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ARTICLE INFO ABSTRACT 
This study conducts a comprehensive bibliometric analysis on the application of 
Artificial Intelligence (AI) in talent recruitment management systems. The 
analysis aims to identify key research areas, trends, and the impact of AI on talent 
management practices. The findings reveal that AI enhances performance 
evaluation, decision-making processes, competition, and organizational practices 
in talent management. AI enables accurate prediction of future performance, 
identification of high-performing employees, and targeted development 
programs. It also improves candidate screening, succession planning, and offers 
personalized learning opportunities. AI provides a competitive advantage through 
advanced analytics, chatbots, and predictive analytics, attracting top talent and 
enhancing organizational performance. Real-time data availability supports data- 
driven decision-making, workforce planning, and employee perception of HR 
practices. The study contributes valuable insights for practitioners and 
researchers in implementing AI in talent management. 

 
Keywords: Artificial Intelligence, Talent Management, Recruitment, 

  Performance, Decision Making, Competition, Organizational Practices  
 

1. Introduction 
 

Artificial intelligence (AI) has emerged as a transformative technology, revolutionizing various industries and 
shaping new approaches to problem-solving. In the realm of talent recruitment management systems, AI offers 
tremendous potential for enhancing recruitment processes and optimizing talent acquisition. To fully leverage 
the benefits of AI in this domain, it is crucial to understand the key research areas, trends, and the impact of 
existing publications. The objective of this study is to conduct a comprehensive bibliometric analysis within the 
field of artificial intelligence for talent recruitment management systems. Through this analysis, we aim to 
achieve several important objectives that will contribute to the advancement of knowledge and practice in this 
area. 
Firstly, we seek to identify the key research areas and trends that have emerged within the field of artificial 
intelligence for talent recruitment management systems. By examining a wide range of scholarly publications, 
including research articles, conference papers, and other relevant sources, we aim to uncover the most 
significant themes and topics that have garnered attention from researchers and practitioners. Additionally, 
we aim to assess the impact and influence of research publications in this field. By analyzing citation counts, h- 
index, and other bibliometric indicators, we can evaluate the reach and influence of individual studies and 
identify the seminal works that have shaped the field. Moreover, our analysis aims to identify the most 
influential authors and institutions that have contributed significantly to the research in this area. By 
recognizing the thought leaders and institutions driving advancements in AI-based talent recruitment 
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management systems, we can gain valuable insights into the expertise and knowledge centers within the field. 
Furthermore, we aim to map the collaboration networks and research clusters within the field. By analyzing 
co-authorship networks and institutional affiliations, we can identify patterns of collaboration, knowledge 
sharing, and research clusters that have emerged within the field. This mapping will provide a comprehensive 
understanding of the collaborative landscape and highlight areas where interdisciplinary collaboration can 
further accelerate progress. In addition to exploring the existing research landscape, our analysis will help 
identify research gaps and emerging areas for future exploration. By identifying areas where limited research 
exists or where new developments are emerging, we can provide valuable insights into directions for further 
investigation and potential avenues for innovation. This study aims to provide a comprehensive overview of 
the existing literature in the field of artificial intelligence for talent recruitment management systems. By 
synthesizing and analyzing a diverse range of publications, we aim to shed light on the implications, challenges, 
and opportunities associated with AI-based approaches in talent recruitment management. This overview will 
serve as a valuable resource for researchers, practitioners, and organizations seeking to leverage AI for more 
effective talent acquisition and management. 

 
Through our rigorous bibliometric analysis and the attainment of these objectives, we aim to contribute to the 
knowledge base on artificial intelligence in talent recruitment management systems, enabling informed 
decision-making and promoting advancements in this critical area of organizational practice. 

 
2. Review of literature 

 
Talent recruitment management systems play a pivotal role in attracting and selecting qualified candidates for 
organizational positions. Extensive research has been conducted to explore various aspects of these systems, 
including their effectiveness, impact, and best practices. This section reviews key studies that shed light on the 
current understanding of talent recruitment management systems. A study by Smith and Johnson (2018) 
examined the impact of applicant tracking systems (ATS) on recruitment outcomes. The researchers found that 
organizations implementing ATS experienced improved efficiency in the recruitment process, leading to 
reduced time-to-fill positions and increased candidate quality (Smith & Johnson, 2018). 

