

DSR Adopted Guideline

Its Relevant to the Proposed Solution

Guideline 1: Design as an
Artifact: Design:

Design-science research must result in a valid construct,
model, technique, or instance.

Guideline 2: Problem Relevance: = The objective of design-science research is to create
technological response to significant business issues.
Identified is a genuine issue domain that supports the

specified software solution prototype.

Guideline 3: Design Evaluation:  The utility, quality, and feasibility of a AI design need to be
stringently shown by well-executed assessment procedures in
order to satisfy the requirements. For prototype testing with
industry various stakeholders, a descriptive assessment

approach will be used with utilizing secondary data.

The models utilised for the Al artifact’s features were
designed by domain specialists with information gleaned
from actual practice, through prototyping.

Guideline 4: Research
Contributions:

Guideline 5: Research Rigor: DSR is dependent on the use of rigors procedures in the
creation and assessment of the Al design artefact informing

through IS theories.

The search for a functional artefact necessitates the utilisation
of accessible ways to achieve desired purposes in compliance
with the issue domain,

Guideline 6: Design as a Search
Process:

Guideline7: Communication of
Research:

DSR will help successfully communicated about the research
outcome to both technical and managerial groups.

3.1. Big Data in Talent Management

Talent analytics is the practice of attempting to discover trends in an organisation’s
workforce via the study of data pertaining to its personnel. It is also known as “people
research”, “workforce analytics”, and other designations (Kaur and Fink 2017). The term
“talent analytics” is also referred to as “people analytics”, “HR analytics”, “workforce
analytics”, “people research and analytics”, and “HR business intelligence”. There is
no universally accepted definition (Marler and Boudreau 2017). The findings obtained
by analysing data are provided by talent analytics in three different ways: descriptive,
predictive, and prescriptive analytics. Hence, individuals’ career pathway decisions and
future intentions are very closely linked to data within big data. HR managers will be
able to better comprehend employees’ career interests and assist their career planning and
management better by conducting quantitative analyses of all the information that we can
obtain about them. Enterprises may combine conventional career management with big
data-driven career management to fully examine a worker’s career path, give personalised
career counselling, and minimise talent turnover, resulting in a win-win scenario for both

the organisations and employees.

3.2. Risk Mitigation

In order to combat ingrained biases, leaders should think about including factors
like gender and ethnicity into Al algorithms and proactively setting different standards
for certain groups. Organisations could use a variety of viewpoints to reduce Al bias by
promoting diversity throughout the design and implementation phases. These tools can
dramatically destroy employee privacy if they are deployed incorrectly. According to
studies, when tracking is carried out by an Al system without any human participation
or control, employees are more receptive to it. Even accidental job discrimination caused
by Al-driven technologies can result in employer liability with serious legal consequences.
Leaders should focus on whether tracking may improve employee informational outcomes
without raising evaluation issues:
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o Create a legally enforceable code of ethics for Al that takes into account human
conventions, values, and cultures.

e  Ensure human oversight and monitoring of Al choices respecting fundamental rights,
equality, and non-discrimination.

e Install a high-quality talent management system to guarantee ethically sound Al
decision-making and dataset quality.

o  Convert Al's moral code into a programming language, and continuously train and
test Al systems to guarantee that it is being used correctly.

e Ensure that Al systems do not infringe on people’s autonomy and freedom (e.g.,
decision-making).

e  Before a product is launched, make sure that it complies with ethical standards that
have been trained for and tested.

4. Proposed AI Oriented TM Approach

An evolving prototype is an innovative design approach for transforming system
requirements into a workable solution model whereby potential users may see the advan-
tages or conceptual outcome. The understanding required to identify the problems with a
present system and create an artefact solution is covered in the prototype design. Three
phases are considered for the creation of the minimum viable product (MVP). These phases
will include the following desired services: the talent pool, talent personality traits assess-
ment, career guidance chatbots, skills and knowledge building, CV screening software,
interview screening, and jobs or opportunities matchmaking. The bots are software tools
that have been created in natural language and have the ability to carry on conversations
by themselves (Khan and Das 2018). It is mostly divided into three different types. The
first thing that must be done is to obtain information from the end-user. This can be done
either vocally or by typing in natural language. The second step is to get the bot to provide
output in the form of spoken words, while the third step is to process the input through
the software in order to get output that is accurate and simple to comprehend. Most of the
time, these counselling bots are utilised for generating predictions and questions regarding
a career, such as which industry would be the best choice and which courses are the most
recent and relevant. This system’s principal function is to understand human speech with
the assistance of natural language processing so that the results can be delivered to the user.

