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Abstract

Artificial intelligence (AI) technologies have become deeply integrated into the entire enterprise
selection process. By leveraging natural language processing, machine learning, and audio-visual
behavioral feature analysis, Al can capture and assess candidates’ psychological traits. As talent
selection is essentially a practical application of organizational psychology, the deployment of
Al—while enhancing efficiency—has also triggered complex psychological effects. On the one
hand, it can mitigate cognitive biases of interviewers, reduce social desirability responding, and
enable large-scale psychological profiling. On the other hand, it introduces challenges such as the
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“algorithmic black box,” impaired perceptions of fairness, trust crises, and insufficient assessment
validity. This paper synthesizes existing literature across four dimensions: positive utilities, nega-
tive risks, boundary conditions, and research gaps. Furthermore, it provides optimization recom-
mendations from the perspectives of practical implications and future research directions. The ob-
jective is to offer a theoretical framework rooted in psychology for the application of Al in talent
selection.
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2.1. iIFIAXERENARRS, EERFIHEY

F G T FR 2S5 2 AR SR 22 . ZIBLED 5250 BN S\ MR ZE S0, 4 7% 40 2 ik 4k 11 A F
PERDTRI R (At , 2019 2fh%%, 2024). FEHLeTiidats, HETEIEM AL VEA AT LTS —4T 4y, A
SBETT 32 W0 Sy ok (-4«
2.2. FBEMLSEITFHES, FREESIVEES

FRY PR FUAR B AN SREREAE AL T PR B KA PP 04— e RE BRI, (H RISt 3L
T BRI IR I B FERIR R 1, 2023)0 X —Z B MAPFIMBUR A K, BUREIRE S &
HHIE.

2.3. SKMAFRLIBFHERS], RITILF
FRGEIN V52 N J A 18] AR R B M2 KR SRERE (ORS AL PPl o AL BRI R T 13X A PR -

DOI: 10.12677/ap.2026.1610480 168 o3 2


https://doi.org/10.12677/ap.2026.1610480
http://creativecommons.org/licenses/by/4.0/

IR ERIE F A B SIS T EOR, RGREHLEMT SOR 5155 EE S (OB, ORI MR
HUMFEAIR e B 4 B i U R U, SR RERHE B NI [R]85 UM% 1 RS S AL STl v LA DL
B R o W B AR R, WA TR TS AL EE S B0, 2024; BIEAE, 2024).

24. FENRIEXNTERF AT RANEEE R
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