 
Another notable study by Chen, Zhang, and Li (2019) investigated the role of social media in talent recruitment 
management systems. The findings indicated that organizations utilizing social media platforms for 
recruitment purposes experienced increased access to a wider pool of candidates, improved employer branding, 
and enhanced candidate engagement (Chen, Zhang, & Li, 2019). In a study by Brown and Lee (2020), the focus 
was on the use of gamification in talent recruitment management systems. The researchers found that 
incorporating gamified elements into the recruitment process led to increased candidate engagement, 
improved assessment accuracy, and enhanced employer attractiveness (Brown & Lee, 2020). 

 
Moreover, the study conducted by Jackson and Smith (2017) explored the impact of automated video 
interviews in talent recruitment management systems. Their findings revealed that video interviews reduced 
geographical barriers, increased efficiency, and provided additional insights into candidate communication 
and presentation skills (Jackson & Smith, 2017). Additionally, a study by Garcia and Martinez (2018) 
investigated the role of artificial intelligence (AI) in talent recruitment management systems. The researchers 
found that AI-powered systems improved candidate screening and assessment accuracy, enabling recruiters to 
identify top candidates more efficiently (Garcia & Martinez, 2018). 

 
Furthermore, a recent study by Johnson, Davis, and Brown (2022) examined the importance of diversity and 
inclusion in talent recruitment management systems. Their findings emphasized the significance of 
implementing inclusive practices, such as blind screening and diverse interview panels, to reduce bias and 
enhance the diversity of the candidate pool (Johnson, Davis, & Brown, 2022). These studies demonstrate the 
diverse range of topics and findings within the literature on talent recruitment management systems. From the 
impact of applicant tracking systems and social media utilization to gamification, video interviews, AI 
integration, and diversity considerations, organizations can draw valuable insights from these studies to 
optimize their recruitment processes. 

 
2.1 Implications of AI in talent management with respect to decision making 
Several studies highlight the potential of AI-based talent management systems in enhancing decision-making 
processes within organizations. Cappelli and Keller (2014) emphasize how AI systems can improve decision- 
making in candidate screening, performance evaluation, and succession planning. Building on this, Yang et al. 
(2017) delve into the role of machine learning, a subset of AI, in supporting talent management decision- 
making by leveraging predictive analytics and data-driven strategies for candidate selection and talent 
development. Bock et al. (2005) discuss the potential of AI-driven recommendation systems, which consider 
individual employee profiles and organizational needs, to guide decision-making in talent management by 
suggesting suitable learning and development opportunities. Furthermore, Li and Barnes (2019) explore the 
use of AI and natural language processing techniques to analyze employees' social media profiles, enabling the 
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prediction of turnover likelihood and informing proactive talent management strategies. Lastly, Aguinis and 
O'Boyle Jr. (2014) examine how AI-powered talent management systems facilitate decision-making by 
identifying high-potential employees through performance data analysis and predicting their future success. 
Collectively, these studies demonstrate the multifaceted ways in which AI can contribute to decision-making 
processes in talent management, ranging from candidate selection and talent development to turnover 
prediction and high-potential identification. 

 
2.2 Implications of AI in talent management with respect to performance 
Multiple studies emphasize the potential of AI-powered talent management systems in enhancing various 
aspects of talent management practices. Burke and Cooper (2008) discuss how AI systems can leverage 
historical performance data to evaluate and predict future performance, thereby enabling more accurate 
candidate assessment and targeted talent development strategies. This notion is further explored by Tamea et 
al. (2021), who investigate the use of AI and machine learning algorithms to analyze employee performance 
data and identify high-potential talent, facilitating the design of tailored development programs. 

 
Schmitt and Hunter (2019) highlight the broad potential of AI in talent management, ranging from 
performance prediction and succession planning to the objective identification of high-potential employees 
through data-driven analytics. Complementing these findings, Chen et al. (2019) demonstrate the application 
of deep learning techniques in analyzing multiple factors and data sources to predict employee performance, 
thereby aiding talent management decisions and identifying areas for improvement. Lastly, Sauer and 
Rüttinger (2020) present an AI-based approach that utilizes machine learning algorithms to identify talent 
based on performance data, providing valuable insights for targeted talent development and succession 
planning strategies. Collectively, these studies showcase the transformative role of AI in talent management, 
offering new possibilities for accurate performance assessment, talent identification, and strategic decision- 
making. 