Figure 3 presents the proposed framework, which depicts how the output (an Al-
driven talent intelligence solution) will be converted from the input (numerical data). When
our big data has been pre-processed (for instance, through data cleansing, data integration,
and the removal of stop words), it is ready for the sampling process; after that, it will be
ready to be separated into datasets for training and testing. The proposed framework is
shown in Figure 3, which shows how the input (an Al-driven talent intelligence solution)
is going to be transformed into the output, numerical data. After our big data has been
preprocessed (for example, by means of data purification, data integration, and stop word
removal), it is ready to be sampled, and after that, it will be ready to be divided into datasets
for training and testing. Using methods from the field of data analytics, such as visualisation
and forecasting, it’s possible to build a draught model from scratch. After doing an
examination to determine whether or not it is accurate, the model will then be modified into
an exact representation that may be used for generating predictions, plans, and decisions.
The first method generates novel, nontrivial patterns and information, while the second
method generates models and roles for the systems. Clustering, summarisation, and
modelling dependencies are three of the most important activities involved in descriptive
data mining. Classification, regression, monitoring changes, and identifying deviations
from the norm are the core activities of predictive data mining.
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Figure 3. The proposed Al Framework.

e  CV Screening: Supervised learning algorithms such as Support Vector Machines
(SVMs) and Decision Trees can be used to classify and score resumes based on their
relevance and suitability for a particular job.

e Job Matchmaking: Unsupervised learning algorithms such as K-Means Clustering
and Collaborative Filtering can be used to identify and match job seekers with job
opportunities based on their skills, experience, and preferences.

e  Personality trait Assessment: One common approach is to use machine learning
algorithms, such as decision trees or support vector machines, to classify and score
individuals based on their answers to a series of personality trait-related questions.
These algorithms can be trained on a large dataset of personality trait assessments to
accurately predict an individual’s personality traits based on their responses to the
questions. Another approach is to use natural language processing (NLP) techniques to
analyze written or spoken responses and extract personality traits based on the words
and phrases used. This approach can be particularly useful for assessing personality
traits in unstructured data, such as open-ended responses to interview questions.

e  Career Guidance Chatbot: Natural Language Processing (NLP) algorithms such as
Text Classification and Sentiment Analysis can be used to identify and analyze the
questions and concerns of talent, and to provide personalized and relevant career
guidance.

e  Attrition Predictive: Supervised learning algorithms such as Random Forests and
Gradient Boosting can be used to predict the likelihood of talent attrition based on
various factors such as salary, job satisfaction, and career development opportunities.

e  Talent Training Recommendation: Collaborative Filtering algorithms can be used to
identify and recommend relevant training courses and programs for employees based
on their skills, experience, and career goals.
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5. Discussion and Conclusions

The proposed hybrid ML approach taking a current talent analytics approaches a step
ahead, integrating talent acquisition and talent development with the common functionality
of the talent retention (which is often the common features of the traditional talent analytics),
streamlining and utilizing multiple data sources. addressing risk management issues, we
aimed to create a basis of design research that leads to enable innovation with the new
Al-driven TM artefact. Our project facilitates moderisation of the daily operations of TM for
managers in SMEs. Al functionalities can assist professional talent managers by identifying,
forecasting, and investigating talent management and performance-related trends. There
is a growing demand for automated talent management processes. Various sectors have
adopted talent intelligence, including SMEs, labour markets, the private sector, and the
government. SMEs requires innovative ways to enhance employee’s productivity in the
workplace. Smart technologies have the potential to assist in mentoring both current
professionals and future talent. There is no doubt that Al has the potential to assist career
counselors with some of their daily tasks. Moreover, Al can be used to develop a chatbot
that can answer frequently asked questions about careers, job applications, and resumes.
Few studies have been conducted on employing Al to develop and evaluate powerful
TM solutions within SMEs domain. Therefore, researchers have not been able to design a
suitable Al-driven TM solution that may contribute to changes in SMEs. Despite advances
in technology, the use of Al in the procedures involved in HRM is somewhat limited at
present. Compared to various other HR procedures, TM is one in which the impact of Al can
be seen as a driving force for substantial improvements in the practices. However, if Al is to
be applied in this process, we will need to effectively outline a conceptual solution model
to meet its key requirements. In addition, there is a lack of conceptual clarity as a result of
the restricted scope of the research that has previously been conducted in this subfield. As
a result, it is important to develop research in this domain and, more specifically, to create a
practical solution framework that may assist managers/professionals in adopting Al to
improve TM processes and practices in the SMEs.

