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EFFECTIVENESS OF ARTIFICIAL
INTELLIGENCE IN RECRUITMENT

Abstract

This study aims to explore the use of Artificial Intelligence in recruitment, focusing on its impact on decision-
making, transparency, and trust. Artificial Intelligence has rapidly become a vital tool in modern recruitment processes,
automating key tasks such as screening and interview scheduling. This research applies comprehensive analysis,
utilizing both descriptive and network methodologies, to examine how Artificial Intelligence-driven recruitment
affects stakeholders, particularly in terms of trust in Artificial Intelligence systems. The findings show key areas in the
application of Artificial Intelligence in recruitment, including automated decision-making, stakeholder interaction,
and the ethical concerns surrounding bias and transparency. Transparency not only enhances the perceived fairness
of Artificial Intelligence processes but also builds trust among both recruiters and candidates. However, overreliance
on Artificial Intelligence, especially without proper human oversight, may cause discomfort, leading to a potential
erosion of trust. Artificial Intelligence helps organizations improve their recruitment outcomes, particularly in
achieving diversity and minimizing biases. Artificial Intelligence in recruitment hinges on transparency, trust, and
a balanced integration of Artificial Intelligence and human input. These insights are valuable for organizations
looking to optimize their recruitment processes and foster trust in Artificial Intelligence-driven systems.

Keywords: Artificial Intelligence, transparency, recruitment, stakeholder, integration.

Introduction

Artificial Intelligence (Al) is revolutionizing the recruitment landscape, redefining how
organizations identify and hire talent. As the demand for top-tier professionals intensifies in a
hyper-competitive global market, Al emerges as a game-changer, promising to reshape recruitment
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processes with unprecedented efficiency and insight. This report embarks on an exploration of one
of the most critical questions of our time: can Al truly transform recruitment to be more transparent,
trustworthy, and optimized for success?

Over the past century, technological advancements have evolved from understanding the natural
world to revolutionizing industries, starting with the Industrial Revolution [1]. Nowadays, scientists,
businesses, policymakers, and others put in perspective innovation and technology opportunities
and changes [2]. Today, Al represents a new era in this progression, influencing numerous aspects of
daily life and business [3].

In recent years, Al has gained widespread recognition, especially through tools like ChatGPT,
a prominent example of Generative Al [4]. These technologies have quickly integrated into society,
from entertainment to everyday smart devices, such as phones, TVs, and homes. Initially used
for leisure, Al is now being adopted in more professional contexts, including Human Resource
Management (HRM) [5].

Recruitment, a key HRM function, has significantly benefited from the implementation of AI [6].
Finding the best match between candidates and roles is critical for achieving employee and employer
satisfaction. Al enhances this process by automating tasks like reviewing resumes and verifying
qualifications, which improves efficiency and saves time [7]. Research highlights that Al can enhance
the quality of hiring by up to 30% and reduce the time spent on initial screenings by 40% [8].
Additionally, Al offers the potential to promote diversity in workplaces by minimizing biases related
to gender, race, or nationality [9-12].

Despite these advantages, Al in recruitment raises concerns about fairness, transparency, and
reliability. Critics argue that algorithms trained on biased historical data may inadvertently reinforce
existing prejudices, even when designed to eliminate them. Furthermore, many businesses outside
leading innovation centers remain hesitant to adopt Al tools, often preferring traditional methods due
to unfamiliarity, ethical uncertainties, and other potential risks related to the accuracy of decisions.

This paper seeks to explore these issues by assessing the effectiveness of Al in recruitment.
Through surveys conducted with 40 HR specialists of Kazakhstan companies across different
industries, and an evaluation of case studies, the report examines the strengths and weaknesses of
Al-based recruitment systems. It also discusses ethical challenges and provides recommendations.

By addressing these points, this study contributes to the ongoing dialogue about technology’s
role in HRM. The findings not only assess Al’s current impact but also offer insights into how it
can ethically and effectively enhance recruitment processes while maintaining the critical human
element in hiring decisions.

Materials and Methods

The thematic analysis has been done to determine the thoughts, views, and perceptions of people
to the effectiveness of Artificial Intelligence in recruitment. Qualitative research was conducted
among the students of Kazakh-British Technical University, asking 3 main questions through “Google
Forms” platform to collect all indicators of effectiveness of Artificial Intelligence in recruitment.