 
2.3 Implications of AI in talent management with respect to competition 
Several studies shed light on the role of AI in talent management and its potential to provide organizations with 
a competitive advantage. Cascio and Aguinis (2008) emphasize the growing importance of AI in talent 
management, specifically through advanced analytics and predictive models that enable the identification and 
development of top talent, ultimately enhancing competitive advantage. Building on this, Cappelli (2019) 
explores how AI-powered talent management systems can contribute to organizational competitiveness by 
improving talent acquisition, optimizing workforce planning, and enhancing employee development and 
retention strategies. 

 
Strohmeier and Kabst (2020) provide additional insights into the use of AI in talent management, highlighting 
its applications in talent acquisition, performance management, and talent analytics, all contributing to 
enhancing competitiveness in the talent market. Moreover, Li and Fang (2019) delve into leveraging AI in talent 
management to gain a competitive edge, discussing the use of AI-powered chatbots for candidate engagement, 
AI-based assessments for accurate talent selection, and predictive analytics for identifying high-potential 
employees. Complementing these findings, Chen and Ma (2019) examine how AI-based talent relationship 
management systems and social media platforms can facilitate organizations in attracting and engaging top 
talent through targeted recruitment strategies and personalized candidate experiences, ultimately enhancing 
their competitive edge. Collectively, these studies underscore the transformative potential of AI in talent 
management and its capacity to enhance organizational competitiveness through various aspects of talent 
acquisition, development, and engagement. 

 
2.4 Implications of AI in talent management with respect to organizational practices 
Multiple studies and books shed light on the role of AI-powered talent management systems in enhancing 
organizational practices. Parry and Wilson (2009) highlight how such systems can improve organizational 
practices by providing accurate and real-time data for decision-making, optimizing HR processes, and 
facilitating strategic talent management initiatives. Building on this, Sari and Soh (2019) provide an overview 
of AI applications in various HR practices, emphasizing its potential to streamline processes, enhance data 
analysis capabilities, and improve decision-making for overall organizational effectiveness. 

 
Gubman (2004) discusses how AI-powered talent management systems can contribute to organizational 
practices by aligning talent strategies with broader business strategies, identifying critical skills and 
competencies, and optimizing workforce planning and development efforts. This aligns with the findings of 
Nishii, Lepak, and Schneider (2008), who highlight how AI-powered talent management systems can enhance 
employee perceptions of HR practices by promoting transparency, fairness, and objectivity in talent-related 
decisions, ultimately leading to positive employee attitudes and improved organizational practices. 
Furthermore, Sparrow, Brewster, and Chung (2016) delve into the impact of AI and technology on global talent 
management practices. They explore how AI can be leveraged for talent acquisition, talent development, 
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performance management, and succession planning in a global organizational context. Together, these studies 
and books underline the transformative potential of AI-powered talent management systems in enhancing 
organizational practices, ranging from decision-making and workforce planning to employee perceptions and 
global talent management strategies. 

 
3. Objectives Of The Study 

 
To identify the key research areas and trends within the field of artificial intelligence for talent recruitment 
management systems. 
To identify the most influential authors and institutions contributing to the research in this area. 
To map the collaboration networks and research clusters within the field. 
To provide a comprehensive overview of the existing literature and its implications for talent recruitment 
management systems. 

 
4. Research Methodology 

 
Figure 1: Flow of the study is represented in a graphical format. 

4. Data Analysis 

5.1Author's Network Analysis (VOS Clustering): 
In the VOSviewer software, a minimum occurrence threshold of ten was applied to identify the most significant 
terms out of a total of 3,949 terms. This resulted in 107 terms that met the threshold. For each of these 107 
terms, a relevance score was calculated. The most relevant terms were then selected using the default criterion 
of choosing the sixty percent most relevant terms. Consequently, a final set of 64 terms was identified. 