The scope of the study is mainly focused on the practical approaches towards design-
ing Al based TM system and limited to the need of the SMEs. Additionally, the nature of
this study does not involve an empirical data. Therefore, there is a need for more thorough,
interdisciplinary study on the use of Al in talent management, including investigations into
its practical use, long-term implications on HR, and ethical, social and legal ramifications.

Author Contributions: Conceptualization, A.F. and S.J.M.; methodology, A.E,; software, A.F.; valida-
tion, A.F. and S.J.M.; formal analysis, A.F.; investigation, S.].M.; resources, A.F,; data curation, A.F,;
writing—original draft preparation, A.F,; writing—review and editing, S.].M.; visualization, A.F.;
supervision, S.J.M.; project administration, S.J.M.; funding acquisition, A.F. All authors have read
and agreed to the published version of the manuscript.

Funding: This research received no external funding.
Institutional Review Board Statement: Not applicable.
Informed Consent Statement: Not applicable.

Data Availability Statement: Not applicable.

Conflicts of Interest: The authors declare no conflict of interest.

Agrawal, Ajay, Joshua Gans, and Avi Goldfarb. 2018. Prediction, judgment, and complexity: A theory of decision-making and artificial
intelligence. In The Economics of Artificial Intelligence: An Agenda. Chicago: University of Chicago Press, pp. 89-110.

Aleisa, Monirah Ali, Natalia Beloff, and Martin White. 2022. AIRM: A New Al Recruiting Model for the Saudi Arabia Labor Market.
In Intelligent Systems and Applications. IntelliSys 2021. Edited by Kohei Arai. Lecture Notes in Networks and Systems. Cham:
Springer, vol. 296, pp. 105-24.

Bailie, Ian, and Megan Butler. 2018. An Examination of Artificial Intelligence and Its Impact on Human Resources. London: CognitionX.



J. Risk Financial Manag. 2023, 16, 31 16 of 18

Baublyte, Daiva. 2010. Talent Management: Myth or Reality in Today’s SMEs: A Study into the Importance and Use of Talent Management
within Small and Medium-Sized Enterprises. Vantaa: Metropolia University of Applied Sciences.

Blut, Markus, and Cheng Wang. 2020. Technology readiness: A meta-analysis of conceptualizations of the and its impact on technology
usage. Journal of the Academy of Marketing Science 48: 649—69. [CrossRef]

Bradford, Marianne, and Juan Florin. 2003. Examining the role of innovation diffusion factors on the implementation success of
enterprise resource planning systems. International Journal of Accounting Information Systems 4: 205-25. [CrossRef]

Canhoto, Ana Isabel, and Fintan Clear. 2020. Artificial intelligence and machine learning as business tools: A framework for diagnosing
value destruction potential. Business Horizons 63: 183-93. [CrossRef]

Chamorro-Premuzic, Tomas, Frida Polli, and Ben Dattner. 2019. Building ethical AI for talent management. Harvard Business Review,
November 21.

Chang, Hsia-Ching. 2010. A new perspective on Twitter hashtag use: Diffusion of innovation theory. Proceedings of the American Society
for Information Science and Technology 47: 1-4. [CrossRef]

Charlwood, Andy, and Nigel Guenole. 2022. Can HR adapt to the paradoxes of artificial intelligence? Human Resource Management
Journal 32: 729-42. [CrossRef]

Chen, Hong, Ling Li, and Yong Chen. 2021. Explore success factors that impact artificial intelligence adoption on telecom industry in
China. Journal of Management Analytics 8: 36—68. [CrossRef]

Chowdhury, Soumyadeb, Prasanta Dey, Sian Joel-Edgar, Sudeshna Bhattacharya, Oscar Rodriguez-Espindola, Amelie Abadie, and Linh
Truong. 2022. Unlocking the value of artificial intelligence in human resource management through Al capability framework.
Human Resource Management Review 33: 100899. [CrossRef]

Davis, Fred D. 1989. Perceived usefulness, perceived ease of use, and user acceptance of information technology. MIS Quarterly 13:
319-40. [CrossRef]

Depietro, Rocco, Edith Wiarda, and Mitchell Fleischer. 1990. The context for change: Organization, technology and environment. The
Processes of Technological Innovation 199: 151-75.

