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B OE: EHLSATHNEREENNA, FRA, ER (2024) g Al
AFBEETMAATT 6k, 7. ORAATFRBTATRALRZFZARES T, b
B EFREEFSNFTANTREZF ARG NE; QL LERXRAATFRIEAR
ISP BARRIFTRE, BIZH EAMEE L,

KR AR, AF#; HARA,; 8

FKIEANTHRE (Artificial Intelligence, AT) HARXFH LA AN 2 AR IE
TEAWHEI, BHSE (2024) X AL AABRGEX — SR AT T, WHZU A
[T BORBA R R, DRI 5 A A T BB B 7R T RERAE R TR R
FFEERT ARG AL SRR, KR SCEAR U T — MR AESe, B it —2A
PET N LR BEMAA X —Fu. w)a, SCERIETIETERY HOExr AT A Hiik
ARSI ST 1) HEA TR B

AR, HETA R AT BHE IR T2 A RIS S, 2 AT A 56 1) JUA W 246
IR BT RIS, (T AL 5 A BT BRI AR I TR R <7 R A T Y
it (Cheng & Hackett, 2021), BT AT REM AA BLEAS B 205 HA 7 BE IR IR
AE CEN4RIE . Medk) MOMUBT, X ZEDNI8 g N s M N g 5% 5045 B 0 G B 17T Rt
(Rrikshat et al. , 2023),

XS AUAA B X — R B IF 90 A e e, — T, A 2 X —
ERMA, FIMT7E AA BN TN TR RERI IR Z 25 5 —Jr i, & 2R A%
ZECHEEL, et 2 HIBHE BB OT T, DIAYE AT AA Bk py . SET
e, ASSCHE M EU AN 7 T R I AU : DRI AL AA BRI 2 28, Q% T
AT A B8 S AR TR T A PRI 55
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AL A HERREIZEE

FT N TE B0 A A gk B2 R 22 &
B B BOE s e, du g Aol A
LU TH 377 50 A A 7 SR A ) T B2l
FHENTR T HT— IR IR i 7,
TH# R —H I —3h B (TOE) HE Z2 Fi 4%
AR—HH—N (TOP) HEZHE
Tornatzky & Fleischer, 1990), Ffif K45 & ix b

( Stevens, 1989;

O— NABRLE ) F AT SR BK

o A SR A A B T AR 2
Z Y F L

T— AT RERALRENL AR 3h

o AT BEZEHR M FH G [ B9 F
T, HLA A RCR R

HEZLFNQHT Y B B X AT BOR M A5 B
Zf# (Li et al., 2019; Nam et al. , 2019),
SR, T AN LR R B9 N A BLIEAT AL T H R B
B Y B B, 1 AOE 1) [R] A AR JE
XX — S A T R R AR T 2 — D RE 45
KB FERHAESE (Verma et al. , 2023), T
M, 45454 (Environment, E) | $A (Tech-
nology, T) FIZHZ (Organization, O) 4 Jif %t
ANA BN AL WIS )Z 2 ke, AT
WA HEOR N A IR (IR 1) o

Organization

o Tk 4. OfF R LA 2

o B PRI S) ll HEAT AL Y

E1 XAAIAABZEHNKEEZSE

(—) E—li G ERBE i B A i i 908 5

A B, Tl 4. 0 ok ) B %
RUERTA A K A T ARA M B A AR (Vuk-
DI SN 11 EAaE 5 37 NI LB 1)

B R A B ARTTAA A, 7R3 1T
SR Wy E IR I Ay AR AT ok 1 g 2 A R L A
ZiPE (Cascio & Montealegre, 2016), i%X—1% 5%
THARB Al FE AR R, B AL RE
AR FATR I 28 AL 25 P 28 AH B A5, B —He 4 Bk

7 L8 T B BRI E A Aol 3 2 A KL A

sanovi? et al. , 2020)

2%Jd] (Opresnik & Taisch, 2015) .

