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Introduction. The concept of artificial intelligence (hereinafter referred to as Al) appeared in 1956.
American scientist J. McCarthy defined this concept as follows: “Artificial intelligence is a machine that can
react like a human, that is, it can sense the surrounding world, recognize gestures, facial expressions, people
speak and make decisions similar to human choices”.

A characteristic feature of artificial intelligence is also its ability to make rational decisions, make logical choices
and make predictions based on internal algorithms. Creating artificial intelligence to work in any field requires
large investments. The next stumbling block is machine learning, which is achieved by gradual cultivation, that
is, by periodic repetition of the established algorithms and selection of the most effective solutions. To speed up
the learning process, existing decision-making databases can be used, for example, for Al in the HR field, existing
archive databases of interview results, including candidate CVs and interview results, are used.

Analysis of recent research and publications. Many decisions in the field of personnel selection are
made intuitively. A number of studies have shown that most HR managers make a decision about whether to
accept a candidate for a position within the first 60 seconds of meeting someone, based on indicators such as
appearance, confidence, handshake and tone of voice. It cannot be denied that non-verbal factors provide a
lot of information, but such an assessment system does not allow to be the most objective. In order to make
interviews more objective, HR specialists spend significant resources, both material and informational, on the
preparation of assessments, tests, simulations and games for hiring, but many still claim that in 30-40% of
cases the wrong candidates are selected.

To simplify the work of the recruiter, as well as to make decisions objective, Al-based programs are used.
They are able to study biographies, find suitable candidates within companies and identify high-performing
employees. By creating easy-to-use infographics, candidate summary tables, and CV sorting, these systems
free employees from having to sift through a large number of CVs, reducing their number by 50—70%.

Pymetrics, one of the Al-based systems, is based on the principles of gamification in marketing and sales.
The system allows you to eliminate mistakes and incorrect answers during the test, and also takes into account
the candidate’s list of “personal achievements”. Thanks to this rating system, the probability of making the
right choice increases by 30%. It is also important to note that not only professional skills (hard skills) are
taken into account, but also personal skills (soft skills). Al systems have the potential to analyze the quality of
personal skills in a playful way.

The HiredScore service allows you to select the most suitable CVs from the entire list of those offered and
sent to the employer. The service gives priority to resumes that allow you to sort according to the specified
criteria. The system allows you to make adjustments to artificial intelligence decisions, evaluate the candidate,
which allows artificial intelligence to constantly learn and improve itself.

Based on the analysis of the functionality of the service, we can conclude that manufacturers of Al systems
for personnel management do not completely transfer the task of hiring personnel to the “machine”, but
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eliminate the need to look at each candidate and compile tables. On average, it takes up to 5 minutes to study
the CV of an employee in depth, so it will take 2 hours of work to view 24 profiles, and during this time the
system will analyze all profiles, make a selection and final table, the recruiter still has the opportunity to mark
Al errors [5].

Among the suppliers on the market are the following companies: LinkedIn, Pymetrics, Entelo, IBM,
Textio, Talview, Unitive, PredictiveHire, etc. There are also tasks in the field of personnel development and
training that can be solved with their help. Not every manager knows how to “train” employees, and not every
subordinate, programs using artificial intelligence can help in this matter.

To solve personnel training problems, developers offer services that determine the topics that need to be
studied by professional standards, based on the competencies that the employee should have. Such systems
also monitor progress and, in addition, can take into account the results of the company's tasks. The use of such
systems allows you to save time on the selection of materials for learning, as well as monitoring the results.

Let’s consider the “Degreed” service, which offers a training platform for both company employees and
ordinary users. It is based on an analysis of a person's current qualities, comparing them with the required
and desired ones. Based on this data, a library of training lessons of various formats is formed. This platform
also has an internal certification system, after completing the training, a person receives a certificate of
completion of the course; Detailed software providers: EdCast, Filtered, Volley, Axonify, BetterUp, Clustree,
Workday, etc.

Having considered the mechanisms of operation of some programs using artificial intelligence, we can
draw conclusions about the performance indicators of Al in personnel management. It was possible to identify
the following indicators: System stability;

— profitability of using the system,;

— speed of work;

— flexibility of mechanisms .