This research also employs a quantitative approach to analyze the effectiveness of Artificial
Intelligence in recruitment processes within Kazakhstani companies. The primary data collection
method was a structured survey distributed to Human Resources specialists across various industries
in Kazakhstan. The survey included 12 questions, each addressing specific variables related to
Artificial Intelligence’s effectiveness, as shown in Table 3.

The survey instrument was designed to capture Human Resources professionals’ perceptions and
experiences regarding Artificial Intelligence’s role in recruitment. Each question utilized a 5-point
Likert scale, where 1 indicated strong disagreement and 5 indicated strong agreement. The survey
targeted 100 Human Resources specialists, ensuring representation from individuals with varying
levels of experience in the Human Resources field. The distribution of respondents by years of
experience is outlined in Table 2.
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The survey questions were mapped to key variables of interest, including effectiveness, speed,
optimization, accuracy, employee turnover, and others (see Table 3). These variables were chosen to
comprehensively assess Artificial Intelligence’s impact on various aspects of recruitment.

Data analysis was performed using statistical measures of central tendency (mean, median,
mode), dispersion (variance and standard deviation), and correlation. The survey responses were
analyzed at both the individual and group levels to ensure robust insights.

Descriptive statistics are the first step in conducting statistical analysis. Central tendency
measures were calculated to summarize responses for each variable to represent the responses by
one overall response. Alongside with central tendency measures, dispersion measures were used to
assess the variability of responses to figure out how responses vary from each other.

Cronbach’s Alpha was calculated to evaluate the internal consistency of the survey. The obtained
value (0.9408) indicates excellent reliability, confirming that the survey instrument effectively
measures the intended constructions. So, survey responses are suitable applicable for this research.

Table 1 — Hypotheses

H Hypotheses

HIl Al improves hiring efficiency by reducing candidate search time

H2 Al helps make decisions objectively in recruiting

H3 Al improves candidate selection accuracy and reduces employee turnover
H4 Al provides insights into candidates’ soft skills through behavioral analysis
H5 Al improves candidate engagement through quality communication

H6 Al supports predictive analytics to meet future workforce needs

A series of hypotheses (HI to H6) were tested using independent-sample t-tests with a 95%
confidence interval. (Table 1) Each hypothesis explored specific aspects of Artificial Intelligence’s
effectiveness in recruitment, such as its impact on hiring efficiency, decision-making objectivity,
accuracy in candidate selection, and communication quality.

T-tests were performed to compare the means of independent variables. Given the small sample
size and the absence of population standard deviations, independent t-tests were deemed appropriate
for all hypothesis testing. Also, the p-value threshold of 0.05 was used to determine statistical
significance. Hypotheses were accepted or rejected based on the results of the t-tests. The study’s
focus on Artificial Intelligence effectiveness was operationalized through the variables in Table 3.

Results and Discussion

Quantitative research derives from the results of Thematic analysis. The research question
focused on how Al could assist recruitment processes and affect the quality and fairness of candidate
selection. This analysis synthesized insights from 23 KBTU students across different majors, with
8 participants specializing in management and 6 demonstrating familiarity with Al applications in
recruitment. The findings reinforced the advantages of Al in enhancing efficiency, accuracy, and
fairness, while also acknowledging challenges related to subjective judgment and maintaining
engagement.

The current study investigates the effectiveness of Artificial Intelligence in the recruitment process
of companies. This study is based on collected data from Human Resources specialists of different
Kazakhstan’s companies. The collected data lets the study conduct an online survey from Human
Resources experts who have sufficient experience in this field and collect answers for 12 questions
regarding the key indicators of Artificial Intelligence effectiveness. The results demonstrated that
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Artificial Intelligence significantly enhances hiring practices by improving the following variables:
candidate search time, decision making, selection accuracy, optimization, assessment and planning.

The survey consists of 12 questions, which are scaled from 1 to 5, and the number of respondents
is 40 people. Surveyed people all represent Kazakhstan’s companies’ Human Resources specialists.
Analysis shows a high concentration of respondents’ experience in the Human Resources field in
area of 0-5 years. Other respondents have experience from 6 to 9 years and more than 15 years, 13%
and 10% respectively. (Table 2)

The survey conducted for this study revealed that most of the Human Resources specialists
who are directly involved in recruitment have experience of 0-5 years, whereas more experienced
Human Resources specialists are not directly involved in recruitment. This tendency is supported
by the popular theory that more experienced specialists are in higher positions. In all organizations
worldwide, experienced specialists are mostly involved in strategic decision making and planning,
whereas specialists with less experience implement operational decisions.

