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GIRTCEE A EE W S GE . AT R S
A IR A S ST I R Ge b B, AT R
S PR B 1 AT A A BRIE RO R At
TR TR I T AT FARTE 46 i B 2R AN
REARSAS 5 T L3, 48 T AR SE bR I T
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=AEE, DUz et s (WK 1) .
HAE, A AL A BRI 5T 24 TR e 1
A, BT o SR DL R S AR
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HRET O, BRMAEMLSE), it Al T
LA T I AR AN S A A5 T A Rk
(Koenig et al. , 2023; Campion et al. , 2024)
RN, 7 AL A Rk T 9 7 B 3 S hy A 53 v
A WFIE FEEOCHE AR I (Folger
et al., 2022; Suen & Hung, 2023) 2% 5ik
Yesff (Wesche & Sonderegser, 2021; Gonzalez et
al., 2022) X0 HEE AR AT bR E MY
Wi o BRI, A B AN AL HE X — A% 0 3
W, VTR R e I S 15 DA K
DA AE 51 5 B ER T o A B0 10 AN AT 5 A

R W1 B A AL H N B BB ( Lievens

et al. , 2002; Grgnsund & Aanestad, 2020), 7£
X—pi b, T ETE AL A L S BT
filhn, EWN AL AAEREHR & 2 -
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HW, BUHSE (2024) 48H, HRETCT Al
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(Suen & Hung, 2023) DA KR HEZARAE (A0
AT ) 24 2 B2 0 285 21 D 4 )
2020; Gonzalez et al. , 2022), # #& B A CHk
(McCarthy et al. , 2017), AT A A B 0E AR
SR IO HE 14 5 ] 52 22 T30 R R AR S I B
T ERPAS T R AR RS, 38 R R AR G
B RAE— 25 HoAt 5 AR WO AR D
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0 o7 HH R s P G 28 S A ON AT o o — 20
BFo SR, H TR X 5 R L AR
W, B, AR M RIF ST A 0 2R i e T
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FEERET AL AA B S R, A
WEEA R, B, A< 30K 5 A5 i ARk
ENRT NG IR R NP Sa RN =N G B R
e RIX = AN FRA HR, IRTTAA B I 1A AL
PEFINLHEE SO, DARS LS RS R AT A
A S FEHESE

(—) AL N BB isPE Y 6 015335 B it

TERTHA S8 7L BT B BE, AR % Shin F1 Park
(2019) 4y FAT £EAY (B Fairness, Ac-
countability, and Transparency Model), AI A A4
FRERE I AP B WM R AR R X =
TET PR 35 2 5 M) R (A 8 B 2 %o AL A
PGSR RN, BRI &, 88—, APHE
UG AT A BHE BT 5L T 1 B R SR N 23 7™ A 1
PR A A IE 45 2R (Shin & Park, 2019),
Oswald (2020) 45, fE N THEBEF LR R
T, FREZERRIMEACE, —DATH Al
A B 125 N 2 AE T O, B o 2 () R AR - 45
MLy, SE S PR L e 55 DR 2R 5 35000 s L
(Berkelaar, 2017), Van Iddekinge %% (2023)
PE—A A8, AL A B b 5 O 25 T RE SR
B AT : i A B A (PSS A
JERE) . BABIE A R (TR R
il T AN 22 ) o SR R B CED AR i
2) . AR M A DA CRIHT %0 22) o
ERT, SCF b B s AL A A Bk R 48 i)
TR TEM 22 B FE W B FEAT SRAR D o IR 80T 5T
AR AR AT A B3 20 X B A A
I B3 T L R ], 38 AT DA gE— 25 B3] dn e
SR 0L I % A P PR B 22 . 8
I, 3% Landers # Behrend (2022) #2HiM9%