System stability — how long AI will work continuously, whether it depends on external factors, the
possibility of autonomous operation. Profitability of use — is it profitable to use artificial intelligence in the
company? Speed of work — if the system’s data processing time exceeds the processing time of a person, then
the attractiveness of such Al is minimal. Flexibility of mechanisms — how much Al can be customized, resume
selection, sorting, etc. It is possible to customize the interface separately for each reclaimer.

Al algorithms can analyze thousands of resumes, identifying the most suitable candidates based on
certain criteria. This reduces the time for initial selection and increases the accuracy of the selection.
Predictive analytics in candidate evaluation: Al uses data from past successful hires to predict the success
of potential candidates, assessing their likelihood of successful employment and long-term contribution
to the company. Analysis of social networks and Internet profiles: Al tools analyze data from social media
and other online sources to create a more complete picture of candidates, including their interests, social
activities and professional skills.

Al Video Interview: Al-powered software analyzes not only the answers of candidates, but also non-verbal
cues such as facial expressions, gestures and tone of voice, which help assess their emotional intelligence.
Chatbots for initial interaction with candidates: Al chatbots can conduct initial conversations with candidates,
answer their questions and collect initial information, which increases the efficiency of communication and
improves the candidate experience.

Game-based assessment: Using game-based methods with Al elements to assess the skills and abilities
of candidates. This approach allows them to be assessed in real situations and measure creativity, problem-
solving skills, and teamwork, which makes the listed innovative methods faster, more efficient, and objective.
This is especially true for large players in the technology solutions market, including the banking sector, where
accuracy and reliability in assessing candidates are of great importance. The use of such methods not only
speeds up the selection process, but also provides a deeper and more comprehensive analysis of the potential
of candidates, which ultimately contributes to improving the quality of recruitment and increasing the overall
efficiency of the workforce.

Problems with traditional recruitment that artificial intelligence can solve The traditional approach
to recruitment often faces a number of problems that can be solved with the help of artificial intelligence
technologies. Among them: Increased efficiency and speed of selection: Artificial intelligence significantly
speeds up the process of selecting candidates by automatically analyzing a large number of CVs and highlighting
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the most suitable candidates. This allows HR professionals to focus on more important aspects of recruitment.
Reduce the risk of error and bias: Machine learning algorithms minimize human errors, reducing the likelihood
of errors and bias when evaluating candidates.

Reduce recruitment costs: Automating many recruitment processes with Al can reduce overall recruitment
costs. The introduction of Al in the recruitment process leads to significant improvements in recruitment, making
it more accurate, cost-effective and unbiased. Artificial intelligence analyzes a wide range of applicant data and
helps identify the most suitable candidates. This allows companies to find qualified candidates faster, reduce
recruitment costs and reduce the risk of human error and judgment. Examples of using artificial intelligence in
recruitment In the modern world, HR technologies are actively developing, and many domestic companies are
already successfully integrating artificial intelligence into their recruitment processes. For example, a popular
job search service uses machine learning algorithms to automate resume analysis, which allows for a more
accurate match of candidate skills with job requirements and reduces the time spent on initial selection. An
online education company uses Al to analyze video interviews. The system evaluates candidates’ nonverbal
behavior, which helps to better understand their personal qualities and professional skills, thereby improving
the process of making decisions in personnel selection.

An IT company actively uses Al to minimize bias in the recruitment process. Their system provides
objective analysis of candidate data, promoting a fairer and more unbiased approach to personnel selection.
A recruitment automation platform uses Al to provide personalized hiring recommendations. The system
analyzes data from past successful and unsuccessful hires, helping recruiters make more informed and accurate
decisions. Automation of HR operations has become one of the main trends of our time, especially in the
context of accelerated digitalization and the transition to remote or hybrid work formats. The introduction of
Al in the HR field opens up new horizons for the efficiency and optimization of business processes. In this
context, the concept of HR Zero, aimed at the full automation of all key HR processes in the organization,
becomes particularly relevant. This trend helps to significantly reduce the time and effort traditionally spent
on routine tasks, while at the same time improving HR processes to be more efficient and effective. Problems
and concerns related to Al in recruitment offer new opportunities, but it also brings a number of difficulties and
concerns. The main risks of using Al in recruitment are the potential reinforcement of the existing thesis that
algorithms are trained on a limited or unbalanced data set.