Table 2 — Respondents’ job experience

Expert Panel by Years of Experience
Experience <3 3-5 6-9 10-14 15< Total
Frequency 12 18 5 1 4 40
Percentage 30% 45% 13% 3% 10% 100%

To consider questions regarding the effectiveness of Artificial Intelligence in recruitment,
several indicators of Artificial Intelligence effectiveness gathered from Human Resources specialists
of Kazakhstan’s companies. Respondents were asked questions related to the variables of Artificial
Intelligence shown below in Table 3.

Table 3 — Questions and variables

Questions Variables

Q1 | Is Al effective in recruitment? Effectiveness

Q2 | How long does it take to use Al in recruitment? Speed

Q3 How much does Al optimize recruitment? Optimization

Q4 | How accurate are Al decisions in recruitment? Accuracy of decision

Q5 What. is the likelihooq that candidates selected by Al during Long-term employment
recruitment will remain employed long-term?

Q6 | How well does Al reduce employee turnover? Employee turnover

Q7 | How well does Al assess human recruitment capabilities? Recruitment capabilities

Q8 How accurate is Al at assessing candidates’ soft skills in Accuracy at assessing soft skills
recruiting?

Q9 How much does Al improve communication between candidates Communication improvement
and potential employers?

Q10 How good is communication between candidates and potential Quality of communication
employers when using AI?

Q11 | How well does Al facilitate workforce planning? Quality of planning

Q12 | How good is Al automation in recruiting? Automation

Variables of Artificial Intelligence are scaled from 1 to 5. Scaling the responses, statistical
measures for each question are calculated for 40 responses. Central tendency measures provide a
summary of the responses with a single value, which is presented in Table 4.
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Means of responses for each question vary from 3.3 to 4, whereas medians of responses for each
question are 3 and 4. The mode of responses for each question is from 3 to 5. Standard deviation of
responses for each question concentrated between 0.9 to 1.2, providing evidence of low dispersion
of responses by questions. Low dispersion of standard deviations for each question on the other hand
determines that specialist’s behavior in assessing is similar to each other’s.

Variation among variables of Artificial Intelligence is significant enough, discovering that
Artificial Intelligence can be effective by certain indicators and ineffective by other indicators. This
discovery is supported by the other measures of central tendency. Also, specialists are identical in
assessing each of the variables, which means that they share the same experiences.

Table 4 — Ratios

Ratios Ql | @ | Q3 | Q4 | @5 | @6 | Q7 | Q8 | Q9 | Q10 | Qi1 | Q12
Mean(x) 4 | 372 395|368 | 343 | 34 | 368 | 33 | 355 36 | 3,75 | 3,78
Median(x) | 4 4 4 4 3 3 4 3 4 4 4 4

Mode(x) 5 5 4 4 3 3 5 3 4 3 4 3

Var(x) 092 | 1,42 | 0,77 | 1,15 | 128 | 127 | 1,46 | 1,81 | 1,33 | 143 | 1,12 | 1,10
Stan(x) 096 | 1,22 | 0,88 | 1,07 | 1,13 | 1,13 | 121 | 1,34 | 1,15 | 1,19 | 1,06 | 1,05
Correl(x) | 0,57 | 0,56 | 0,67 | 0,65 | 0,75 | 0,57 | 0,65 | 0,70 | 0,89 | 0,59 | 0,53 | 0,71

Cronbach’s Alpha is used in research for survey validation, considering the number of questions,
average covariance between question pairs and average variance of questions Cronbach’s Alpha
provided value — 0.9408 (excellent), indicating great internal consistency.

By observations of the measures of central tendency, research provides 6 hypotheses according
to effectiveness of Artificial Intelligence in recruitment, which is presented in Table 5. Key questions
tested are regarded as the following items: search time, decision making, accuracy, optimization,
assessment and planning. To test all the hypothesis, appropriate test type and significance level were
chosen to determine if the hypotheses are true by answers of respondents.