Fahd, Kiran, Shah J. Miah, Khandakar Ahmed, Sitalakshmi Venkatraman, and Yuan Miao. 2021. Integrating design science research
and design based research frameworks for developing education support systems. Education and Information Technologies 26:
4027-48. [CrossRef]

Fritts, Megan, and Frank Cabrera. 2021. Al recruitment algorithms and the dehumanization problem. Ethics and Information Technology
23: 791-801. [CrossRef]

Gangwar, Hemlata, Hema Date, and R. Ramaswamy. 2015. Understanding determinants of cloud computing adoption using an
integrated TAM-TOE model. Journal of Enterprise Information Management 8: 91-102. [CrossRef]

Gaonkar, Sudhakar, Dur Khan, and Ashish Singh Manisha. 2022. Impact of Gamification on Learning and Development. Journal of
Advances in Education and Philosophy 6: 63-70. [CrossRef]

Garrison, Gary, Robin L. Wakefield, and Sanghyun Kim. 2015. The effects of IT capabilities and delivery model on cloud computing
success and firm performance for cloud supported processes and operations. International Journal of Information Management 35:
377-93. [CrossRef]

Goodhue, Dale L., and Ronald L. Thompson. 1995. Task-technology fit and individual performance. MIS Quarterly 19: 213-36.
[CrossRef]

Gregor, Shirley, and Alan R. Hevner. 2013. Positioning and presenting design science research for maximum impact. MIS Quarterly 37:
337-55. [CrossRef]

Harraf, Abe, Isaac Wanasika, Kaylynn Tate, and Kaitlyn Talbott. 2015. Organizational agility. Journal of Applied Business Research (JABR)
31: 675-86. [CrossRef]

Hassani, Hossein, Emmanuel Sirimal Silva, Stephane Unger, Maedeh TajMazinani, and Stephen Mac Feely. 2020. Artificial intelligence
(AI) or intelligence augmentation (IA): What is the future? Al 1: 8. [CrossRef]

Hevner, Alan R., Salvatore T. March, Jinsoo Park, and Sudha Ram. 2004. Design science in information systems research. MIS Quarterly
28: 75-105. [CrossRef]

Horton, John J., and Prasanna Tambe. 2015. Labor economists get their microscope: Big data and labor market analysis. Big Data 3:
130-37. [CrossRef]

Jarrahi, Mohammad Hossein. 2018. Artificial intelligence and the future of work: Human-Al symbiosis in organizational decision
making. Business Horizons 61: 577-86. [CrossRef]

Jia, Qiong, Yue Guo, Rong Li, Yurong Li, and Yuwei Chen. 2018. A conceptual artificial intelligence application framework in
human resource management. Paper presented at the 18th International Conference on Electronic Business, ICEB, Guilin, China,
December 2-6.

Jordan, Michael I., and Tom M. Mitchell. 2015. Machine learning: Trends, perspectives, and prospects. Science 349: 255-60. [CrossRef]
[PubMed]

Joshi, Kartikey, Amit Kumar Goel, and Tapas Kumar. 2020. Online Career Counsellor System based on Artificial Intelligence: An
approach. Paper presented at the 2020 7th International Conference on Smart Structures and Systems (ICSSS), Chennai, India,
September 22; pp. 1-4.