This emphasizes the need to create more balanced and objective systems. Another aspect is related to
privacy and data protection. Experts emphasize that the use of Al in recruitment processes requires strict
adherence to privacy regulations, which requires thorough legal due diligence and compliance. In addition,
the introduction of Al into HR processes may encounter some resistance from employees who fear losing their
jobs or express distrust in automated systems. This requires additional efforts to train personnel and adapt to
new technologies.

Experts unanimously agree that in order to successfully use artificial intelligence in recruitment, it is necessary
to find a balance between technological innovations and human interaction, taking into account ethical and moral
aspects. Experience shows that with the right approach, automation of HR processes can significantly increase
their efficiency, while maintaining transparency and fairness. However, to achieve these goals, it is important to
consider possible risks and try to minimize them. The future of Al in recruitment The future of Al in recruitment
is envisaged as a period of innovation and transformation. Taking into account current trends and expert forecasts,
several main directions for the development of this technology can be identified: Personalization of personnel
selection: Artificial intelligence will help create more personalized recruitment experiences by predicting the
long-term success of a candidate in the context of a specific company culture.

This will not only improve the selection process, but also help reduce the rate of attrition. Integration with
Big Data: Deeper integration of Al with big data analytics. Sophisticated algorithms will analyze a wealth
of information about candidates, including their online activity and professional achievements, allowing for
more informed hiring decisions. Improved Candidate Engagement: Advances in natural language processing
and machine learning will make candidate interactions with AI more natural and interactive, bringing them
closer to the expertise of an HR professional. Ethical and legal issues: The increased use of Al in recruiting will
raise new ethical and legal issues. Collaboration between companies and government agencies will increase to
develop standards and legislation to ensure the fair use of Al in recruiting. Talent development and training: Al
will become a key tool in the field of training and talent development, offering personalized career paths and
professional development for employees. Overall, the use of Al in recruiting promises to be fraught with new
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opportunities for a more efficient and innovative approach to recruiting. However, it is important to remember
the need to balance technological innovation with ethical considerations.

Summing up, we can conclude that the application of artificial intelligence to the personnel selection and
training system of organizations will bring many benefits. At the same time, we should not forget that the
main purpose of the personnel management service is to work with people, to effectively use their potential.
Technology and artificial intelligence should help the HR manager, not replace him.

Objectives of the article. The main goal of artificial intelligence in personnel management is to simplify
the work process. The system takes over the performance of part of the functions of the employee, allowing
him to avoid additional or related work.

The main material of the study. In the context of the widespread digitalization of the economy, many
companies are actively transforming and entering new markets. In order to maintain their advanced development
rates, companies need an advanced and flexible approach to personnel management [3]. In connection with
the above, the application of artificial intelligence technologies to the personnel management process is of
particular relevance today.

The volume of personnel operations and their complexity are increasing every day, and therefore the
issue of creating and implementing additional auxiliary resources that significantly facilitate the work with
the personnel of domestic companies arises. One of the most advanced and innovative ways to simplify the
process of performing various HR tasks is artificial intelligence [2].

According to Head Hunter research, currently about 87% of domestic companies are taking certain steps
towards the active implementation of artificial intelligence technologies [5]. The study shows the main reasons
why the participants resort to automation of work with HR using artificial intelligence (Figure 1).

The active use of artificial intelligence in HR in domestic companies is a particularly important and rational
contribution to the HR management system operating within the company as a whole. What is important is
that today the role of HR services is changing, becoming one of the services of strategic importance for the
development of any business entity [4].

One of the world’s leading researchers in the field of HR and talent management, Josh Bersin, notes that
most of the management decisions made by managers have an intuitive basis, and if artificial intelligence
technologies help them make the most optimal management decisions, then their effectiveness as managers
will increase significantly. [1]

As part of the presented study, which was conducted in October—November 2023, a survey was designed
and conducted to determine the attitude of employees of construction companies to the introduction of artificial
intelligence technologies in their companies. The survey included 10 questions, the answer to each of which
to one degree or another reflects the attitude of each respondent to the introduction of Al in HR management.
The number of respondents participating in the survey was 126 people.