IEQN Murray (2015) friid:  “{RMk B4 H
TR R BCF AR AN el B B Bl 55
BELFRATG AT X HAh & 28 57 16 2 19 A0 Bk
o —J5 i, R SIS K 3 A
S ARAIE R E 2T ARy, &2
HE G, HGURE S8, R A N
b8 & 3 4 WA b 3% 2l (Sestino et al.
2020) . HulEmy, A —ER oo 2 ) Al
A 3 B AR B 5 | 45 5% Ok 58 I i T
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i LT, H T T S SR R 3 % il
EAAC 2 06 AT HOR 1  3 55 R
o LA HireVue HAREM Z Ak £, 1F 2
S B AR A R N A B3 1 T N T, LR
TG RE A g A

() T— A L REI RO 90 8)

BAABIET S, AL OSSR B
N =l:E 2 i E a3 S M R RN EN T D PN
A, A BRI MOl I s 2 i T
HSERUTAE, I8 I A8 0 0, 3 PR R 4
FHAM AT ZIEEMITH LRSS (Van Esch
etal., 2019), 7E Tl 4.0 FFAb Y 7 ¥y .16 it
R, AT IR AE B B A5 DL sk A A% 5 Ak
LR, X R BURTE TR 27 > 1 D) R i
WIS R, MR T AT AR I Y 5
ARIEh . AL TE I T TR A T2 W 2 R ek
R Ry R R AN [R] 4 2R3 A T P 1 R
(Upadhyay & Khandewal, 2018; Kwan et al.
2019) ,

SR, A JTFE T R Ge N A B X AT 4] —
FRIA NN F H R — B B R T4,
“HRE F A N TR [ AR T A e 4k A 80U
27 K[l EUSCA Sl RN TR B AT ]
A (Barber et al. , 1994) , 2% &35 R 12 Hl
WA, AT TCEE 5 1% 52 N ) R a4
(Tang et al. , 2022), JfEd T A S AL
AR P IR AP Ak . — 71, oA ALR[RF
fEGEnTH AL T FE Y, REA8 0 o T H 5
KBRS B E LR G A P 1 X A AT A3
BUERIATL S5, JUHAR R BT AL 50 i e
[ R ot A 2 BT AR AR I (Cheng
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& Hackett, 2021), BEAb, HHEHE ARG FH,
ATFE AR 8 T e 5 i 55 N 28 % 58 3% B AE B
(Hooper et al. , 1998), H.7e NI & 134 38 4
Iy VEASPPAL A AT RO 25 7] T AN 2R0KF (Suen
et al. , 2020),

XLEUESRARS B A (2024)  Fir 81 25 R
B, AT BRI 25 R AR T I P i 2 i N L
FU R A, R4 AT N A B2 AL B N ]
— R, AREAR N T B B R T AL
AHIIE, FFREEAKS AL AT BORTEX — 3 5
MR AR FH o

(=) O— A B M % W PE R 3K )

HI ) 325 WS S8 N\ B A7 45 3E DL sk B
ML, BIVEE Aol R 5 B TR A R AL
FFEIE A RREYI E, s Hae S w] A 55 5 Wil
KA, 33X e B A B A e 8 45 RAK IR 2
FW 3 4 (Piasentin & Chapman, 2006;
Newton & Jimmieson, 2009) ., #XTfi, Al [#)iK)2
R T A AT HEI UK AT i 240 2
PR SRE AR AE A 40 J8C T R B i 22 8 (Sovra-
no & Vitali, 2023), i AE LR UETE SE PR 8808
O TR) I, S e A A8 f UL (Miller et al.,
2018) . WIEAHBAESE (2024) 7E3CH BTGl 45
AORAE , AT A 3% £ o7 B3 K R0 AT 7 1
T AR RS O 5 A X W T A, e R
S NTTGER MO & Bk B 22 4 3ok FH AT A
TR R R 22—

(BT ZME 2, B ITR A T C AL
YENAREE T HA A —BUWIESE . Lambrecht
il Tucker (2019) &I Al Toifig il gt 2t
R P Ot DL T 80, 2 52 A4 v 1 v DL 5 5 R