HHTHE, RIS AT A 800 2R GE iR 2 30k 5

FHAZAE . BRI R 25 A G R B AN S
O S AU AT A PR IEAL , SEm4R T AL A
AW R GRS

B, BV K AT\ A S ) 4
AR B H LA R G AR IO A R
FHEHNYS (Ananny & Crawford, 2018) . % B4
AR R B 0% B A o R A R B T, Wi
HORAE AL N B RS 0 S Py 2 A I P
B, J5E SR8 6T A R T i S A
EYIME (Robert et al., 2020) ., i%& B9 5H % AT
DAL B35 T g E A bk o RO e SR G B2, AT 3
AT BRI R EAE R . KT AT A BRE Y 5
B, AP R B RG SR 822 3 T UORH: —
ANJEB WA AR, R T I A AT < SR
[, X&HEUT =ARES R OR%EES
TR, TEMRB: QEAF 5 AH K H 1 FH
BZ; @F K ANGHEK RS R EY
(Langer & Konig, 2021), Al A A B8k 1A
B WIPE S PR R I X AT A Bl ik 3R G0 F 41 41
MMEAE, JF9 RRFAH . 55— A W2 3% B
HEEERYIRIAEE, A0 Ingold 55 (2016) KL, 7 W]
JEREAR T VTAS PO A5 0 BRSO A GRS, Ry
EEE SR, DA G R N B AT 4
AR AT R A 4. B, HAFHE
AR FE T AT A A B e R G 3% W B
BERB I AT M CRLEET R,

B, SRR E AT A A Bk R,
PR SR L B [ A A e D o B 1 R
TVRZEWT . BN AL ) , TR
PYEMTE AR, ST S, THUENA. 5T
FEEERITAEALHE] ( Diakopoulos, 2016; H£L7%,
2022) , {5, SR BRI T A
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AF MLt 55— A 7m B2 He A& R
(Villarreal) V8 HE /A 7] ( Reynolds Tobacco
Co. ) 28, LW th SV A0 Bl A o s 12 1o 1 1Y
ARSI, (ARG, [R]85 T R IR T
D R B 2R, 3 S T
GRRENAL 2 D LB AR A e DL BT
R, TEARRREE S SO AN W1 a7 w5 R A
Wo JaZi AT A SR BF S B T AT 51k
H BRI R 5% 4 09 Ja 1) W A R R B R G
SR 2 AR 0, ) B o] SR BB AL
X R ARG B TEARPE R R, DU T AT
NAERE RS PE, FEB % b B A
FIRE

() AT A BRI FE 1) iy 100 28010 e

AL AA BBE R ) 53— A R 2 J5
SHERE S, ARSI IS, XA BT 5 T -
—JEET X R A PR R B R R X R
ds 22 45 5 4k (McCarthy et al., 2017;
Omidvar et al. , 2023; Van Iddekinge et al.,
2023) . EG, FFRR I PRI SR R T
AL TS o W PR T A e e, angn i S
B 57 ANDE I A 2 AR SR L A A LT IS 5 Y ) L
FREGRAEU . BTG NA Ik U5
N, BRIV 45T A A SR T A oy B I 1 Al 5 % 2
GUrE AR R, B SOR R BT
Kay TGS (McCarthy et al., 2017;
Truxillo et al. , 2009) . 54 Al A\A B RHESE
AT IR 2 75 45 T S %k Dby B4 118 52 W) &%
B, 3 AT R HE— 5 TR A BRI A M B A 1 5 =X
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RGed Hlas o I U, R B A5 EAE
BB, AW IR A AT A S e A
I (Omidvar et al. , 2023; Van Iddekinge et al. ,
2023) o SO BHIEIAY, A BOR TR ]
AR R S 523 (Audia & Greve,
2021) . filn, IBM A wlZER A AL BEAT A4 L
ey, IR e s A SR MR AR, e ke B
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AZUA] L 3a i 3 A0 4 B S5 AL A TR 7 1
FUSCSRIGURITE J3, JF AR ok 2605 15 ] W 1 7 0
FREEM AL (Campion et al. , 1994 ; Battis-
ton et al. , 2024) . FH, 7ERIE <EFTT, 4
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5 AL 18] A e AEDC FC A O, i BE TG 22 A4
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A NIEEL . ETFIAE R 2 AL A B RY
HEY, SRS AL R, DUk
Tt AL A i 30 2R 48 4 T A A

SRR, SE X AT N A S 4 i A ) A
FE, ATLAAI T gk 52 i e A R M S
PRI AINER, MRS b 425 AL A B ik
AIBFFEIA 2R, 752 B I 4 4 T 7 B2 ) 39 T
JETNLH LU I SLRE -