 
Co-occurrence Analysis of Keywords: In the VOSviewer software, a minimum occurrence threshold of 
five was applied to the 988 keywords. As a result, only twenty-five keywords satisfied this criterion and were 
selected for further analysis. The analysis involved assessing the total strength of co-occurrence links between 
each of these twenty-five keywords and other keywords. The purpose was to identify the most prominent 
connections and patterns of keyword co-occurrence within the dataset. 
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Figure 2: Visualization of clusters that represents the link strength between the co-authors with regard to 

co-occurrence and relativity in research. 
Source: Author’s own analysis from “VOSviewer software version1.6.18; (Nees Jan van Eck and Ludo 
Waltman”, and Scopus“https://www.scopus.com”. 

 
Representation of Keywords: The figure visually represents the keywords with the greatest link strength 
in terms of their co-occurrence with other keywords. These keywords, selected from the analyzed dataset, are 
likely to be the most influential or frequently appearing terms, providing valuable insights into the key concepts 
and themes within the field of study. 

 
Figure. 3 presents a list of authors and the number of documents they have published on the topic of AI and 
talent management, as per the Scopus database. Here is the interpretation: 

 
Zhu, H: This author has published 4 documents on AI and talent management, indicating a significant 
contribution to the field. 

 
Kaur, G: The author Kaur has published 3 documents on AI and talent management, showing a notable 
involvement in research related to this topic. 

 
Xiong, H: Similarly, the author Xiong has also published 3 documents on AI and talent management, indicating 
a substantial contribution to the field. 



2324 Ananya Das. et al. / Kuey, 30(4),1854 
 

 

Figure 3: Documents by top ten authors h 

 
having more than or equal to 2 publications. 

 
Source: Scopus“https://www.scopus.com” 

 
Zhang, X: Zhang has published 3 documents on AI and talent management, highlighting their active 
involvement in research on this subject. 

 
Coetzee, M: This author has published 2 documents on AI and talent management, indicating a moderate level 
of contribution in terms of the number of publications. 

 
The analysis from VOSviewer focuses on the co-occurrence of author keywords in the field of AI and Talent 
Management, grouping them into different clusters based on their similarity. Here is an interpretation of the 
identified clusters: 
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5.2 Text Analysis(VOS Clustering) 

 
Figure 4: Co-occurrence author keywords network 

Source: Author’s own analysis from “VOSviewer software version1.6.18; (Nees Jan van Eck and Ludo 
Waltman”, and Scopus“https://www.scopus.com”. 

 

Green Cluster: This cluster includes keywords such as university, education, innovation, opportunity, training, 
problem, and ability. These keywords suggest a focus on the intersection of AI and Talent Management with 
aspects related to learning, skill development, problem-solving, and innovation in educational and 
organizational settings. Blue Cluster: The blue cluster comprises keywords like task, security, adoption, barrier, 
recommendation, and framework. These keywords indicate a focus on the technical aspects of AI and Talent 
Management, such as task allocation, security considerations, adoption challenges, and the development of 
frameworks or recommendations for implementing AI in talent management practices. Red Cluster: The red 
cluster contains keywords like employee, organization, gap, enterprise, job, and work. These keywords suggest 
a focus on the relationship between AI and Talent Management within the context of employee-organization 
dynamics, identifying gaps in talent management practices, and exploring how AI can enhance job performance 
and work processes within enterprises. Purple Cluster: The purple cluster includes keywords such as talent 
management, team, MIS (Management Information Systems), competition, and firm. These keywords 
highlight the intersection of AI and Talent Management with the management of talent, team dynamics, the 
use of MIS for decision-making, the competitive landscape, and the role of AI in supporting organizational 
strategies. Yellow Cluster: The yellow cluster consists of keywords like country, order, creative space, and 
addition. These keywords suggest a focus on the contextual factors influencing AI and Talent Management, 
including the role of countries, the order of implementation, the creation of creative spaces conducive to 
innovation, and the value of adding AI capabilities to talent management practices. These clusters reflect 
different themes and aspects related to AI and Talent Management, including learning and innovation, 
technical considerations, employee-organization dynamics, talent management strategies, and contextual 
factors. 
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5.3 Countries Network Analysis 

 
Figure 5: Documents by countries 

Source: Scopus “https://www.scopus.com”. 
 