BOFK . Kochling 55 (2021) WK T8 2k
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M AL 2 RE S, KB AL 7EE I By
BORTCRINE o SELUESE A — BB 7R T X AL
7L B B RS, WAt — B PR T B AR
(2024) FEARRBEFETT 1AM AL, AL A B ik
i 2 2 R A HE P AR A

= Al AA BRI E LR

FEANE R N GE) 12 W B BLA AR
Gy, ORI T W A 32 2 I A
SR ZS 3 (Boehmer & Schinnenburg, 2023)
S56 R SOW A A BILE N AL IS 2 32 58 00 T
Aol 2R £ X — BT i A B e A X kR i
LR gk — A5 20 R AR A B 22 1 22 1A
%577 TENHT ) BRI 24 AL BET Y
I RBEI A FRHRE A (Person) , “F 7 {0 Bk
MR N X — Y R AR SR Y
BEHERZEK (Prikshat et al. |
2020) , TMTE AL SEAE B JLHAEFS, 2004 42 )
() E PR E AL A BRI S A IE R L
2\ fEFH2:" (Robot Ethics), 2019 4E A M T
FH—BUNE AL fRifE—2 5 2020 (OECD)

2023; Gupta et al. ,

Person — 0

Organization

Technology

Environment

) “NLTREfebr#E”  (OECD Al Principles)
(OECD, 2019), ¥k, % AL B Hd FER 16
P GAPTEA PE SR BTy . BT, $2
TORXT AT A B FAE S R 5%, BERA T
“P” (Person) X—4ERE AN XS AT N A B K
(H5E8k 2 GEHESL (Verma et al. |, 2023), /&
N THESTE 2 LLAE B 92 B S 1 A AL (R 3
W,

AR TFAE AR B S PR N5 N Z ) Y 5%
F, AU KA SN2 2R i m) . AL H5
FARA G R e m] 8, s R AR 5k
fhos . NSCFERIMHEAEM . ARZ5E ALY &
K (Subject) . 47} (Behavior) . AJE (Per-
son) JEATHE T HACHL R ( Wallach, 2010;
Mateen, 2018; Howard & Borenstein, 2018),
XA I ) RS EARTE RO . SRR AL G R
FRUER, #TOk, KA E Bk 2 A AR
AT A B S S B R

(—) P—AT AA Bk it £ ARAE BE IR BE

AT A S8 1) 52 AR A 8L R 95 2 8 Oy i
JERSEEZE (WA 2),

P—ALA A ke (1) 47 AR AL HHL R 5%
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AL A B30 2 005 R R AR N A B 10 1) e
ELNH, TR 2R A Ktk o U T B S 5
SR IR B RE A5 5 B A L bR A 35 A o0 A AEL 2
ARAETE B, (R0 B A & al HA
NEEAAEI4T 9 (Herschel & Miori, 2017). B
Ab, BT RBAE AR I 2 T O A Ik 2,
AREARAR B AR bR 45 /0 B0 A
FINZRH ) AL BB SR A i 1) (Hargittai,
2020) o WLIE YL, AL A A B L Fr 6 A AR
Al BE PR O B (1 AN 2 SRR, AR S PR TG
L R /A QIO S

2. AI—k e

IR, AT XS A 8 B0 8 VA A o R D5 T e
FREAREENL, —TTw, 2A%E LR
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FAIE, BERE EARR I AL BATIZ5 R (Parent -
Rocheleau & Parker, 2022), 5— 5, HRiEHE
LRI, AL SR T 12 I A ] gl et 22
A 3 T D A i A 5 AR R A S PR 4
A5 B R A R, A E IR B AT N
A ) 38 5 05 ST BT BRI O
(Newman et al. , 2020) . X 2E[R 5N A T4 fiE
AIHAR L FA R PRI, AT 75 2 SRS v 3t B A
Al R, IR B BR A A R TR S = ) 1 7
ORI R “RAET ML, O AL 5
BB RN E W] 2 R R SR A AT
R

() P—AL AA S5 M APLIEBE PR BE

AT AA BERY AHLAE BRI 200 ) 5 A
TIEWMLE IR AP R (LK 3) .