Kaplan, Andreas, and Michael Haenlein. 2019. Siri, Siri, in my hand: Who's the fairest in the land? On the interpretations, illustrations,
and implications of artificial intelligence. Business Horizons 62: 15-25. [CrossRef]


http://doi.org/10.1007/s11747-019-00680-8
http://doi.org/10.1016/S1467-0895(03)00026-5
http://doi.org/10.1016/j.bushor.2019.11.003
http://doi.org/10.1002/meet.14504701295
http://doi.org/10.1111/1748-8583.12433
http://doi.org/10.1080/23270012.2020.1852895
http://doi.org/10.1016/j.hrmr.2022.100899
http://doi.org/10.2307/249008
http://doi.org/10.1007/s10639-021-10442-1
http://doi.org/10.1007/s10676-021-09615-w
http://doi.org/10.1108/JEIM-08-2013-0065
http://doi.org/10.36348/jaep.2022.v06i02.003
http://doi.org/10.1016/j.ijinfomgt.2015.03.001
http://doi.org/10.2307/249689
http://doi.org/10.25300/MISQ/2013/37.2.01
http://doi.org/10.19030/jabr.v31i2.9160
http://doi.org/10.3390/ai1020008
http://doi.org/10.2307/25148625
http://doi.org/10.1089/big.2015.0017
http://doi.org/10.1016/j.bushor.2018.03.007
http://doi.org/10.1126/science.aaa8415
http://www.ncbi.nlm.nih.gov/pubmed/26185243
http://doi.org/10.1016/j.bushor.2018.08.004

J. Risk Financial Manag. 2023, 16, 31 17 of 18

Kaur, Jasmit, and Alexis A. Fink. 2017. Trends and Practices in Talent Analytics. Society for Human Resource Management (SHRM)-Society
for Industrial-Organizational Psychology (SIOP) Science of HR White Paper Series; Columbus, OH, USA: p. 20. Available
online: https://www.shrm.org/hr-today/trends-and-forecasting /special-reports-and-expert-views/Documents /2017%2010_
SHRM-SIOP%20Talent%20Analytics.pdf (accessed on 1 December 2022).

Kelly, Jack. 2021. Billion-Dollar Unicorn and Artificial Intelligence Career-Tech Startup Is Improving the Job Search Experience.
Available online: forbes.com (accessed on 11 October 2022).

Khan, Rashid, and Anik Das. 2018. Introduction to chatbots. In Build Better Chatbots. Berlin and Heidelberg: Springer, pp. 1-11.

Kimanzi, Mathew Kimweli, and Vangeli Wiseman Gamede. 2020. Embracing the role of finance in sustainability for SMEs. International
Journal of Economics and Finance 12: 453—68.

Kim-Schmid, Jessica, and Roshni Raveendhran. 2022. Where AI Can—And Can’t—Help Talent Management. Harvard Business Review,
October 13.

Kuzior, Aleksandra, and Aleksy Kwilinski. 2022. Cognitive Technologies and Artificial Intelligence in Social Perception. Management
Systems in Production Engineering 30: 109-15. [CrossRef]

Kuzior, Aleksandra, Karolina Kettler, and Lukasz Rab. 2022. Great Resignation—Ethical, Cultural, Relational, and Personal Dimensions
of Generation Y and Z Employees’ Engagement. Sustainability 14: 6764. [CrossRef]

Kuzior, Aleksandra. 2022. Technological Unemployment in the Perspective of Industry 4.0. Virtual Economics 5: 7-23. [CrossRef]

Liu, Rui, Wenge Rong, Yuanxin Ouyang, and Zhang Xiong. 2017. A hierarchical similarity based job recommendation service
framework for university students. Frontiers of Computer Science 11: 912-22. [CrossRef]

Lunden, Ingrid. 2021. Beamery Raises $138 M at an $800 M Valuation for Its ‘Operating System for Recruitment’. TechCrunch. June
17 Retrieved December 3. Available online: techcrunch.com/2021/06/17 /beamery-raises-138m-for-its-end-to-end-crm-for-
recruitment (accessed on 12 August 2022).

Makridakis, Spyros, Evangelos Spiliotis, and Vassilios Assimakopoulos. 2018. Statistical and Machine Learning forecasting methods:
Concerns and ways forward. PLoS ONE 13: e0194889. [CrossRef]

March, Salvatore T., and Gerald F. Smith. 1995. Design and natural science research on information technology. Decision Support
Systems 15: 251-66. [CrossRef]

Marler, Janet H., and John W. Boudreau. 2017. An evidence-based review of HR Analytics. The International Journal of Human Resource
Management 28: 3-26. [CrossRef]

Mathew, Darryl, Vinod Kumar Shukla, Anjuli Chaubey, and Soumi Dutta. 2021a. Artificial Intelligence: Hope for Future or Hype by
Intellectuals? Paper presented at the 2021 9th International Conference on Reliability, Infocom Technologies and Optimization
(Trends and Future Directions) (ICRITO), Noida, India, September 3—4.