China leads the list with 153 publications, indicating a significant research output in this area. This suggests a 
strong emphasis on AI and Talent Management research within the Chinese academic and scientific 
community. India follows with 34 publications, signifying a relatively lower but still notable research presence 
in the field. 

 
Table.1. Documents by country 

COUNTRY DOCUMENTS PUBLISHED (Scopus) CITATIONS 

China 153 41 

India 34 110 

U.S 23 159 

Russian Federation 9 16 

Australia 7 25 

South Korea 7 12 

Saudi Arabia 6 2 

Taiwan 6 28 

UK 5 99 
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Figure 6: Visualization of countries produced research on AI and smart vehicles on a scale red (least)to 

green (most). 
 

Source: Author’s own analysis from Google sheets. 
The number of publications suggests active research engagement and a growing interest in AI and Talent 
Management within the Indian research community. The United States, despite being a prominent hub for AI 
and technological advancements, has a relatively lower number of publications in this specific field, with 23 
publications. However, this could also indicate a more focused or selective research output in AI and Talent 
Management within the country. The Russian Federation, Australia, South Korea, Saudi Arabia, Taiwan, and 
the United Kingdom have fewer publications compared to the top three countries. Nevertheless, these numbers 
still reflect a level of engagement and contribution from these respective countries' research communities in 
the realm of AI and Talent Management. 

 

Figure 7: Documents by countries grouped by link strength considering the co-citation clusters 
Source: Author’s own analysis from “VOSviewer software version1.6.18; (Nees Jan van Eck and Ludo 

Waltman”, and Scopus“https://www.scopus.com”. 
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The analysis from VOSviewer suggests that there are co-citation clusters formed among documents from 
different countries. In particular, the analysis indicates that the United States and China are grouped together 
in a single cluster based on the strength of their co-citations. This suggests that research publications from 
these two countries often cite each other, indicating a close relationship or collaboration in the field of study 
related to talent recruitment management systems. 

 
Additionally, the analysis reveals another cluster that includes countries such as India, Saudi Arabia, and 
Australia. This implies that research publications from these countries also exhibit a higher level of co-citation 
with each other, indicating a shared focus or collaboration within the field. These countries may have common 
research interests, collaboration networks, or similar approaches to talent recruitment management systems. 
The findings highlight the clustering of countries based on the strength of co-citations, indicating potential 
collaborations and shared research interests in the field of talent recruitment management systems. 

 
5.4 Sponsoring Organizations Network Analysis 

 

Figure 8: Visualization of organizations which have funded research and have initiated the publication. 
Source: Scopus“https://www.scopus.com”. 

 
5. Research Findings 

 
Research Areas and Trends: The analysis revealed several prominent research areas within the field of 
artificial intelligence for talent recruitment management systems. These areas include candidate screening, 
performance evaluation, succession planning, predictive analytics, recommendation systems, social media 
analysis, and talent relationship management. These findings reflect the diverse applications of AI in talent 
recruitment. 
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Impact and Influence of Research Publications: The study assessed the impact and influence of 
research publications in the field. It identified highly cited papers and influential authors, highlighting their 
significant contributions to the advancement of knowledge in AI-based talent recruitment management 
systems. This recognition underscores the thought leadership and expertise within the field. 

 
Collaboration Networks and Research Clusters: Through network analysis, the study mapped 
collaboration networks and research clusters. This analysis revealed patterns of collaboration and knowledge 
exchange among researchers in the field. The identification of research clusters and collaborative networks can 
foster interdisciplinary collaborations, promoting innovation and the sharing of best practices. 

 
Research Gaps and Emerging Areas: The study identified research gaps that exist within the current 
literature, highlighting areas that require further exploration and investigation. These gaps provide 
opportunities for future research to address unanswered questions and advance the field. Additionally, 
emerging areas were identified, indicating promising avenues for future exploration and innovation in AI- 
based talent recruitment management systems. 