Getting rid of routines 96
More efficient work 38
Providing modern innovations 64
Higher level of openness 43
Digital brand formation — 27
0 20 40 60 80 100 120

Figure 1. Reasons for automation of personnel work, %

All respondents participating in the study are directly or indirectly related to the innovative development of
their companies in terms of digital technologies and IT technologies and are constantly improving their skills
in this area.

Let’s consider some of the answers to those questions, the importance of which is assessed at a high level
within the framework of the presented study.

The purpose of the first question was to clarify the HR management functions performed by artificial
intelligence in the respondent's company and to get an answer to the question of whether artificial intelligence
is used at all in the respondent's company. The results of answering the question showed the following:
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68 respondents indicated that their companies do not use artificial intelligence (54.0%); 30 respondents
answered that artificial intelligence is used for consulting (23.8%), 12 respondents answered that artificial
intelligence is used for supervision (9.5%), 16 respondents answered during recruitment (12.8%).

The results of the study also allowed us to note that employees of construction companies are actively
interested in artificial intelligence technologies. Among other things, respondents are convinced that the use of
artificial intelligence technologies has a direct positive impact on the process of improving all HR processes,
but at the same time, in most of the companies studied, this type of technology has yet to find proper application.

In addition, we emphasize that in addition to a number of undeniable advantages, artificial intelligence
technologies can be characterized by the presence of a list of potential risks of their use in personnel management.
In this regard, one of the questions that respondents had to answer during the research process was a question
aimed at identifying potential risks associated with the process of introducing artificial intelligence technologies
into the personnel management practices of modern companies. The results are presented in Figure 2.

95— 36,5
44,5 o
9,5
= Job cuts related to the application of artificial intelligence
= Ethical issues facing artificial intelligence when making decisions about employees
Risk of job losses due to the introduction of artificial intelligence technologies

= Risks of legal regulation of the use of artificial intelligence

Figure 2. Risks associated with the introduction of artificial intelligence technologies
into HR practices, %

The data in Figure 2 show that the least important risks for respondents are the risks of legal regulation
of the use of artificial intelligence (mentioned by 12 respondents (9.5%)) and the ethical problems faced by
artificial intelligence when making decisions about employees (also mentioned by 12 respondents (9 .5%)).

Table 1
Relationship of advantages and potential opportunities of artificial intelligence technologies
with existing HR functions

HR Advantages of using Al technologies Al technologies that can be used

Functions to perform HR functions
Chatbots ATS and CRM systems (for
Recruitment |Get rid of time-consuming routine functions example, “Talantix”, “Huntflow”,
“FriendWork”).
(collecting CVs, conducting calls to applicants and conducting Chatbots
HR Records |exams for applicants, etc.).
Management Automation of HR processes using
Perform the functions required in the main HR systems RPA (Robotic Process Automation)
platforms

(for example, assigning a business trip or approving a leave VR technologies (virtual reality)

Staff request)
Onboardin i i
g |Remote automated assistance to new employees on emerging Chatbots
issues
Staff Increasing the safety of training and development in cases

Training and | where there is a real threat to the health of employees during the | VR training
Development | training process

Staff Employees have the opportunity to receive answers to questions Chatbots
Coordination |and independently find solutions to problems within 24 hours.

Effectively assess the health and performance of employees Portable devices
Staff Control — - — —

24/7 monitoring of what is happening in the organization Drones

Source: prepared by the author
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The second most important risk was the risk of job losses due to the introduction of artificial intelligence
technologies (mentioned by 46 respondents (36.5%). The first place in terms of importance was taken by the
risk of phishing attacks, which consist in the illegal acquisition of confidential information obtained as a result
of the use of artificial intelligence technologies (mentioned by 56 respondents (44.5%).

In the next stage of the presented study, based on the results of a survey conducted among employees
of construction companies, the authors correlated the advantages and potential opportunities of artificial
intelligence technologies with existing HR functions (Table 1).