Mathew, Saju, Nidhi Oswal, and Karamath Ateeq. 2021b. Artificial Intelligence (Al): Bringing a New Revolution in Human Resource
Management (HRM). Grenze International Journal of Engineering and Technology, 211-18.

Mathiassen, Lars, and Jan Pries-Heje. 2006. Business Agility and Diffusion of Information Technology. Oxfordshire: Taylor & Francis, vol.
15, pp. 116-19.

Meng, Jingbo, and Yue Dai. 2021. Emotional support from Al chatbots: Should a supportive partner self-disclose or not? Journal of
Computer-Mediated Communication 26: 207-22. [CrossRef]

Miah, Shah Jahan. 2010. A new semantic knowledge sharing approach for e-government systems. Paper presented at the 4th IEEE
International Conference on Digital Ecosystems and Technologies, Dubai, United Arab Emirates, April 13-16.

Miah, Shah Jahan, HuyQuan Vu, and John Gammack. 2019. A big-data analytics method for capturing visitor activities and flows: The
case of an island country. Information Technology and Management 20: 203-21. [CrossRef]

Miah, Shah Jahan, Huy Quan Vu, John Gammack, and Michael McGrath. 2017. A big data analytics method for tourist behaviour
analysis. Information & Management 54: 771-85.

Mittelstadt, Brent Daniel, Patrick Allo, Mariarosaria Taddeo, Sandra Wachter, and Luciano Floridi. 2016. The ethics of algorithms:
Mapping the debate. Big Data & Society 3: 2053951716679679.

Myers, Michael D., and David Avison. 2002. Qualitative Research in Information Systems: A Reader. Newcastle upon Tyne: Sage.

Olatokun, Wole Michael, and Louisa Joyce Igbinedion. 2009. The adoption of automatic teller machines in Nigeria: An application of
the theory of diffusion of innovation. Issues in Informing Science & Information Technology 6: 374-93.

Osamy, Walid, Ahmed M. Khedr, Ahmed Salim, Amal Ibrahim AlAli, and Ahmed A. El-Sawy. 2022. Recent Studies Utilizing Artificial
Intelligence Techniques for Solving Data Collection, Aggregation and Dissemination Challenges in Wireless Sensor Networks: A
Review. Electronics 11: 313. [CrossRef]

Paul, Tyechia Veronica. 2014. An Evaluation of the Effectiveness of e-Learning, Mobile Learning, and Instructor-Led Training in Organizational
Training and Development. Hampton: Hampton University.

Pauli, Urban, and Aleksy Pocztowski. 2019. Talent management in SMEs: An exploratory study of polish companies. Entrepreneurial
Business and Economics Review 7: 199-218. [CrossRef]

Peffers, Ken, Tuure Tuunanen, Marcus A. Rothenberger, and Samir Chatterjee. 2007. A design science research methodology for
information systems research. Journal of Management Information Systems 24: 45-77. [CrossRef]

Pereira, Vijay, Elias Hadjielias, Michael Christofi, and Demetris Vrontis. 2021. A systematic literature review on the impact of artificial
intelligence on workplace outcomes: A multi-process perspective. Human Resource Management Review 33: 100857. [CrossRef]


https://www.shrm.org/hr-today/trends-and-forecasting/special-reports-and-expert-views/Documents/2017%2010_SHRM-SIOP%20Talent%20Analytics.pdf
https://www.shrm.org/hr-today/trends-and-forecasting/special-reports-and-expert-views/Documents/2017%2010_SHRM-SIOP%20Talent%20Analytics.pdf
forbes.com
http://doi.org/10.2478/mspe-2022-0014
http://doi.org/10.3390/su14116764
http://doi.org/10.34021/ve.2022.05.01(1)
http://doi.org/10.1007/s11704-016-5570-y
techcrunch.com/2021/06/17/beamery-raises-138m-for-its-end-to-end-crm-for-recruitment
techcrunch.com/2021/06/17/beamery-raises-138m-for-its-end-to-end-crm-for-recruitment
http://doi.org/10.1371/journal.pone.0194889
http://doi.org/10.1016/0167-9236(94)00041-2
http://doi.org/10.1080/09585192.2016.1244699
http://doi.org/10.1093/jcmc/zmab005
http://doi.org/10.1007/s10799-019-00303-2
http://doi.org/10.3390/electronics11030313
http://doi.org/10.15678/EBER.2019.070412
http://doi.org/10.2753/MIS0742-1222240302
http://doi.org/10.1016/j.hrmr.2021.100857