In all hypothesis, considered variables are independent from each other. Due to lack of population
standard deviation and small sample size, the T-test is used with 95% confidence interval to assess the
relation of two variables according to hypothesis. The determined non-rejection region is between
-1.99 and 1.99, whereas the significance level is 0.05. So, if the statistic is in non-rejection region
or p-value is greater than significance level, hypothesis is true, and alternative hypothesis will be
rejected.

Table 5 — Hypotheses testing

Q |H Description Test | Testresult | P-value Decision

1 |HO | Al improves hiring efficiency by reducing candidate | T-test | 1.120441 | 0.266 Accept
search time

H1 | Al does not improve hiring efficiency by reducing Reject
candidate search time

2 |HO | Al optimizes recruitment and helps make decisions | T-test | 1.256919 |0.2125 Accept
objectively in recruiting

H1 | Al does not optimize recruitment and does not help Reject
make decisions objectively in recruiting
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Continuation of tables 5

3 |HO [|AI improves candidate selection accuracy and reduces | T-test | 0.099052 | 0.9214 Accept
employee turnover
H1 | Al does not improve candidate selection accuracy and Reject
does not reduce employee turnover
4 | HO | Al provides insights into candidates’ soft skills through | T-test | 1.313387 | 0.1929 Accept
behavioral analysis
H1 | Al does not provide insights into candidates’ soft skills Reject
through behavioral analysis
5 |HO [|AI improves Candidate Engagement Through Quality | T-test | -0.19047 | 0.8494 Accept
Communication
H1 | Al does not improve Candidate Engagement Through Reject
Quality Communication
6 |HO |AI supports predictive analytics to meet future | T-test |-0.10618 |0.9157 Accept

workforce needs

H1 | Al does not support predictive analytics to meet future Reject
workforce needs

H1 hypothesis claims that Artificial Intelligence improves hiring efficiency by reducing candidate
search time. Considered variables are effectiveness and speed. T-test result for the hypothesis was
t=1.12 with a p-value of 0.27, which are in non-rejection region. The results suggest that Artificial
Intelligence improves hiring efficiency by reducing candidate search time, accepting HO hypothesis.

Artificial Intelligence operates tasks automatically. Artificial Intelligence’s ability to process
enormous amounts of data and perform a lot of operations differs from human’s abilities, because
of the presence of integrated algorithms in Artificial Intelligence. The fact is that when it comes to
speed, Artificial Intelligence is always effective.

H2 hypothesis examines whether Artificial Intelligence optimizes recruitment and helps make
decisions objectively in recruiting. H2 hypothesis tests optimization level and accuracy of decisions.
The T-test result was t=1.26 and p-value result was 0.21, which are in non-rejection region, deciding
not to reject HO. The result suggests that Artificial Intelligence optimizes recruitment and helps make
decisions objectively in recruiting.

Because of no sufficient evidence that Artificial Intelligence does not help with objective
decisions, HO hypothesis was accepted. Another difference between Artificial Intelligence and
humans is objectivity. During the process of recruitment Artificial Intelligence makes decisions based
on set criteria, whereas humans may make decisions with biases according to gender, age, race, and
other factors [13, 14]. Artificial Intelligence not only makes better decisions but also highlights social
problems of people.

H3 hypothesis claims that Artificial Intelligence improves candidate selection accuracy and
reduces employee turnover. Two variables are used to check if the hypothesis is true or not: long-
term employment and employee turnover. The results gathered are t = 0.1 and p-value = 0.92. Values
are in non-rejection region. The decision according to the results of the t-test is to reject H1 because
Artificial Intelligence improves candidate selection accuracy and reduces employee turnover.

Artificial Intelligence selects applicants by making decisions based on data using tools such
as predictive analytics and behavioral assessments. Artificial Intelligence objectively matches
candidates to roles based on skills and characteristics, reducing mistakes. Enormous abilities of
Artificial Intelligence allows any process to be performed in short time, with huge knowledge based
on the database, and without hard algorithms [15]. Advances and abilities of Artificial Intelligence in
this case can reduce human activity.

H4 hypothesis examines whether Artificial Intelligence provides insights into candidates’
soft skills through behavioral analysis. Two variables are considered in the analysis: recruitment
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capabilities and accuracy at assessing soft skills. The results of the test are t=1.31 and p-value=0.19.
Since the values are in non-rejection region, the results are not statistically significant. The results
suggest that Artificial Intelligence provides insights into candidates’ soft skills through behavioral
analysis.