= AL AA B SEE SRR
% R H I i B

N T AR N T BRI B e Pz A
AT NAEHE, A5 A W BER ARG A A
SOOI S A6 IR )2 T AR (A
b HHEEE) it B AR AT A E
Ve R CHEIA T o ALRRAE | W 335 R AR v
S PR AFARIE 2R AL A B8 A5 250 R I 2L
WL B B AR AR, BUA BT T RERTE
AT FIRIEE BRI, X85 3R 1 AT By
A BETHENRENLN, T EEZKE
320 AT A BHRRE In T F0 A0 E B AR,
AR EEARIF IR BT Z R AL A S0k (1434 5 A
Mo McCarthy &5 (2017) fEH A A #E 09 BELIE
HEZEBE T, BB R o ki 5E . 41
THEEMPRTE BT =Fh o T S0 73 I3 ] 22 ) i X
=RNEBEN R I RAE R, LA 5 220t 58
A ] £ 0 R R ARE 2

(—) MBI A ML R

AP H A B T AR S 38 Y5 T X 5 A B

R A RO (B 545, 2023) o Telkamp il
Anderson (2022) $5 i, ks B FA T 8 XU A
BRI KRS 2500 AT A A B 35 v B 35 2
PR CHER R, BRI S, IR o
(Black et al. , 2015; McCarthy et al. , 2017),
D TEELR S (A AT AA B ) 1RO
JEIT 5 22— 2 5 KK TR R S 1 R B R [ R
1 7K P B A BT 2 25 5 i) oy o P TG o)
JP I AR, R T A0 I A A2
B, Stoughton 2§ (2015) 7E2H 21 fdf FIHE 38
PR 17 7 )9 B8 v UE S5 T 3% — 2538 ILAk,
PSRRI XURS (4 XoF 20 BORE A 1) i DL 760 1 R )
i AL AA BREETT 225 IR A% O ) i, BT
L B 2R B0, AR AT A A Bk
G AE X /0 BSORE A 1) O DL R AL, I
X B Aok T 118 2 SF- P R R AT 4 A2 30 70 T 5
AL P ARG 7 3 X AL L5 AT, R iE Al
LU NABERCR, 0T BT BORAE ML HE X
S VA= i TS B A U DI G W YL AN 554
J& AL A B GUSY EEUUE (Pybumn et al. |
2008) .

TR 2R LR EE B RA XU FIE BERE
R, e AEA T BBUR 2 1 H 5 5 ) BRI
Mo BN, B AL A B U 1 27 4 3 Z1 0T
WFPERSHE 22 2 PG A O iy T 5 24 7l R
VHLBO 545 1548 % ( Hunkenschroer & Luetge,
2022; Kim, 2017 ), Ferndndez — Martinez Al
Fernandez (2020) WFIF BB EEER 7R, I
Kot 2 75 A 3 A S 2 s AL AT Ry A
I, SRMSFIfRID 2 (2020) AOWLA—B, A&
SORF B 22 4 S BRI 1) ORI FLA € it
SAEBERE R, IR 2 AL A 5
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X R 22 4 AR BRI 75 ThT SO 2 ML SR
UnfersE A2 5 AT A S I (9 1 8 S 1
AR E AL XA AL A S (14 R 22 4= A e
HHLTE T 00 A R R 22 S A 2 AL A 3
Ve ARG 5 ] S A R0 R ) B
i (B Ek E n) E, J5 S S AT L e L
F oI R AR AT A S P I A
() ABUSBEH AR e
VRSN AT A B i) AR, LU
5L R AT RE 20 AT A B 14 A RO R TR
BN AR XTI, AL AN RES

fnd

PR NI R L, AL L E R
JE T M TS AL A 1 S 7 2
RICRCEHEM . JRNAMWA: FH—, Prf i

Sk I I N B W] RE B T TE B T, 4l 5|
M IS %, SR/ AA A 2
F 5 ( Wesche & Sonderegger, 2021; Van Id-
dekinge et al. , 2023) . 15 ik o A Hp 0 RS2
TR AEE, & B LLOALN N I F AR 4 A
AT , IR B  2 AE Ao 32E N J FEL T BT R ) Y
AL, HE— RN GRS G E AA Pl S
2020; Kochling & Wehner,
2023) , S, DEEEX AL A BRI A RN 435
WA F LS. A (McCarthy et al. |
2017; Folger et al. , 2022) . Ui fj B 7E Al
AA R P R, AT AU B
Bz BB TAEDL S, HESANEEMH
YLURPERY = AR 55 o 30 I A A [ A A7
FERS RN, 2l 3k 11 01 M A% 52 i 07 2 ] [ER]