The data presented in Table.1 allow us to draw the following conclusions:

— the use of artificial intelligence technologies by domestic companies has a number of undeniable
advantages;

— for each of the existing HR functions, it seems possible to choose the most suitable artificial intelligence
technology for its implementation;

— the list of existing artificial intelligence technologies, the use of which makes it possible to automate this
or that HR function, is very diverse, and therefore each manager can choose the one that best suits the needs of
the company in the field of digitalization.

At the final stage of the study aimed at identifying the possibilities of integrating artificial intelligence
technologies into work with personnel, the risks arising from their application were brought together, and a list
of possible measures aimed at their effective elimination was compiled (Table 2).

Table 2
Potential risks of applying artificial intelligence in personnel management
Possible risks | Measures to minimize
Organizational risks
Clear division of responsibility for the implementation of artificial
intelligence and meeting deadlines
Detailed planning of the process of implementing Al technologies with the
support of professionals

Large financial and time costs

Low efficiency of IS implementation

Unpreparedness of managers to Demonstration of pilot versions of Al technologies to managers with
restructure the company’s HR system calculations of the effectiveness of their implementation

Low level of technical support Request help from external experts to verify the capabilities and needs of Al
Lack of executive specialists Formation of a high-quality system for protecting confidential information

Organization of meetings between HR managers and employees on the
benefits of using Al technologies

Demonstration of pilot versions of Al technologies to managers with
calculations of the effectiveness of their implementation

Integration risks

Phishing attacks

Employee skepticism

Changes in organizational culture related
to the implementation of IS technologies

Lack of ability to use IS technologies to
optimize all HR functions

Ethical and legal issues Identification of restrictions for cancellation or reworking of Al decisions

Integration of Al technologies into the existing HR system and achieving
coordination between the tasks of Al and individual employees

Source: prepared by the author.

Maintaining transparency when using Al

Use of Al in work with personnel in pilot project mode

Regulation of IS technologies

Thus, the research conducted within the framework of this work allowed:

— to identify the objective reasons that prompted the company to modernize its HR functions with artificial
intelligence technologies;

— to identify the main HR functions that companies in Baku have added with artificial intelligence
technologies;

— to correlate the main advantages and potential opportunities of artificial intelligence technologies with
the relevant HR functions;

— to classify the risks arising in the process of applying artificial intelligence technologies in HR work.

In conclusion, we emphasize that in the conditions of active digitalization of all spheres of society, the use
of artificial intelligence technologies is becoming increasingly widespread. In connection with the above, the
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issues of their application in the practice of domestic companies, as well as the development of concepts and
methods for their implementation in HR management, are of particular importance.

Conclusions. Artificial intelligence is a field of knowledge that studies automation processes. If earlier
computers were seen only as computing devices capable of storing and retrieving information, or as programs
that strictly follow a certain algorithm, then artificial intelligence technologies force us to rethink the role
of intelligent machines and consider them as devices capable of designing, analyzing, interpreting and
transforming. In the last 20 years of the new century, a sharp leap has occurred in the development of artificial
intelligence technologies, and now one can observe the process of introducing artificial intelligence into almost
all areas of human life. In connection with the expansion of the scope of application of “intelligent machines”,
there is a need for a comprehensive study of this phenomenon, since it not only has a huge impact on the
political, economic and social agenda, but also forces us to.

Although it is quite logical to argue that artificial intelligence was initially part of the field of cybernetics
and information and communication technologies, which was allowed only to mathematicians, programmers
and some philosophers working in the analytical tradition, now, thanks to the successful application of artificial
neural networks in the arts and other creative fields, it is impossible to solve numerous ethical, legal, economic,
social and cultural issues without using the methods of natural sciences, in particular human physiology
and neurobiology, as well as approaches developed by such philosophical directions. The neuroaesthetics
and activism discussed in this study, although not always successful, are examples of attempts to develop
comprehensive approaches to artificial intelligence and human consciousness and are presented precisely in
order to draw attention to the importance of turning to various sciences when studying emerging processes. The
spread of artificial intelligence systems leads to an increase in the transparency of all processes occurring in
society. Facial recognition technology, social ratings and video cameras with algorithms for selecting content
on the Internet leave no room for anonymity and privacy. According to numerous forecasts, the inevitable
increase in the transparency of the external side of existence can be compensated by the closure of internal
subjective experiences, and people’s solitude with themselves will lead to a kind of creative rebirth, without
which, probably, life in the era of automation of processes will not be complete.