P—ATAA BE A AU HL RIS
Person ——F o
o AHISCRZMEIIE, ¥R NT)
BRI
Organization ~
Technology O ’x‘
Environment AHGEEI# R
o AR o BTV JFIB B2
R &ivibdly SRR IR

B3 P—AI AAEIRAMANCIEFLE

L AT—A ) R LA

AT A3 2 o M 0 8 A8 PR RE )
WAL, SRR GE N IR ML & B HARE 45 1 |
LML B, AT A EE Y H RSB
“RET R E SR Mol R T, (H

TE H AR 2 808 S 5T AR 5 B N1 B
R R A R AT HE G . R3S HireVue 1Y
ey, RV AT TEEAE R 20 B R AR L g T
80% M IS, (HEZATSR th k& A48 N T
TR E RIS G o X —id R S AT 5 Ml 19
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VeSS, (HiX —HRSE I AR, T
REIB RPN A &5 AL SEAT AR A X
28 D5 F ORI ME B3 - (Tang et al. , 2022)
FIEE, P AA TR B2 O A AR
PTG Tt 2] S L e F I (Van Esch &
Black, 2019), “i&” XI5 py Pl & FH R
NJIBERIERRT o 2% i e e ik i, 48 H i
ARBIG AT AA B R A 258 2T B IR
A, (HRERE TN AT A4 BHE — & 23 Ml Al
TEE N FR 5 0N 75 Ko T 7E £0 A2 [
(2023)© 5T R L ST HR R
P2y 23% M A AT KRR I o 7 v B
AT B . Teandal, AT A A Bk
HORE A T B MO 35 R gl E Pk R, R
SRABTT AR R 2 AL X A 98U MOl & IR R 1)
W, PR HR 5 EE A R B A B A
k5 AP

2. Al—p g

XFF BRI, AL B C T
TREE SR AT YR IE —Fh B WA R B, T 53
s uY S A PN NG S NSRS B X ]
] TR, AL TEASCHE W e SR i 7 T AN I 26
(Newman et al. , 2020) , /345 —SLfff 5y W] Al
FE AT D3 FNAT Ay 5 O 25 Jy T P9 00 R N 28 [ A
AJHE FLWERS (Koenig et al. , 2023), {H )%
i) TNy AL FEASL G S PSS H A St A
PRI AL, EAMATIA Y AL S
MELAZE I3 N 0 28 5T IR 2% B A A AR 23 7 5
(Kaibel et al. , 2019; Burton et al. , 2020; Jus-
supow et al. , 2020), H AL 76 A A 8 ik i 7 ok

A3 73 DR A 22 2 K BT AR SO BT A O 1 8

SEHE JEAT RIS 5, NI 2 R R
P RMAEIE AL %F AL P24 JRJE - (Newman
X LI 4 AR Ol B AF (2024)
JIT G O L R R TR AR SR R
W& A, AL A B B A A2 T ik
B UL, (HC PR ST e R TR XS
AT AA BRI Z A5 23X —FoR TR LA 5840 F1
M FEFPERS (Gillath et al. , 2021), RFHFEHE
LA P AE S8 B 22 i e 0 B E X AT [ 5 AT

L1508

et al. , 2020),
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The Underlying Logic and Ethical Dilemmas of

Al-based Personnel Selection

Guanglei Zhang

Abstract: Li et al. (2024) has compiled an article on the topic of Al-based Personnel Selection, an-
swering the question of the effectiveness of the technology from an organizational perspective, and revealing the
possible outcomes from a candidate’ s perspective. As scholars continue to explore the future of humans and Al,
this article provides a clear framework to lead us to further understand the new paradigm of Al-based personnel
selection.

Combined with author’ s observations and reflections, this commentary expands on the theme of Al-based
personnel selection sorted out by Li et al. (2024) . Firstly, the commentary analyses the underlying logic of
Al-based personnel selection from environment (E), technology (T) and organization ( Q) perspectives.
Next, the commentary expands the ethical problems in Al-based personnel selection from a person (P) per-
spective, that HR practitioners will feel role ambiguity, and candidates will feel the organization is unfair and
mistrust Al
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