( Acikgoz et al. ,
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N, R A] BE 2 M ZH 2 RN AN (Me-
Carthy et al. , 2017),

ASCHG H U 58 R R 43 i 2 ——1E
FZHARER KR, EXHF R RS )RR
1. AN MBETHER, XERRQ
FRALUCTF AL AT A5 B4R . KA Al
AR R . R AL AL 5%, J5
SR T AT AR TTIX SE B0 AT A A BE A A

FISZURL R BT . B, 2E AT n] A2
AT ZRHE AL AA B (F B2 . i
AR A 215 AL N A B3 9 G 80 S H kT 7
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PHHATE A A EGE S FP R NEE R, F
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AOIE) L, SR SR R AL AR, D MfE
S U] 2 N 2 X AT N A i 7 A AR
4o B, RTHERNE, BRI E
SERERRE AL A B A 550 . BUA ST
(Langer & Konig, 2021; Kochling & Wehner,
2023) KI, FAXTTALARME AT A BHE 1) R
RS, o) ML AR A ey Ll AT A B E Y
R, TERBZRAR I B3 1 T A S o S
FELRM 2, AT A A A (n
B, SOA) BURIE (Mg b, Zh) 4RftfE
SRR AL A B A R, LR
Sb NS X AL A B3 e A 25 AR U

FEERHEZRISTEAL h B RIE R, K
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% 3 Kk Bl ( Boemelburg et al., 2023; Sun
et al. , 2023), XL ZR BN MIERE RIB
FERE, EIRFE AT RE 252 M N I 6 AL A A %
BRI, BN, UL AL BRI ILECPE
FIRESS R DL X AL A Bk 1 S0 o T
CUEENDERERS 72 Wit A D IV AN I [0
PRI SN, T FASE W ZH U 2 Al e | &
IO HE S T AR S, o 33K Az PRI R AR A T — B0k S
W], AT Gyxt 5 A — S S A R
AN H N, TTRTARIAS—Z50 ) 4 7™ A 1
BB RN R, (Festinger, 1957),

(=) ABptSBE & i 948 1

WA NI IS, AN AT RE GRS S A
NIRRT AR (CORBEAE, 2023), (A,
NBRIEEE R RS AT A B0 75 275 JE ) 2
N FA . AUNABRIEW S A F 44, i
OS5 N R A F A, A PRIE SR
PR 28 F2 A0 435 o 3 ) A 22 (Rl B 38l DL &
N HEE FIFE Iy Z A1 .5 (McCarthy et al.
2017) . BAME, 7R, NI AR
PEZ T8N B3 B Bl——JC 18 2 1 4] 1 9 348 2 7E
L ——HF AT e 2 R MR LB 6 AL A A R 3 1Y
BN, A, IS FIHE I 7 2Z Al 1 A
PR B2 A] RE 2 IR 15 L 6 AT A A BRIE Y
Mo fE AL AA B4 fe v, T RIFHA
BrRoxdfer, 4025 5 N B BT ] . HEAT A AR 2
MR HESE , SREISUR NI X AT A B
TR FRAR S g, I e A 67 TE S B ( Walker
etal., 2015; McCarthy et al., 2017), [,
Dy HEE T AT A B 9 s g 5 AR B o i rp
MISEPRR ARG, Hhtt, TR B4 09 A Br Xt

Frl AT RE 252N AT A S0k 28 G008 I 1S 2

AR AL AN EAT: 7 45 R T A 21

X — F I [ 1 R B RIRAIRT, S5 2
FHE AL RIFOTIE, DAFE AT AL A
AEE B AR SNl R A2
ARSI 200 AT A B e i e 19 314 B¢
YERT, =5 al LA 41 5 A0 B Bk 2 A 52 P 1 i
S, DA AU A Bk iR, 48 T B A AL
P, IS B SRR B Xt Jey T

=, FEBETEELALHER
Al N F BT R

SN NI N A 2 S B
(Cooke et al. , 2020) . Al A\ ABikfElg A F1 %
TSR BN A, SR SZ E R A B %
(MBUE. &0, %) 52 m (McCarthy
etal., 2017), SCAbE—AE 4L & A IA
AL . RS B E Ty AT o O AR R
B, BB TN E AL S A R iR
R ZIF A E N R Se R (ndig, A
BARIAS ) B S84 AT 350 (Hofstede,
2011) o BT 30 By s 1 S H R I B 52 g
TR RA R LR AT AA BT SE, WA
RO E S =R .