Artificial Intelligence can identify and distinguish expressions, gestures, and tone during
interviews. Assessment and evaluation of these characteristics are also objective. Even if Artificial
Intelligence do not investigate the reasons, it at least provides insights for the Human Resources
specialists, simplifying the job process for them.

HS5 hypothesis investigates whether Artificial Intelligence improves candidate engagement
through quality communication. Hypothesis is tested by communication improvement and quality of
communication variables. The results are t=-0.19 and the p-value=0.85. Values are between critical
points, so the HO hypothesis was not rejected, because there is sufficient evidence that Artificial
Intelligence improves candidate engagement through quality communication.

There already exist chatbots to ensure candidates with quick responses. Also, candidates do not
have to be nervous about the mood or emotions of humans, making communication more friendly.
That is one of the reasons why people prefer to talk to Yandex Alisa.

H6 hypothesis explores whether Artificial Intelligence supports predictive analytics to meet
future workforce needs. Examined two variables are quality planning and automation. The results
are t=-0.11 and p-value =0.92, indicating that the result is not statistically significant. HO hypothesis
was accepted, so Artificial Intelligence supports predictive analytics to meet future workforce needs.

Because of no sufficient evidence that Artificial Intelligence doesn’t support predictive analytics,
HO hypothesis was accepted. Artificial Intelligence can support predictive analytics, but it needs to
analyze historical data and market trends. In case Artificial Intelligence analyzes historical data and
market trends, it becomes possible to forecast basic analytics such as skill gaps, turnover rates, and
demand to meet future workforce needs.

The tested hypotheses present 6 findings about Artificial Intelligence in recruitment in various
aspects of the recruitment process. Each hypothesis was analyzed using a t-test, and the results
supported positive claims about Artificial Intelligence’s role in recruitment. Artificial Intelligence
enhances efficiency, accuracy, objectivity, and planning while also fostering better communication
and providing critical insights into candidate behavior. These findings highlight AI’s effectiveness in
recruitment.

The analysis confirms that Artificial Intelligence significantly enhances various aspects of the
recruitment process. Artificial Intelligence is the technology with new opportunities, which can
improve effectiveness in every aspect of the recruitment process: candidate search time, decision
making, selection accuracy, optimization, assessment and planning. Study findings highlight the role
of Artificial Intelligence in addressing current recruitment challenges.

Conclusion

The findings from this research strongly support the growing body of literature suggesting that
Artificial Intelligence can significantly enhance recruitment processes. The t-tests conducted to test
the six hypotheses offered further insights into the role of Artificial Intelligence in recruitment. All
the hypotheses were confirmed through the analysis of survey data, indicating that Al positively
affects recruitment outcomes by reducing search time, optimizing decision-making, improving
candidate selection accuracy, assessing soft skills, improving communication quality, and supporting
predictive analytics for future workforce needs.

However, the findings also point to areas where Artificial Intelligence’s influence is less
pronounced. Despite expectations, Al did not show a significant impact on candidate engagement
or the assessment of soft skills, which are often critical components of recruitment. These results
suggest that while Artificial Intelligence excels in tasks that are highly structured and data-driven, its
ability to replicate human judgment in more subjective areas such as communication and behavioral
analysis remains uncertain.
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The analysis ofthe hypothesisregarding predictive analytics also highlights Artificial Intelligence’s
potential in workforce planning. The results support the notion that Artificial Intelligence can aid
in predicting future workforce needs and help organizations plan accordingly, which is becoming
increasingly important in today’s fast-changing labor market. The small sample size and specific
focus on Human Resources specialists in Kazakhstan may limit the generalizability of these findings,
suggesting the need for broader studies across diverse regions and industries.

In conclusion, this research underscores the considerable potential of Artificial Intelligence in
transforming the recruitment process by improving efficiency, decision-making, and the overall
quality of recruitment outcomes. Artificial Intelligence‘s effectiveness in streamlining candidate
search, enhancing selection accuracy, and optimizing recruitment planning positions as a valuable
tool in modern Human Resources practices. However, the limitations identified in this study—
particularly the lack of significant impact on soft skill assessment and candidate engagement—indicate
that Artificial Intelligence is not a panacea for all recruitment challenges. Further research with larger
and more diverse sample sizes is necessary to explore the nuances of Artificial Intelligence’s role in
recruitment, especially in more subjective aspects like communication and behavioral analysis.