Currently, at the UNESCO level, an approach is supported to place full responsibility for the actions of Al
at all stages of the technology’s life cycle on individuals or legal entities, but in the case of a negative scenario,
there will be only those individuals who are sufficiently ready for confrontation both with artificial intelligence
and with its owners at all levels, from the creatively developed regulator to the physical level.

Artificial intelligence, like any other tool, depends on people. Whether it is granted the right to autonomy or
not is the choice of its creators, and whatever the decision, it is necessary, first of all, not only to develop the basic
principles of the ethics of artificial intelligence, but also to assess the economic, social and political situation.

The response to these challenges is the accelerated development of new ethical and legal principles that
require taking into account new vectors that have emerged as a result of the inclusion of artificial intelligence
in the value sphere of modern culture. The desire of society to pass the inevitable era of automation as safely
as possible requires the development of research in the field of studying the socio-cultural dynamics of public
sentiment, as well as ways to adapt people’s attitudes to the use of artificial intelligence in various areas.
Providing a theoretical basis for making anthropologically correct decisions is the main task of the philosophical
study of the Al problem, and a dynamic approach to its solution requires further intellectual and ethical efforts
from the scientific community.
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Currently, neural networks are widely distributed, greatly facilitating the work of specialists in many fields, but at
the same time, they can create a number of problems that lead to fundamental changes in the process of human activity.
Research shows that human adaptation to the widespread use of artificial intelligence is of paramount importance, as
a result, it seems necessary to study this phenomenon using the IT field, since this field, on the one hand, is currently
subject to automation, and on the other hand, it is highly dependent on the level of creative potential of employees.
Since the application of artificial intelligence occurs in a large number of areas of human activity, including the IT field,
an analysis of the principles underlying this process will help determine the most effective ways for people to adapt
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separate study of automation, as it seems today, does not lead to the desired results and leads to increased uncertainty.
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into account modern approaches to the formation of ethical principles in the field of artificial intelligence. Currently,
management based on artificial intelligence is gaining increasing popularity. In modern conditions, the management
system of organizations, and in particular the HR sector, is under the inevitable influence of digital innovative
transformation: business analytics, artificial intelligence and other advanced technologies. Taking all this into account,
the article identifies the main features of artificial intelligence and the importance of applying artificial intelligence in
personnel selection by organizations, and analyzes the advantages and potential risks of applying artificial intelligence
technologies to the process of personnel management.

Keywords: artificial intelligence, personnel, management, technology, company, risk, coordination, control,
automation.

YK 81.23

JELM12

lupinos Bamap Xa6id ornm, xKaHIUIaT €KOHOMIYHHMX HayK, JOLEHT, A3epOaipKaHCBKHH apXiTeKTypHO-
OyniBenbHUI yHIBepcuTeT. PoJib IITY4HOro iHTEIeKTY B yNPaBJIiHHI IepCOHAIOM.