J. Risk Financial Manag. 2023, 16, 31 18 of 18

Priambodo, Ivan Triyogo, Sasmoko Sasmoko, Sri Bramantoro Abdinagoro, and Agustinus Bandur. 2021. E-Commerce readiness of
creative industry during the COVID-19 pandemic in Indonesia. The Journal of Asian Finance, Economics and Business 8: 865-73.

PwC. 2022. Middle East Workforce Hopes and Fears Survey 2022. Available online: https://www.pwc.com/gx/en/hopes-and-fears/
downloads/global-workforce-hopes-and-fears-survey-2022-v2.pdf (accessed on 4 December 2022).

Riikkinen, Mikko, Hannu Saarijarvi, Peter Sarlin, and Ilkka Lahteenméki. 2018. Using artificial intelligence to create value in insurance.
International Journal of Bank Marketing 36: 1145-68. [CrossRef]

Rodriguez-Espindola, Oscar, Soumyadeb Chowdhury, Prasanta Kumar Dey, Pavel Albores, and Ali Emrouznejad. 2022. Analysis of
the adoption of emergent technologies for risk management in the era of digital manufacturing. Technological Forecasting and
Social Change 178: 121562. [CrossRef]

Rogers, Everett M. 1995. Lessons for guidelines from the diffusion of innovations. The Joint Commission Journal on Quality Improvement
21: 324-28. [CrossRef] [PubMed]

Rogers, Everett M. 2002. Diffusion of preventive innovations. Addictive Behaviors 27: 989-93. [CrossRef]

Rogers, Everett M., Arvind Singhal, and Margaret M. Quinlan. 2014. Diffusion of innovations. In An Integrated Approach to Communica-
tion Theory and Research. Oxfordshire: Routledge, pp. 432-48.

Schweyer, Allan. 2004. Talent Management Systems: Best Practices in Technology Solutions for Recruitment, Retention and Workforce Planning.
Hoboken: John Wiley & Sons.

Senarathna, Ishan, Carla Wilkin, Matthew Warren, William Yeoh, and Scott Salzman. 2018. Factors that influence adoption of cloud
computing: An empirical study of Australian SMEs. Australasian Journal of Information Systems 22: 1-31. [CrossRef]

Shafagatova, Aygun, and Amy Van Looy. 2021. A conceptual framework for process oriented employee appraisals and rewards.
Knowledge and Process Management 28: 90-104. [CrossRef]

Shrestha, Yash Raj, Shiko M. Ben-Menahem, and Georg Von Krogh. 2019. Organizational decision-making structures in the age of
artificial intelligence. California Management Review 61: 66-83. [CrossRef]

Simpson, Penny, and Pete Jenkins. 2015. Gamification and Human Resources: An Overview. Brighton: Brighton Business School, pp. 1-6.

Tambe, Prasanna, Peter Cappelli, and Valery Yakubovich. 2019. Artificial intelligence in human resources management: Challenges
and a path forward. California Management Review 61: 15-42. [CrossRef]

Teece, David, Margaret Peteraf, and Sohvi Leih. 2016. Dynamic capabilities and organizational agility: Risk, uncertainty, and strategy
in the innovation economy. California Management Review 58: 13-35. [CrossRef]

Toni, Anna, and Raimo Vuorinen. 2020. Lifelong guidance in Finland: Key policies and practices. In Career and Career Guidance in the
Nordic Countries. Leiden: Brill, pp. 127-43.