This study contributes to the broader understanding of Artificial Intelligence’s role in recruitment,
offering valuable insights that can inform both Human Resources professionals and Artificial
Intelligence developers as they seek to optimize the use of Artificial Intelligence in recruitment
practices. With continuous advancements in Artificial Intelligence technology and its increasing
adoption in the workplace, the potential for Artificial Intelligence to revolutionize recruitment remains
high, though its impact vary depending on the specific recruitment needs and organizational context.
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"KACAHJBI UHTEJJEKTTIH KbI3METKEP
TAHJIAYIAFBI TUIM LTI

AHnjarna

By 3eprrey jxacaHabl MHTEIUIEKTTI JKYMBbICKA KaObli1ay/1a KOJIaHbUTY bIH 3epTTei 1i. OHBIH HIeIIiM KaObl11ayFa,
AIIBIKTBIK TIEH CEHIMIe TUTI3eTiH acepi Tajiana bl JKacaH bl HHTEIJIEKT CKPHHUHT XKYPrisy, cyXx0aT KecTeciH Kypy
CHSIKTBI HETI3Tl TamnchlpMaiapsl aBTOMATTaHIBIPBIN, Ka3ipri 3aMaHfbl KaJp IpiKTey JKyHeciHae MaHbI3IbI Kypaj
peTiHe KOJIaHbUIAAbL. 3ePTTeY CHIIATTAMAIBIK JKOHE JKEIIITIK 91icTep apKbUIBI KaCaHIbl HHTEIUICKTKE HET13e1reH
ipiKTey YaepiciHiH MYAeTi TapanTapra, dcipece OChl XKyienepre IeTeH CeHIM IeHTeiliHe Kalai ocep eTeTiHiH JKaH-
JKaKThI Taliaiiel. byt Tangay aproMaTTaHABIPBUIFaH HICIIIM KaObUIaay, MY/JIelTi TapanTap/biH 63apa opeKeTTecyi,
COHJaii-aK OeHTapamnThIK IICH AIIbIKTHIKKA KATBICTHI ITHUKAJBIK MOCEJCICPi KaMTH OTBIPBIN, Kaap ipiKTeyie
JKacaH (bl MHTEJUICKTTI KOJJAHYIbIH HETI3ri aclekTulepiH aWKblHAaiabl. JKacaHapl MHTEIUIEKT MPOLECTEpAiH
QMIIIJIITIH apTTHIPBIN KaHa KOMMai, skalaaybliiap MeH YMITKEpIIep apachlH/ia CeHIM KallbINTACTBIPYFa Ja BIKIAl
eremi. Amaifa, agaMHBIH THICTI OaKpUIayBIHCHI3 JKacaHABl MHTEIIICKTKE IIaMalaH THIC TOYENAUTIK CEHIMHIH
ancipeyine okeryi MymMkiH. COHBIMEH KaTap, >KacaH/Ibl MHTEIUICKT YHBIMAAapFa KaapiapAsl ipikKTey HOTIDKENIEPiH
JKaKCapTyFa, SPTYPIIUIIKKE KOJI JKETKIi3yre yKoHe IpIKTey Ke3iHJe TybIHJaybl MYMKIH OipyKaKTBUIBIKTBI a3alTyFra
MYMKIH[IIK Oepei. Bys1 TeXHOIOTHHBIH allIBIKTHIKKA, CCHIMIC YKOHE JKaCaH bl HHTCIICKT TICH aJaMHBIH TCHIepIMIi
BIKIAJIJIACYbIHA Ha3ap aynapybl aca MaHbI3Jbl. ATajFaH TYKBIPBIMIAp KaJp IpiKTey YJepicTepiH KeTinmiprici
KEJICTIH OHE JKacaHJbl MHTEIUIEKT HETI3iHJIe )KYMBIC ICTCHTIH KyHenepre AereH CeHIMAI apTTBIPFBICHI KEJETiH
yibIMIap YIIiH KYHJIBI JETl caHasIaIpbl.