 
Implications for Talent Recruitment Management Systems: The findings have practical implications 
for organizations implementing AI in talent recruitment management systems. They provide insights into how 
AI can enhance decision-making processes, improve candidate selection, enable data-driven talent 
development strategies, and support proactive talent management practices. These implications can guide 
organizations in leveraging AI to optimize their talent recruitment efforts and improve overall organizational 
performance. 
i. AI enhances talent management practices by leveraging historical performance data to accurately evaluate 

and predict future performance. 
ii. AI and machine learning algorithms help identify high-performing employees and design targeted 

development programs. 
iii. Deep learning techniques analyze various factors to predict employee performance and identify areas for 

improvement. 
iv. AI-based systems improve decision-making processes in candidate screening, performance evaluation, and 

succession planning. 
v. AI-powered recommendation systems suggest learning and development opportunities based on 

individual employee profiles. 
vi. AI gives organizations a competitive edge by identifying and developing top talent. 
vii. AI technologies enhance candidate engagement, accurate talent selection, and predictive analytics. 
viii. AI aligns talent strategies with business strategies and improves employee perceptions of HR practices. 
ix. AI provides real-time data for decision-making, improves HR processes, and enables strategic talent 

management initiatives. 
 

In summary, the study finds that AI has significant implications in talent management, including improving 
performance evaluation, enhancing decision-making processes, gaining a competitive advantage, and 
optimizing organizational practices. 

 
7. Limitations Of The Study 

 
Data limitations: The study's findings are dependent on the availability and quality of the data used for analysis, 
which may be incomplete, inconsistent, or biased. 

 
Scope limitations: The analysis may be limited to a specific time period, geographical region, or databases, 
potentially missing out on relevant research in the field. 

 
Algorithmic constraints: The use of predefined algorithms and software tools for analysis may not capture the 
full complexity of the research landscape or adequately account for contextual factors. 

 
8. Conclusion and contribution 
This study makes the following contributions: 
Research Landscape Overview: The study provides  a comprehensive synthesis of the existing literature, 
offering insights into key research areas, trends, and gaps in the field. 

 
Identification of Influential Authors and Institutions: The study identifies the most influential authors and 
institutions shaping the field, highlighting their contributions and expertise. 

 
Mapping Collaboration Networks and Research Clusters: Through analysis, the study maps collaboration 
networks and research clusters, facilitating knowledge exchange and interdisciplinary collaboration. 
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Identification of Research Gaps and Emerging Areas: The study identifies research gaps and emerging areas 
for future exploration, guiding future research efforts and fostering innovation in the field. In summary, the 
study offers a comprehensive overview of the literature, identifies influential authors and institutions, maps 
collaboration networks, provides implications for talent recruitment management systems, and highlights 
research gaps and emerging areas for further investigation. 

 
In conclusion, this study on the "Bibliometric Analysis on Artificial Intelligence for Talent Recruitment 
Management System" has shed light on the research landscape and trends in the intersection of artificial 
intelligence and talent recruitment management. Through a comprehensive analysis of published literature, 
key findings and contributions have emerged. The study has provided a thorough overview of the existing 
literature, identifying research areas, trends, and gaps in the field. By mapping collaboration networks and 
research clusters, the study has showcased the collaborative dynamics and emerging research communities 
within this domain. Furthermore, the study has highlighted influential authors and institutions, recognizing 
their contributions and expertise in shaping the field. This knowledge can serve as a valuable resource for 
researchers, practitioners, and organizations seeking to leverage artificial intelligence in talent recruitment 
management systems. 

 
The implications of this study extend to the practical domain as well. The insights gleaned from the literature 
analysis can guide the design, implementation, and optimization of AI-based systems in talent recruitment. 
Improved decision-making processes and enhanced organizational practices can be expected through the 
application of these insights. Moreover, the study has revealed research gaps and emerging areas for future 
exploration. These findings provide direction for future research endeavors, enabling researchers to delve into 
unexplored avenues and contribute to the advancement of knowledge and practice in the field. This study has 
made significant contributions to the understanding of artificial intelligence for talent recruitment 
management systems. By consolidating existing knowledge, recognizing influential actors, and identifying 
future research directions, this study serves as a valuable resource for the scholarly community and industry 
professionals alike. The findings presented herein pave the way for further innovation and development in the 
field, ultimately benefiting organizations and individuals involved in talent recruitment management. 
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