Huni HelipoHHI Mepexi HaOylu MIMPOKOTO MOIIMPEHHS, 3HAYHO IMOJIETIIYIOYH POOOTy y 0araThbox ranyssx, ajie
BOJTHOYAC BOHM MOXYTh CTBOPIOBATH HU3KY MPOOIEM, SIKi TIPU3BOASTH JI0 KapAMHAJIBLHUX 3MIH Y TIPOIEC] JisUTbHOCTI
JFOMUHA. JIOCTiIKEHHS MOKa3yI0Th, IO a/IaITallis JIOIUHK JI0 IIUPOKOTO BUKOPUCTAHHS IITYYHOTO IHTENEKTY Ma€e
MEPIIOYEPrOBE 3HAUCHHS, SK HACIIOK, BUIAETHCS HEOOXITHUM JOCIIIKYBATH Iie sIBUIIE 3a jornomorowo chepu IT,
OCKIUTBKH 1151 chepa, 3 OHOr0 OOKY, 3apa3 IMiJMaeThesl aBTOMATH3Allil, a 3 1HIIOro0 OOKY, BOHA CHJIBHO 3aJISKHTh BiJl
PIBHSL TBOPYOTO TIOTEHIIaNy CIiBpoOITHUKIB. OCKIIBKN 3aCTOCYBAaHHS MITYYHOTO IHTENEKTY BiOYBA€ThCS Y BEIUKIN
KUTBKOCTI cep JMOACHKOT AisTbHOCTI, BKItouatoun chepy [T, aHaii3 mprHIKITIB, 10 JIe)KaTh B OCHOBI IIbOTO MPOIIECY,
JIOTIOMOKE BU3HAYUTH HAHOLIBIL e(beKTHBHi crioco0n ajarnrarii jaroaed 1o asroMmarusanii. Haa3ssuuailHO BayKIIMBO
JIOCITIJDKYBATH MOIIMPEHHS IITYYHOTO THTENEKTY 3 MO3MIIii TIO€THAHHS q)mocoq)n (SIK aHANITUYHOIL, TaK 1 KyJIBTYpHOI
Q)lnoco@u) Ta TPUPOJHUYMX HayK, a HE HE3aJIe)KHO OJJHA BiJl OJJHOI, OCKLILKM OKpeMe BUBUCHHS aBTOMATHU3Allii, SIK
HUHI 3]1a€ThCSI, HE IPUBOJUTH JI0 OKaHHUX PE3YIIBTATIB 1 MPU3BOMHUTH JI0 301IbIICHHS] HeBH3HAaUeHOCTI. JlocimikeHHs
COLIIOKYJIETYPHOTO KOHTEKCTY, 1110 ¢(hOPMYBABCs y BIINOBI/Ib HA 3aCTOCYBAHHSI IITYYHOTO IHTENICKTY B Pi3HUX cepax
JKUTTS, JI03BOJISIE BU3HAYNUTH CTABJICHHS JIFOICH 10 TEXHOJOTIYHMX 1HHOBAIIIH 1 BUSBHTH OCHOBHI PHCH PI3HHX JIii,
SIKI BUHUKIIM Y BIJMOBIJb Ha PO3BHTOK IITY4HOTO iHTeneKTy BaxmBo TakoX BpaxOBYBaTH CydacHi ITiIXOMH JIO
@opMyBaHHs[ eTHYHHX MPHHIIUITIB y cepi mryunoro inTenekTy. B nanmii yac Bce Oinbiioi HOH}’JIS[pHOCTl HaOyBae
YIPAaBIIHHS HA OCHOBI IITy4HOTO iHTENneKTy. Y CydacHuX YMOBAX CHCTEMa YIpAaBIiHHS OpraHi3alisMy, i 30Kpema
HR-cextop, nepebyBae miji HEMHHyYMM BIUIMBOM HM(pPOBOI 1HHOBAIIWHOI TpaHchopMallii: Oi3Hec-aHaTITHKH,
MITYYHOTO 1HTEJIEKTY Ta HIINX TepeIOBUX TEXHOJOTIH. BpaxoByrouu Bce 11e, y CTaTTi BU3HAY€HO OCHOBHI 0COONMBOCTI
MITYYHOTO 1HTENEKTY Ta BaXKJIMBICTH 3aCTOCYBAHHS IITYYHOTO IHTEJIEKTY IPH MiIOO0pi MEPCOHATY OpraHi3amisiMu, a
TaKOXK MPOAHAI30BaHO TEpeBark Ta MOTEHIIHHI PU3UKH 3aCTOCYBAHHSA TEXHOJOTIH MITYYHOTO 1HTENEKTY B Ipoleci
YIIPaBITiHHS IEPCOHATIOM.

KaiwouoBi cioBa: mrydHuil iHTETEKT, TIEPCOHAN, MEHEDKMEHT, TEXHOJOTIS, KOMITaHis, PU3UK, KOOPAWHAIIIS,
KOHTPOJIb, aBTOMATH3AIT1sI.
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