ML EED KR, B
SRS (U0 AL AR ) i —k
VU7 E AR 2 B Sk IR i, X O TR A B
B A SR AL T O TR R A B B
R AMFFE P E ST 5 R AT A B ik i
TR, AT A3k N 7 ¢ U5 45 3 52 e 2 1Lk 4R 1)
MAMFEHERE ., b7 EHX—HR, KK
WS TR AL A B AE 4 BKOA [A] SCA T 55t



MR, B 78 ek J IR R 34, 1k i AR 4
E SO R R R B RE SRV T . AL T, Bk
B A A B 55 DA I % AT A B3 1) 7
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Abstract: In the current era of artificial intelligence ( AT), Al-based personnel selection has emerged as a significant topic
of interest for both academia and industry. Scholars have conducted various studies on this topic. Wang and He (2024) systemati-
cally reviewed the existing literature on Al-based personnel selection from both organizational and applicant perspectives, focusing
on two critical issues: the validity of Al-based personnel selection and applicant reactions to Al personnel selection. They identi-
fied four future research directions that hold significant value for both academic research and practical applications. Based on a syn-
thesis of existing literature and industry practices on Al-based personnel selection, we extend the review and future research direc-
tions proposed by Wang and He (2024) by offering new insights and perspectives, along with further suggestions for specific im-
plementation paths.

Specifically, our research identified three major research gaps in the extant literature on Al-based personnel selection. First,
existing research primarily focuses on the interview process of Al-based personnel selection, exploring factors such as interview
medium, selection decision — making, and information provision and their effects on interview effectiveness and applicant
responses. However, Al-based personnel selection encompasses more than just interviews; it also includes the algorithm design
process before selection, feedback process after selection, and job placement optimization process after recruiting the right
person. Unfortunately, these processes are still under—researched. Second, research on the boundary conditions of Al-based per-
sonnel selection has mainly focused on the characteristics of Al technology and applicants. However, the effectiveness of Al-based
personnel selection and its impact on applicants are influenced by various contextual factors, which have not been sufficiently ex-
amined. Lastly, Al-based personnel selection studies are largely based on Western contexts. Given the significant cultural and in-
stitutional differences between Eastern and Western settings, it remains questionable whether findings from Western contexts are
applicable to Eastern contexts like China. However, research on Al—based personnel selection that takes into account the unique
characteristic of Chinese culture is still limited.

To address these research gaps, we propose several future research directions that could advance Al-based personnel selection
literature. First, this paper expands the conceptual scope of Al-based personnel selection by suggesting that future studies should
move beyond focusing solely on specific processes of the Al selection process, such as Al interviews. Instead, researchers should
explore the comprehensive impact of the entire Al—based selection process on both selection effectiveness and applicant reac-

tions. This broader approach should include key processes such as algorithm design before selection, feedback after selection, and
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job placement optimization. Second, we highlight the importance of examining the boundary conditions of the effectiveness and im-
pact of Al-based personnel selection, calling for research into the moderating effects of various contextual factors, including socie-
tal, organizational, and social contexts. Lastly, given the profound influence of cultural factors, we call for future research to fo-
cus on Chinese cultural elements, such as Confucianism, Collectivism, “Face” culture, and Humanism, to develop Al-based
personnel selection systems tailored to the Chinese context.

Al-based personnel selection is an important research area that warrants further investigation. Although some scholars have
conducted some explorations, there is still a vast landscape of research opportunities. We hope that the three research directions
proposed in this paper will provide valuable guidance for future studies in Al-based personnel selection, encouraging scholars to
explore these uncharted areas. We are optimistic about the future development of this field and believe that, with the collective ef-
forts of scholars, research on Al-based personnel selection will yield more in—depth, innovative, and practically relevant out-
comes.

Key Words: Al — based personnel selection; entire Al — based personnel selection process; contextual boundaries;

Chinese context
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