Tipek ce3aep: >kacaHbl HHTEIUIEKT, allIbIKTHIK, dKYMBICKEPIEP/Ii JKallaay, MYl TapanTap, HHTETPALIHSL.
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IPPEKTUBHOCTDb HCKYCCTBEHHOI'O UHTEJIVIEKTA
B IOABOPE IEPCOHAJIA

AHHOTAUA

B sTOM uccnemoBaHN H3y4aeTcs UCIOIb30BaHNE MCKYCCTBEHHOTO HHTEJUICKTa B TIOA0OPE IMepcoHaa ¢ yIo-
POM Ha €ro BIUSHHE HA MPHUHATHE PEIICHUH, TPO3PAYHOCTh U JT0BepHe. MICKyCCTBEHHBIH WHTEIUIEKT OBICTPO CTaj
JKU3HEHHO Ba)KHBIM MHCTPYMEHTOM B COBPEMEHHBIX IIpolieccax Mmoadopa mepcoHana, aBTOMAaTH3UPYS KITIOYCBHIC
3a/1auy, TaKue Kak OTOOp W IJIaHMpOBaHHE coOecenoBaHUil. B 3TOM HCClieOBaHUN TPUMEHSETCS KOMIUICKCHBII
aHaJIN3, UCIOJIB3YIONIHIA KaK OMUCATCIIbHBIC, TAK U CETEBBIC METOJIOJIOTUH, YTOOBI H3yUUTh, KaK MOI00p MEpCOHAA
C UCIOJIb30BaHHEM HCKYCCTBCHHOTO MHTEIIJICKTA BIUSCT HA 3aMHTCPECOBAHHBIC CTOPOHBI, 0COOCHHO C TOYKH 3pe-
HUS JTOBEpUS K CHCTEMaM HCKYyCCTBEHHOTO MHTEIUICKTa. AHATN3 ONPEeIsieT KIIFOYeBbie 00IaCTH MPIMEHEHHS HC-
KYCCTBEHHOTO WHTEJUIEKTa B TIO0OPE TIepCOHAa, BKITIOYAst aBTOMAaTH3NPOBAHHOE MIPUHATHE PEIICHUH, B3aUMO/IeH-
CTBHE C 3aMHTEPECOBAHHBIMI CTOPOHAMH U THYECKHE MTPOOIEMBI, CBI3aHHBIC C TIPEAB3STOCTHIO M IPO3PAYHOCTHIO.
[Ipo3pauHOCTb HE TOJNBKO MOBBIIIAET BOCIIPUHUMAEMYO CIIPABEIMBOCTh MPOLECCOB MCKYCCTBEHHOTO MHTEJIEKTA,
HO U YKpEIUIseT JOBepUe KaK Cpeid PEKPYTEPOB, TaK U cpeau KaHauaaToB. OJHaKO uype3MepHas 3aBUCUMOCTH OT
HCKYCCTBEHHOT'O MHTEIUICKTA, 0COOCHHO 0€3 Ha [IeKAIIETO YSIOBCUCCKOTO KOHTPOJIS,, MOJKET BBI3BATH JHUCKOM(DOPT,
YTO NPUBEJET K NOTEHUMAIbHON noTepe 10Bepusl. ICKyCCTBEHHBIN HHTEIIEKT IOMOTaeT OpraHu3alysIM yiIyulIuTh
pe3ynbTaTh moadopa mepcoHana, 0COOCHHO B TOCTIKCHUH pa3HO00pa3us 1 MUHUMH3AINHN TpeaB3saTocTh. Mckyc-
CTBEHHBIH HHTEIICKT B IOA0OPE IIEpCOHAA 3aBUCUT OT IMPO3PAYHOCTH, TOBEPHS U COATAaHCHPOBAHHOMN HHTETPaAIHH
WMCKYCCTBEHHOTO MHTEJUIEKTa W YEJIOBEUECKOTo BKJIaaa. DTH 3HAHMS MPENCTABISIOT IIEHHOCTh /ISl OpraHU3aIlyid,
CTPEMSIINXCS ONTHMHU3UPOBATH MPOIIECCH TIOA00pa MEPCOHANA U MOBBICHThH TIOBEPHE K CHCTEMaM Ha OCHOBE UC-
KYCCTBEHHOT'O MHTEJIJIEKTA.

KiroueBble c10Ba: MCKYyCCTBEHHBII WMHTEIIEKT, NPO3PAYHOCTh, MOAOOP IEpCOHANa, 3aMHTEPECOBAHHBIC
CTOPOHBI, HHTETPALHS.
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