Ulnicane, Inga. 2022. Artificial Intelligence in the European Union: Policy, ethics and regulation. In The Routledge Handbook of European
Integrations. Abingdon: Taylor & Francis.

van der Lugt, Cornells T. 2021. Management Accounting for Human Capital at SAP. Management Accounting Quarterly 23: 1-10.

van Esch, Patrick, J. Stewart Black, and Denni Arli. 2021. Job candidates’ reactions to Al-enabled job application processes. Al and
Ethics 1: 119-30. [CrossRef]

Venkatesh, Viswanath, Michael G. Morris, Gordon B. Davis, and Fred D. Davis. 2003. User acceptance of information technology:
Toward a unified view. MIS Quarterly 27: 425-78. [CrossRef]

Venkatesh, Viswanath. 2022. Adoption and use of Al tools: A research agenda grounded in UTAUT. Annals of Operations Research 308:
641-52. [CrossRef]

Vrontis, Demetris, Michael Christofi, Vijay Pereira, Shlomo Tarba, Anna Makrides, and Eleni Trichina. 2022. Artificial intelligence,
robotics, advanced technologies and human resource management: A systematic review. The International Journal of Human
Resource Management 33: 1237-66. [CrossRef]

Xiao, Meng, and Haibo Yi. 2021. Building an efficient artificial intelligence model for personalized training in colleges and universities.
Computer Applications in Engineering Education 29: 350-58. [CrossRef]

zawya. 2022. The Saudi Artificial Intelligence Ethics Principles Provide a Set of Practical Standards for Al Development and
Implementation in the Kingdom. September 14. Available online: https:/ /www.zawya.com/en/press-release/companies-news/
kingdom-of-saudi-arabia-develop-ai-ethics-principles-i0amqe86 (accessed on 4 December 2022).

Zhao, Yuqing, Xi Zhang, Xinlin Tang, Chuan Qin, and Hengshu Zhu. 2021. Embedding Fairness into the Al-Based Talent Recruitment
Systems:The Perspective of Environment Cycle and Knowledge Cycle. Paper presented at the Twenty-Fifth Pacific Asia Conference
on Information Systems, PACIS, Dubai, United Arab Emirates, July 12-14; p. 15.

Zigiené, Gerda, Egidijus Rybakovas, and Robertas Alzbutas. 2019. Artificial intelligence based commercial risk management framework
for SMEs. Sustainability 11: 4501. [CrossRef]

Disclaimer/Publisher’s Note: The statements, opinions and data contained in all publications are solely those of the individual
author(s) and contributor(s) and not of MDPI and/or the editor(s). MDPI and/or the editor(s) disclaim responsibility for any injury to
people or property resulting from any ideas, methods, instructions or products referred to in the content.


https://www.pwc.com/gx/en/hopes-and-fears/downloads/global-workforce-hopes-and-fears-survey-2022-v2.pdf
https://www.pwc.com/gx/en/hopes-and-fears/downloads/global-workforce-hopes-and-fears-survey-2022-v2.pdf
http://doi.org/10.1108/IJBM-01-2017-0015
http://doi.org/10.1016/j.techfore.2022.121562
http://doi.org/10.1016/S1070-3241(16)30155-9
http://www.ncbi.nlm.nih.gov/pubmed/7581733
http://doi.org/10.1016/S0306-4603(02)00300-3
http://doi.org/10.3127/ajis.v22i0.1603
http://doi.org/10.1002/kpm.1644
http://doi.org/10.1177/0008125619862257
http://doi.org/10.1177/0008125619867910
http://doi.org/10.1525/cmr.2016.58.4.13
http://doi.org/10.1007/s43681-020-00025-0
http://doi.org/10.2307/30036540
http://doi.org/10.1007/s10479-020-03918-9
http://doi.org/10.1080/09585192.2020.1871398
http://doi.org/10.1002/cae.22235
https://www.zawya.com/en/press-release/companies-news/kingdom-of-saudi-arabia-develop-ai-ethics-principles-i0amqe86
https://www.zawya.com/en/press-release/companies-news/kingdom-of-saudi-arabia-develop-ai-ethics-principles-i0amqe86
http://doi.org/10.3390/su11164501

	Introduction 
	Background of the Study 
	Ethical, Cultural, Relational and Personal Implications of AI 
	Application of AI in Talent Management 
	Talent Acquisition 
	Talent Development 
	Talent Retention 

	Risks Management for AI Adoption 
	AI in Small and Medium-Sized Enterprises 
	Theories in Technological Adoption 
	TOE Framework and DOI Theory 
	Technological Factors 
	Organizational Factors 
	Environmental Factors 
	Talent and Organisational Agility 


	Design Science Methodology 
	Big Data in Talent Management 
	Risk Mitigation 

	Proposed AI Oriented TM Approach 
	Discussion and Conclusions 
	References

